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ABSTRACT 

Monroe, Tanya R.  (2011).  Exit Experiences of Female Superintendents in 

Northwest Texas: A case study.  

The public school superintendency has customarily been a professional field 

that is vastly dominated by men.  Although the number of women who have attained 

the superintendency is increasing, their progress has been modest. Issues that 

characterize and define women’s experiences in the public school superintendency 

need to be studied in order to explain the shortage of female superintendents that 

continues to be pervasive in our society.  

This case study explored the exit experiences of three female superintendents 

in Northwest Texas. The purpose of this study was to describe their experiences in the 

superintendency, to establish reasons they left the superintendency, and to determine if 

those reasons were gender related.  The study used a qualitative methodology, 

employed a case study approach, and utilized the framework of Shakeshaft’s Six 

Stages of Research on Women in Administration to examine this phenomenon.  The 

data was collected through interviews, a focus group interview, and archival data.  The 

results were interpreted utilizing a feminist theory lens. Three women who exited the 

superintendency were purposefully selected to participate in the study.  

Results showed that the experiences and reasons for exiting of the three former 

female superintendents were similar to the experiences and reasons for exiting of men 

superintendents:  school board relations, public criticism, time/stress management, 

political and financial worries, moving to a better position, and retirement. However, 
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their experiences in the superintendency and reasons for exiting were at times 

compounded by gender issues such as gender discrimination in the workplace.  

This study increases the knowledge base concerning the lack of female 

superintendents in Northwest Texas, describes experiences of female superintendents 

in Northwest Texas in the superintendency, and deepens the understanding of the 

factors that influenced their reasons to exit the superintendency. The study also 

contributed information for women who are considering or who are entering the 

superintendency position as well as for those who are preparing women to enter the 

superintendency position.      

Future research recommendations include a need for additional qualitative 

studies of female superintendents in geographical areas which have historically hired 

or retained few women.  Future research could also be conducted to explore the 

selection process for prospective female superintendents in Texas.  Furthermore, 

additional study could be initiated to discover the extent and reasons for the imbalance 

of the concentration of female superintendents in Texas.  Why does there appear to be 

more women superintendents along the I-35 corridor than in regions located in the 

Panhandle and West Texas? 

Recommendations for superintendent preparation programs include more fully 

preparing women for the experiences that females face in the superintendency.  The 

findings also indicate implications for professional development of school boards.  

Similar professional development for superintendent search firm “headhunters” would 

also be beneficial. 
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CHAPTER I  
INTRODUCTION 

The public school superintendency has historically been a professional field 

that is vastly dominated by men. The United States has approximately 14,000 

superintendents with men accounting for nearly 87% of all superintendents (Glass, 

2000). The 1990s brought an increase in the number of women superintendents from 

6.6% to 13.2% while the early 2000s have seen an increase up to approximately 21% 

(AASA, 2006).  Throughout the 1990s, though only 13% of women in district 

leadership positions were superintendents, nearly 50% of central office support 

positions were women (Knisely, 2003).  Additionally, 72% of teachers in the United 

States were female (Glass, 2000), which indicated that more women than men were 

employed in the educational arena. In a 1997 survey conducted by the University 

Council for Educational Administration (UCEA), results indicated that women had 

comprised 70% of enrollment in certification programs since the 1980s.  Glass (2000) 

also noted that during the 1990s, women were the “dominant gender in professional 

education as well as in university based professional preparation programs for 

administrators” (p. 1). As early as 1900, 10% of superintendents were women 

according to Knisely (2003).  Since then, there has been very modest progress made in 

the numbers of females who attain the superintendency.  

Throughout the 1900s and a decade into 2000, the percentage of female 

superintendents in Texas has been less than 20%. In Northwest Texas, the average 

percentage of female superintendents is more than 75% lower than the state average. 

This unbalanced number of female to male superintendents has been attributed 
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partially to a) the unwillingness of Texas school boards to hire a female, b) personal 

discouragement to women from preparing for the superintendency, and c) family 

obligations. Historically, women have been portrayed as strong instructional leaders 

with weak fiscal management skills and little knowledge of facilities.  In conclusion, 

this study will illuminate the experiences of female superintendents in Northwest 

Texas, the exit experiences of women superintendents in Northwest Texas and 

determine if and how gender was a factor in their exit.  

Background to the Study 

 Shakeshaft (1979, 1987a, 1987b, 1989; Shakeshaft & Nowell, 1984) has 

extensively reviewed and written on studies concerning female superintendents. This 

work ranges from an assessment of dissertations on women in educational 

administration to critiques of theories, concepts, and models used in the study of 

organizational behavior. Shakeshaft's research is organized into a framework of six 

stages.  The first stage of research provides quantitative information identifying the 

number and types of administrative positions that have been occupied by women. This 

type of research was dominant during the 1970s and 1980s and was significantly 

hindered by a lack of accurate information collected and/or disaggregated by gender 

(Jackson, 1999).  Although the percentages of female superintendents fluctuated  

between 1910 and 1990, there was little progress. The greatest increase has been noted 

in the last thirty years (Grogan & Brunner, 2005). This is followed by a second stage 

of research that utilizes a qualitative focus in which exceptional female administrators 

are identified and illustrated. The significant events in the personal and professional 
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lives of women superintendents are examined and explored in order to determine the 

extent of their contributions not only to female superintendents but to other women 

facing equity challenges.  The third stage of research focuses on qualitative studies 

that examine the difficulties faced by women aspiring to leadership positions. 

Discriminatory attitudes, stereotyping, and race/gender bias is investigated to establish 

roles played in limiting progress in and access to the superintendency (Grogan and 

Henry, 1995; Jackson, 1995; Mendez-Morse, 1999; Kamler & Shakeshaft, 1999).  

Besides identifying barriers, recommendations are offered to individuals and 

organizations in order to avoid or eliminate these obstacles. This research  includes 

gatekeeping theory (Tallerico, 1999) and mentoring (Hart, 1995) which is studied to 

provide further insight into the elimination of these barriers.  In the fourth research 

stage described by Shakeshaft (1987a; 1989), qualitative studies provide women’s 

perspectives on their administrative experiences. These studies are conducted in a 

particpatory manner providing an opportunity for research subjects to contribute in a 

much more meaningful way than research methods previously afforded. Participants 

are able to articulate much more frank and candid perspectives regarding their 

experiences in the superintendency.   In the forefront of these findings are the 

socialization aspects of attaining executive positions. The fifth stage of research 

establishes that theories based on male experiences are inappropriate and insufficient 

for clarifying the experiences and behaviors of female leaders. Many studies 

concerning women administrators in educational systems focus on 

reconceptualizations of leadership and administration (Adkinson, 1981; Gips, 1989; 
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Harriman, 1985; Hearn & Parkin, 1992; Mendez-Morse, 2003; Mills, 1992; 

Shakeshaft 1987a; Skrla & Young, 2003; Wilson, 1989; Yeakey, Johnston & 

Atkinson, 1986). Research conducted in the fifth stage provides rich thick descriptions 

which are more applicable and reflective of the authentic experiences of female 

executives.   The sixth and final stage of studies on female educational leaders 

attempts to reconceptualize theories concerning educational administration to present a 

more inclusive perspective using qualitative methods.  This research will attempt to 

examine the experiences of men and women executives together in order to ascertain a 

new definition of the superintendency and to build new theory (Chase, 1995; Grogan, 

1996; Scherr,1995).   

Statement of the Problem 

The Texas Education Agency “Texas PK-16 Public Education Information 

Resource” displayed 1,144 school districts in the state of Texas for the year 2008-

2009.  Female superintendents leading these districts numbered 214, which 

represented only 19% of the total pool of superintendents in the state (Texas Education 

Agency, 2010).  Disaggregated by the twenty Texas Educational Service Center 

Regions, the numbers grow even more alarming. Region 4 (Houston) consistently 

maintains the highest percentages of female superintendents, with a 6 year average 

beginning in 2003-2004 and ending in 2008-2009 of 35.5%, and Region 13 (Austin) 

consistently ranks second in the same six year span with an average of 30%. 

 Conversely, the Northwest Texas geographical area, which includes Region 9 

(Wichita Falls), Region 16 (Amarillo), and Region 17 (Lubbock) currently claims 
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respective averages of 4%, 5.8% and 3% over the last 6 years. All of these statistics 

are significantly lower than the national percentages of 21% and the 19% reflected in 

Texas (Appendix A). Additionally, during this time period, the turnover rates for 

female superintendents in Region 9 (17%) and Region 16 (17%) rank higher than the 

turnover rates for male superintendents in Region 9 (9%) or Region 16 (11%). as well 

as higher than the Texas average of 13% for females and 14% for males (Appendix 

B).  

In a Fall 2009 board meeting of TCWSE (Texas Council of Women School 

Executives), a former female superintendent of a large district in ESC Region 4 began 

a statement, “Now that the glass ceiling for women superintendents is gone...”  In ESC 

Region 4, there has been significant progress in breaking through the well-known 

glass ceiling; however, the glass ceiling in Northwest Texas is still firmly in place. 

This is an educational phenomenon in need of further investigation.   

Although Northwest Texas remains the most gender stratified area in Texas as 

far as the superintendency is concerned, there is a gap in the literature which fails to 

address this issue as well as no information on the exit experiences or the reasons for 

exit of the few females who have been superintendents in this geographical area.   

Shedding light on their experiences will contribute to the knowledge base of research 

on female superintendents as well as the knowledge base of research on female 

superintendents who exit the superintendency.  

 



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

6 

Figure 1: Regional Education Service Centers (ESCs)   

 

1) Edinburgh 11) Fort Worth 
2) Corpus Christi 12) Waco 
3) Victoria 13) Austin 
4) Houston 14) Abilene 
5) Beaumont 15) San Angelo 
6) Hunstville 16) Amarillo 
7) Kilgore 17) Lubbock 
8) Mt. Pleasant 18) Midland 
9) Witchita Falls 19) El Paso 
10) Richardson 20) San Antonio 

 
Data Source: Texas Education Agency    
 

Purpose of the Study 

Although the number of women who have attained the superintendency is 

increasing, their progress has been modest. Given the greater percentages of women in 

education amid allegations of superintendent shortages, a disproportionate percentage 

of women ascend to the executive position of superintendent in Texas.  An even fewer 
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percentage of women ascend to the superintendency in Northwest Texas. The purpose 

of the study is to identify and describe the experiences of former female 

superintendents in Northwest Texas in the superintendency, to establish reasons they 

exited the superintendency, and to determine if those reasons were gender related. 

This study increased the knowledge base concerning female superintendents, 

deepened the understanding of the factors that influence their reasons to exit the 

superintendency, and contributed information for those entering the superintendency 

position as well as for those who are preparing women to enter the superintendency 

position. New knowledge generated from this effort is of benefit to school boards and 

communities in selecting superintendents as well as female administrators in 

preparation for their careers. Information generated from case study research yields 

enhanced new research.  Berg (2004, p. 258) explains, “The scientific benefit of the 

case study lies in its ability to open the way for discoveries.  It can easily serve as the 

breeding ground for insights and even hypotheses that may be pursued in subsequent 

studies.”  Issues that shape and define women’s experiences in the public school 

superintendency are important to us as researchers in order to shed light on the 

shortage of female superintendents that continues to be pervasive in our society. 

Research Questions 

Berg (2004, p. 28) declares, “Research problems direct or drive the research 

enterprise.  The ways a researcher will eventually conduct a research study depends 

largely on what the research questions are, yet these questions do not appear 

spontaneously.  The research process begins with an idea, which might or might not be 
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based on the literature and only a rough notion of what is to be researched.  This, 

combined with the curiosity and inquisitiveness of a researcher, then leads to the 

formulation of research questions."   In this case, the researcher was interested in 

investigating the experiences at both the individual and professional levels that 

surround women who have exited the superintendency.  Furthermore, there is interest 

in promoting conversation about and among female district leaders. It is essential to 

create a context in which women who have been superintendents might move toward 

integrating talk about their professional roles with activist dialogue about dominant 

ideological and socio cultural values that pervade the superintendency.  Additionally, 

it is deemed necessary to research these women’s experiences in a participatory way 

that might move us all beyond an entirely researcher-constructed view of what is or 

was going on in the participants’ lives. In other words, it is critical to include the 

women’s own analyses of their experiences and perhaps most important, explore their 

own proposed solutions (Lincoln, 1993) for any gender related problems they might 

have encountered during their superintendency and subsequent exit from the 

superintendency in Northwest Texas.  Emphasis must be placed on the importance and 

interrelatedness of these two issues—the critical need to hear and pay attention to the 

voices of women superintendents exiting the field and the necessity of using 

empathetic and participatory research methods to move toward a better understanding 

of these women’s experiences. 

 In light of these perspectives and interests, the following research questions 

have been generated:  
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1.  In what ways do women who have been superintendents in Northwest 

Texas perceive the role of the superintendency in their geographical location? 

2.   In what ways do women who have been superintendents in Northwest 

Texas describe their attainment of their superintendency position, their 

superintendency tenure, and their exit of their superintendency position?  

3.   In what ways do women who have been superintendents in Northwest 

Texas perceive the role of gender in their exiting of the superintendency position?    

Rationale for the Study 

Tallerico (1999) stated that “Of the approximately seventy-five years worth of 

extant scholarship relevant to the superintendency, most studies have either relied 

primarily on White male samples, or have made no mention of the gender, racial, or 

ethnic backgrounds of their subjects” (p. 29). White male voices have been so strong 

that sounds from other groups have been impossible to hear (Brunner, 2005; Kowalski 

& Brunner, 2005).  Over the past twenty years, the chronicles of the superintendency 

have expanded to include the voices of women and people of color. This more 

enriched story is significant to women and people of color for several reasons 

(Kowalski & Brunner, 2005, p. 150-151): 1) Both groups need appropriate and 

accessible role models; 2) Both groups need to understand  that following the 

masculine leadership models found in literature is not a requirement for success; 3) 

Both groups may discover themselves practicing in ways that are not mentioned in 

general books on the superintendency, but their practices are valid approaches to their 
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work; and, 4) Both groups may experience limited access to the superintendency 

because criteria for selection processes are based on White male norms.  

This study, by its very nature, shows if and how gender affects the daily 

experiences of female superintendents in Northwest Texas and shows how those 

experiences in turn shape the events leading to the exit from the superintendency. 

Furthermore, the stories revealed by these women help women go beyond their 

personal experiences and create an arena for women to dialogue about shared pasts 

and collective futures (Gupton & Slick, 1996).  Finally, these dialogues will help 

women superintendents realize they have the ability to affect their own providence, in 

spite of how difficult the struggle to succeed has been portrayed. This dialogue will 

define past relationships, and will hope to inspire others to see an improved future, or 

at the very least, increase the chances of successful socialization into a 

superintendency position by having a realistic job preview (Gupton & Slick, 1996; 

Nee-Benham & Cooper, 1998).   

1Theoretical Framework 

Orientational qualitative inquiry avoids any pretense of open-mindedness in 

the search for grounded or emergent theory.  Orientational qualitative inquiry begins 

with an explicit theoretical or ideological perspective that determines what conceptual 

framework will direct fieldwork and the interpretation of findings.  For example, a 

researcher can undertake a study from a feminist perspective, a Marxist perspective, a 

capitalist perspective, or a Freudian perspective.  In these examples, the ideological 

orientation or perspective of the researcher determines the focus of inquiry (Patton, 
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2002).  A feminist perspective presumes the importance of gender in human 

relationships and societal processes which orients the study in that direction (Guerrero, 

1999b; Ribbens & Edwards, 1998; Maguire, 1996; Reinharz, 1992; Glennon, 1983; 

Smith, 1979).  According to Guerrero (1999, p. 15-22; Thompson, 1992) principles of 

feminist inquiry can include: (a) a sense of connectedness and equality between 

researcher and research, (b) explicitly acknowledging and valuing “women’s ways of 

knowing,” including integrating reason, emotion, intuition, experience, and analytic 

thought, (c) participatory processes that support consciousness-raising, and researcher 

reflexivity, and (d) going beyond knowledge generation, beyond “knowledge for its 

own sake,” to engage in using knowledge for change, especially “knowledge about 

women that will contribute to women’s liberation and emancipation” (Guerrero 1999a, 

p. 16-17).  The concepts and the conceptual frameworks a researcher uses, whether 

unconsciously as a matter of tradition and training, or intentionally as a matter of 

choice, carry embedded messages.  Feminist inquiry challenges the phenomenological 

notion that a researcher can purify him or herself of such fundamental language-based 

conceptions when doing field-work and data analysis.  Moreover, feminist inquiry 

provides not only conceptual and analytical direction, but also methodological 

orientation in emphasizing participatory, collaborative, change-oriented, and 

empowering forms of inquiry (Patton, 2002, p. 130). 

Using a feminist/postmodern construct to study the superintendency introduces 

dimensions that may not have previously been considered. Feminist frameworks 

introduce the elements of gender, the experiences of the women in the position of 
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superintendent, and social criticism. Postmodernism supplies us with concepts such as 

discourse, subjectivity, power, knowledge, and resistance that permit us to 

comprehend the superintendency in terms that differ from those that have been utilized 

in the past (Grogan, 2003).   

In UReconsidering Feminist Research in Educational Leadership (Young and 

Skrla, 2003), writings have been collected that have emerged from and have been built 

on critical feminist traditions. They investigate the impact of feminine research on 

participants, assess the ethical and political implications of researching across groups, 

examine the types of strategies feminist researchers have developed to address the 

challenges of the field and recommend alternative epistemologies that could provide 

for more insightful research methods and more complex research results (p. 3).  

This study contributes to the fourth stage of research described by Shakeshaft 

(1989). The fourth stage of research focuses on studies of women in executive 

positions such as the superintendency which have historically been filled by men. 

These women are studied on their own terms using their own descriptions of their 

individual and collective experiences. By examining the personal and professional 

lives of three former superintendents in Northwest Texas using a participatory 

approach, the participants were able to speak frankly about the issues they have faced 

in their superintendencies including gender issues and discrimination they  

encountered. Furthermore, by exposing incidents of discrimination such as being 

threatened with rape that can only be experienced by a woman, this study speculates 

on Shakeshaft's sixth stage of research in which she proposes that the experiences of 
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men and women administrators be studied together.  Although these studies can be 

conducted, there are some experiences which cannot be shared across gender. 

Although men too face challenges in the superintendency, the same type of harsh 

discriminatory treatment would likely not be found nor be mutual.  

Assumptions of the Study 

Limitations 
There are several limitations to this study.  The first is the ability to generalize 

the findings of this study to other populations. The second is the sample size used in 

the study. A third limitation of the study is the qualitative research methodology used 

to examine and describe the experiences and the meaning of those experiences of 

Northwest Texas female superintendents who have exited their positions. Qualitative 

research methods are limited by their lack of capability to reproduce a study in 

dissimilar settings or with different contributors. It is also recognized that opinion and 

personal feelings may enter into the results.  Conclusions are subject to interpretation 

and the biases of the researcher.  

Delimitations 
This study includes women who have been superintendents in Northwest 

Texas from 2003-04 to 2008-2009 and who have exited that position either voluntarily 

or under pressure, were non-renewed, resigned from the superintendency and moved 

into other roles, internal or external to K-12 public education or who exited by 

retirement either voluntarily or under pressure.  The study includes only those that 

could be identified as exiters based on whether they retired from the position or had 
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left it before retirement. The scope of this study was challenging from both a logistical 

as well as a time management perspective. It was somewhat problematic to locate 

female superintendents who exited their positions in the specified time period (2003-

2009) and geographically, it was challenging to conduct face to face interviews with 

the three that agreed to participate in this study.   

Definitions of Terms 
Case study.  Cresswell (2003) defined case study as, [an activity] in which the 

researcher explores in depth a program, an event, an activity, a process, or one or more 

individuals.  The case(s) are bound by time and activity, and researchers collect 

detailed information using a variety of data collection procedures over a sustained 

period of time (p. 15).   

Knowledge base.  The body of accepted elements at the core of a given field 

which may be considered dependable, consistent, and enduring.  For the purpose of 

this paper, knowledge base reflects the postmodern perspective as being multi-

paradigmic, contextual, and plural (English, 2003).   

Latent content analysis.  The qualitative approach to exploring meaning behind 

the words, actions, and archival data gathered through the study.  Analysis will follow 

the process of grounded theory, allowing the data to emerge with no parameters.  

Leadership behaviors.  Core values in the educational leaders. Demonstrating 

and promoting respect, fairness and equality, care, integrity, and honesty (Jazzar & 

Algozzine, 2006, p. 221). 
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Open coding.  A process for sorting data through a wide inquiry which 

challenges the researcher to initially “believe everything and believe nothing” (Strauss 

& Corbin, 1990, p. 28).   

Personal experiences.  Informal lived experiences that include mentoring, 

networking, and modes of thinking, family obligations, competitiveness, and internal 

barriers (Regan & Brooks, 1995). 

Post-modernists.  Those who adopt a counter approach to modernism by 

embracing an acceptance that truth is plural, contextual, and involves multiple 

perspectives and outcomes determined by outside predetermined norms ( English, 

2003: Marshall & Gerstl-Pepin, 2005).   

Professional experiences.  Formal lived experiences that include the following 

characteristics: communication skills, relationship building, role models, collaboration 

mentoring, networking, external barriers, employment practices (Regan & Brooks, 

1995).  

Research.  A study conducted to examine a specifically identified problem.   

Superintendents.  Current district level administrators with Texas State Board 

of Educational Certification superintendent certification.   

Theory.  As defined by Webster (1990), a proposition that can be substantiated 

by accepted principles; i.e. an explanation for a particular set or system of 

occurrences.  
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Organization of the Study 

This qualitative case study is organized into eight chapters. Chapter I serves as 

an introduction to the study, contains the statement of the problem, purpose of the 

study, the research questions to be answered, rationale of the study, theoretical 

framework, assumptions, and the definitions used in the study. 

Chapter II is a review of literature which consists of: initially, an overview of 

the superintendency including conflict, turnover and perceived shortages; second, 

female superintendents examined through the six stage organizational framework 

contributed by Shakeshaft; next, superintendency exits and females who exit the 

superintendency; and, finally, feminist theory and gender issues in educational 

administration.  

Chapter III describes the methodology, purpose of the study, research 

questions, the research design, rationale, and context of the study, data sources, data 

collection methods, and data analysis used in the study. This chapter also provides a 

brief reference to the context of the researcher.    

Chapters IV, V, and VI each present descriptions of each of the three 

participants including background, educational background, career leading up to the 

superintendency, context of the superintendency, and exiting the superintendency 

followed by the findings as they pertain to each of the three research questions.  

Chapter VII presents an analysis and a discussion of the identifiable themes as 

they relate to the findings presented in the previous three chapters. 
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 Chapter VIII provides the conclusions, implications for practice, and 

suggestions for future research.   
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CHAPTER II  
LITERATURE REVIEW 

The experienced mountain climber is not intimidated by a mountain—he is 
inspired by it.  The persistent winner is not discouraged by a problem—he is 
challenged by it.  Mountains are created to be conquered; adversities are 
designed to be defeated; problems are sent to be solved.  It is better to master one 
mountain than a thousand foothills. 

 William Arthur Ward 

Introduction 

Given the greater percentage of women in education amid allegations of 

superintendent shortages, a disproportionate percentage of women ascend to the 

executive position of superintendent in Texas.  An even fewer percentage of women 

ascend to the superintendency in Northwest Texas. The purpose of this case study was 

to identify and describe the personal and professional experiences of former female 

superintendents in Northwest Texas including their exit experiences.  Specifically, if 

and how gender was related to their exit was explored.  

The review of literature consists of: initially, an overview of the 

superintendency including conflict, turnover and perceived shortages; second, female 

superintendents examined through the six stage organizational framework contributed 

by Shakeshaft; next, superintendency exits and females who exit the superintendency; 

and finally, feminist theory and gender issues in educational administration.  

Superintendency: Conflict, Turnover, and Shortages  

Headlines across America boldly proclaim that school districts are searching 

for competent leaders to supervise school systems (Henry, 2000; Johnson, 1996).  

Additionally, there is a growing murmur of concern over the shortage of applicants 
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who are qualified to lead the nation’s school districts (Tingley, 1996; Bowler, 2000; 

Czaja & Harman, 1997).  Fenwick (2000) provides explanations for these shortages in 

the superintendency which includes higher turnover rates, lower job appeal, and a 

decreased number of candidates-all characteristics of the contemporary 

superintendency.  Ramsey (1999, p.1) goes on to state that higher salaries and 

potential lifelong earnings in business and industry have traditionally siphoned off 

much of the leadership talent from public schools. Many teachers with potential 

leadership ability and current administrators tire of struggling with low pay and 

adverse working conditions and leave the profession for higher stakes in the private 

sector. In support, Fenwick (2000) refers to the American Association of 

Superintendents and Administrators (AASA) Director Paul Houston as saying that, 

typically at any given time, interim superintendents hold 15% of superintendent 

positions. Krantz (2000) projects that 80% of superintendents are approaching 

retirement age and will soon be leaving the position of the superintendency. The 

dearth of leaders to pilot the nation’s school districts may escalate to a crisis 

confronting the future of public education (Henry, 2000).  Regarding the question of 

where future leaders of public school systems will come from, the questions that 

inevitably must be asked include, “Why aren’t more women entering the ranks of the 

superintendency?”  “Is there a vast, untapped pool of qualified applicants waiting to 

fill the anticipated vacancies created by the departure of male superintendents?” and, 

“Furthermore, once this talent pool of female administrators has been tapped, why 

don’t they stay?”  
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Female Superintendents 

Research that is focused exclusively on women in the superintendency is a 

relatively recent occurrence.  The need for such research was noted in the early 1970’s 

(Schmuck, 1975; Sexton, 1976).  Initially, thousands of White women progressed into 

educational administrative positions including the superintendency (Hansot & Tyack, 

1981).  However, after World War II, this number decreased to an all time low of 1% 

in 1980 (Brunner, Grogan, & Prince, 2003; Glass, Bjork, & Brunner, 2000). 

Superintendents of color were virtually nonexistent prior to 1934. By 1998, 5% of all 

superintendencies were filled by persons of color and 1% of those were female 

(Cunningham & Hentges, 1982; Hodgkinson & Montenegro, 1999; Glass, Bjork, & 

Brunner, 2000 p. 104 ).  However, because the data were not disaggregated by gender 

and color, there was no way of determining how many women of color this 

represented.   

Margaret Grogan (1994) in her qualitative study, “Aspiring to the 

Superintendency in the Public School Systems: Women’s Perspectives” revealed what 

it is like to be a woman in educational administration.  Jackie Blount (1998) wrote 

about the fact that while the teaching profession had become dominated by females, 

administrative roles had become dominated by men in her book UDestined to Rule the 

Schools: Women and the Superintendency, 1973-1995.   Women scholars are making 

significant empirical contributions to the understanding of women’s experiences in 

aspiring to the superintendency and leading and managing school districts.  This work 

has not only illuminated gender experiences of women, but also is advancing 
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theoretical perspectives essential to rectifying the lack of conceptual clarity and 

definitional specificity (Tyack, 1990), and essential to redefining the role (Bjork, 

2000, p. 7).  Research conducted over the past thirty years reinforces the idea that 

women approach school leadership differently than men and that females’ 

characteristics tend to correspond to emerging demands for school reform.   

Shakeshaft (1989) bases her framework of understanding the evolution and 

directions of scholarship on women, gender, and the superintendency on a notion of 

stages.  She notes that “research on women and gender in educational administration 

has progressed through six stages in the evolution of a paradigmatic shift” in the quest 

for understanding women in school administration, including documentation of the 

absence of women, the mission to find and identify women who have been 

administrators, women as disadvantaged or subordinate, women studied on their own 

terms who contribute to their own studies,  women as challenges to theory, and 

transformation of  theory” (p. 113).   

Stage One:  Absence of Women in the Superintendency 
 The first stage of research on women and gender in educational administration 

is depicted as providing descriptive information about the number of women serving 

as school and district administrators.  This characterizes much of the research during 

the 1970s and 1980s.  When reviewing the history of women in the superintendency, it 

is essential to identify Ella Flagg Young, the first woman superintendent of Chicago in 

1902, who said: 



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

22 

Women are destined to rule the schools of every city.  I look for a large majority 
of the big cities to follow the lead of Chicago in choosing a woman for 
superintendent.  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 cities 
and friends alike that a woman is better qualified for this work than a man 
(Blount, 1998, p. 515). 

In fact, in 1910, Blount (1998) found that 9% of superintendents were women, 

and this number increased to 11% by 1930.  After many years in which schools 

became more consolidated, the number of women superintendents declined to 9% in 

1950, and took an enormous plummet in 1971 when the number further declined to 

1.3%. The astonishing discrepancy between men and women in the superintendency is 

paradoxical in the field of education, a field in which women make up 65% of 

teachers, 43% of principals (Shakeshaft, 1999, p. 100), 57% of central office 

administrators, and 33% of associate and assistant superintendents (Hodgkinson & 

Montenegro, 1999, p.113-115).  The U.S. Census Bureau characterizes the 

superintendency as the most male-dominated executive profession of any profession in 

the United States (Bjork, 2000).  Because “virtually all school administrators are 

initially recruited from the ranks of teachers” (Banks, 1995, p. 70), the odds of a male 

teacher becoming superintendent are approximately one in 40; for a female teacher, 

the odds are roughly one in 900.  In other words, men are more than twenty times 

more likely than are women to advance to the superintendency from teaching (Skrla, 

2003, p. 248). Furthermore, Blount (1998) goes on to say, “A truly fair system for 

female and male students will not exist until we question the deeply rooted tradition of 
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denying women power in public schooling” (p. 169). The underlying implications of 

this statement are that a far more serious gender equity problem lies hidden and is 

deeply rooted in the very foundation of the educational system as we know it today.  

Glass (2000) notes that of the nation’s 13,728 superintendents, 1,984 are 

women, although according to the U.S. Department of Education, 72% of K-12 

educators in the United States are women.  Great strides were made by women in the 

superintendency in the 1990s as the percentage almost doubled from 6.6% to 13.2%. 

Grogan and Brunner (2005) report that 18% of women currently hold the 

superintendency, while the AASA (2006) reports that 21.7% of women are 

superintendents.  Furthermore, they project that by 2010 women will number about 

25% to 30% of superintendents.  Historically, this reflects an increase in the last 100 

years, but a significant increase in the last 30 years.  Women also continue to prevail 

in numbers in professional education as well as in university based professional 

preparation programs for administrators. While Chase and Bell (1994)  note that 

several state departments of education, university departments of education, and some 

state legislatures publicly identify the under representation of females in the 

superintendency, Jackson (1999) pronounces that “to date no one has compiled 

accurate, complete, and dependable information on women superintendents” (p. 143).  

The effort to obtain information on women superintendents appears minimal (Keller, 

1999), which prompts some researchers to suggest that the absence of reliable 

statistics appears intentional and deliberate if not premeditated.  Insinuations are also 

noted throughout the research literature of repercussions ranging from vaguely 
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threatening censure to ruined administrative careers to those who refuse to drop the 

issue. To further compound the problem, the handful of women superintendents 

combined with unreliable statistics also sometimes appears to deter interested 

researchers from investigating female experiences in the superintendency (Kowalski & 

Stouder, 1999). 

Stage Two: The Search for Women Superintendents  
The second stage of research focuses primarily on investigating and organizing 

the lives and accomplishments of noteworthy women who have held a 

superintendency including: Carrie Chapman Catt, of  Mason City, Iowa, who later led 

the National American Women Suffrage Association; Betty Mix Cowles, who served 

as the first superintendent in Canton, Ohio (1850 to 1855), and convened the first 

Women’s Convention in Ohio in 1850; Ella Flagg Young of Chicago; and, Grace 

Strachan, superintendent of the New York City schools (Sewal, 1885; Smith, 1979; 

Woody, 1929).  Each of these women is noteworthy not only for her contributions to 

leadership in education, but also for her contributions to advancing equity issues 

which confronted women then and still challenge them today.    

Skrla, Reyes, & Scheurich (2000) point out the systemic barriers of sexism and 

the resulting internal barriers of silence which occur for women in positions of 

executive leadership.  They clarify that because women superintendents are 

continually defined as women and superintendents, they ultimately question their 

competence.  Since men superintendents are typically referenced without the male 

gender label, there is the subtle implication that the standard for the term 
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superintendent is a person who is male.  Conversely, women superintendents are 

typically branded with the female gender label, suggesting the reverse implication, that 

women are somehow different from the standard (Dobie & Hummel, 2001, p. 23).   

Stage Three:  Women as Disadvantaged or Subordinate 
The third stage of research, begun in the 1970s and 1980s, raised the issue 

related to what types of barriers are experienced by women aspiring to administrative 

careers, investigated factors contributing to their being disadvantaged, and inquired 

into the effectiveness, if any, of corrective policies and practices (Chase & Bell, 1990; 

Ortiz, 1998).  In an examination of the research literature, Shakeshaft (1989) explores 

how discriminatory attitudes, stereotyping, and gender bias limit women’s progress in 

and access to educational administration.  Tallerico (1999) investigates the role of 

search consultants as gatekeepers to women in the superintendency, and Hart (1995) 

studies how mentoring provides insight on how to counteract the barriers facing 

women seeking to advance to the superintendency.  Grogan & Henry (1995), Jackson 

(1995), Ortiz (1999), Mendez-Morse (1999), and Kamler & Shakeshaft (1999) all 

expand on the line of inquiry on race and/or gender bias in the superintendency (Bjork, 

2000).    

In a ten year examination by the AASA (2000) Study of the American School 

Superintendency, women accounted for 297 of the 2,262 superintendents who 

responded to the 90-item survey.  This study suggests several reasons incorporated 

into seven categories that women are not more highly represented in the 

superintendency: 1) Women do not follow the customary career paths which 
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traditionally lead to a superintendency; 2) Women are not obtaining proper credentials 

including the superintendent’s certificate; 3) Women are disinterested and 

inexperienced in school finances; 4)  Women simply are not interested in the 

superintendency for personal reasons; 5)  School boards are unwilling to hire women 

superintendents; 6)  Women choose to teach; and 7)  Women delay too long.   

Stage Four:  Women Studied on Their Own Terms 
The fourth stage of research, which emerged in the 1990s, uses women 

superintendents’ own perspectives and experiences in careers that are typically male-

dominated to guide further research (Bjork, 2000).  Bell’s (1990) study of the 

interaction of board members with women superintendents led the way for numerous 

qualitative studies that began to enhance to understanding of the experiences of 

women superintendents (Beck, 1994; Chase, 1995; Grogan, 1996).  Skrla, Reyes, & 

Scheurich (2000) also employ an empowering methodology (Lather, 1987, 1991) of 

qualitative study which emphasizes the interaction and relationships between the 

interviewer and the interviewees to create an atmosphere in which subjects are free to 

express themselves candidly.  Extreme care is taken to create honest participation and 

constructive input which in turn shapes the research process. Mishler (1986) describes 

this interview approach as “accepting interviewees as collaborators, which is as full 

participants in the development of the study and in the analysis and interpretation of 

the data” (p. 126). Skrla, et al. (2000) are adamant that previous research studies into 

the insufficient numbers of women superintendents are inadequate in creating an 

accurate and complete picture of the scope and magnitude of the problem.  Their 
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improved method has been successful in exposing and clarifying issues surrounding 

women superintendents as they face sexism in the workplace, as they learn to 

recognize that they face sexism in the workplace, and as they express why they have 

been unwilling to give voice to any gender related problems associated with being a 

female superintendent.   

Stage Five: Challenges to Theory 
The fifth stage of feminist research focuses on the effects of gender on human 

behavior in schools and the effectiveness of women in educational leadership (Bjork, 

2000). Shakeshaft (1999) gives voice to two questions to help frame this stage of the 

research:  Are male oriented theories relevant to women leaders? And, if not, how can 

current research guide and correct theories of leading that are relevant to women 

working in restructured school contexts?  Work carried out during this stage “provides 

a rich and descriptive storehouse of human female administrative behavior” 

(Shakeshaft, 1999, p. 115) that advances thinking about the meaning of gender, 

challenges traditional beliefs of school leadership, and generates theories of creating 

leadership which are more applicable to women.  

Skrla (2003) offers an example of challenging the theory guiding current 

research when she revisits the original participants of her study published in the 2000 

article, Sexism, Silence, and Solutions: Women Superintendents Speak Up and Speak 

Out. In her desire to contribute in a positive way to the (in her view) seriously flawed 

research literature on women superintendents, she felt that she had been seduced by 

the notion of using feminist qualitative methods that “promised to deliver voices that 
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had previously been shut out of normative educational research and to remedy the 

ways educational research normalized populations through its imposition of categories 

that situate individuals as the site of the problem” (Britzman, 1995, p. 235).  In 

designing her study to get past the individual and institutional silence about sexism 

and discrimination in the public school superintendency, she felt that she had 

neglected to attend to her own presumptions for empowerment toward her 

participants. (Skrla, 2003  p.109). Furthermore, she felt that she had failed to consider 

other methodological issues such as what Elizabeth St. Pierre (1997) termed “the 

disjunction between the theory of the researcher and the theory of her participants” (p. 

378).  As a researcher who leaned toward feminist post structural interpretations, St. 

Pierre described being “floored” by the complexity of describing the lives of women 

who had lived for decades within humanist understandings of their world using her 

own theoretical frame that was “committed to the persistent critique of all claims to 

the truth, including the truth of their lives” (p. 377).  Skrla became increasingly unsure 

of how to come to terms with the fact that as an academic researcher, she was 

“required to theorize her respondents’ accounts and lives and locate them within wider 

academic and theoretical debates” (Mauthner & Doucet, 1998, p. 141).  Upon 

conversing with the original study participants, Skrla discovered that they had found 

the work and resulting study personally beneficial and viewed it as a period of 

reflecting, learning, growing, and healing.  One participant expressed the belief that if 

Skrla had used a traditional normalized quantitative method, instead of the 

participatory methods she did use, the “richness” sought would be absent.  Skrla 
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argues (2003, p. 123) that “the best hope for working to change the grossly gender-

stratified situation in the public school superintendency lies in replacing the 

normalized views of the superintendency with the rich and descriptive studies,” such 

as those described above.  

Stage Six: Transformation of Theory 
Shakeshaft (1999) believes that the sixth stage of feminist research will focus 

on “understanding women’s and men’s experiences together” (p. 115).  Research 

subscribing to this belief would be directed toward developing a deeper understanding 

of leadership that recognizes the differences in gender, ethnicity, and toward 

redefining the superintendency and building theory instead of reaffirming ancient 

generalizations based on the current prevailing paradigm (Chase, 1995, Grogan, 1996, 

Scherr, 1995).  In order to accomplish this, attention must be directed toward 

illuminating gender equity issues in university preparation programs, professional 

organizations, and educational publications as the number of women superintendents 

continues to increase thus increasing the opportunities men and women have to work 

reciprocally in positions of leadership. 

Brunner and Grogan (2007) have assembled the largest set of data to date from 

women assistant/associate/deputy superintendents and superintendents which was used 

to create a picture of women 1) in what can be called the normative position to pursue 

the superintendency and choosing not to; 2) in a position to pursue the 

superintendency and choosing to pursue it; and 3) in the superintendency. Illuminating 

those three data sets allows a comparison and contrast of the three groups-something 
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that had not been possible in the past. Gilmour and Kinsella (2009) interviewed 

dozens of female superintendents in New York State in order to develop an 

understanding of women’s access to the position, focusing on what hinders or helps 

women attain, sustain, and succeed in a key school leadership positions.  The study’s 

main purpose was to reveal what worked and how successful women attained and 

retained the superintendency.  

Women of Color 
Although the feminist movement in the pursuit of the superintendency has 

been mostly a White, middle class movement, the literature on women of color has 

been growing and contributes to the understanding that race as well as gender 

contributes to the gendered construction of schooling.  Although women of color 

represent few women superintendents, there is actually more representation there than 

among the 93% males who are primarily Caucasian, Protestant, married with children, 

and Republicans.  Women superintendents are, more often than men, people of color, 

Catholic or Jewish, never married, divorced, or widowed, and Democrats.  There is 

considerably more variation among the 7% females than among the 93% males 

(Brunner, 1999). “Research has revealed the glass ceiling that keeps women out of 

upper management positions and has shown us that this ceiling is glass if one is White, 

but concrete if one is a woman of color” (Alston, 1999; Banks, 1995; Jackson, 1999; 

Ortiz, 1999; Skrla & Young, 2003, p. 1). 

Hansot and Tyack (1982) report that minorities, in general, seldom obtained 

superintendent positions prior to the 1960s.  Hispanic women are rarely appointed to 
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the position of superintendent and, furthermore, information on Hispanic women has 

been virtually nonexistent (Ortiz, 1999; Mendez-Morse, 1999).  Mendez-Morse (1999) 

declares this lack of information to be a “serious deficiency” in the knowledge base of 

educational administration (p. 126).  Mendez-Morse (2000) further challenges readers 

to question long-held stereotypes about Latina women that prohibit one from 

considering them as capable leaders.  Particularly, she makes a strong case to reassess 

the function of traditional role models in measuring the success of Hispanic female 

administrators. She states that “the family provided role models for Latina leaders 

when none were available in educational administration” (p. 591).  Despite the lack of 

mentors or sponsors, Latina leaders were able to identify and utilize alternatives as 

they created their own paths of leadership development (Herrera, 1987, p. 21). 

Joanna Choi Kalbus (2000) relates her experience as an Asian American 

female applying for a superintendency in California.  Although she was informed by a 

White male that applying for the job would be political suicide, she felt it was an 

opportunity to experience personal growth. Although not really expecting to get the 

job, she was still staggered when the board blatantly did not even consider her even 

though she had done the best job while interviewing. The outgoing superintendent 

explained it as, “You know the framed picture of the county superintendent that hangs 

on the wall in the board room?  They just could not see your face in the picture as 

superintendent” (p. 553).  He went on the say that this would not change until he and 

his cronies were all retired or dead. Although feeling somewhat crushed, Joanna 

believed that rather than failing, she had opened the door and left it ajar for others to 
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follow. Six years after her futile application, an African American woman applied for 

the same job only to lose by 0.5%.  She shared with Joanna that she had been inspired 

to apply for the job and thus push the door open a little further by the example Joanna 

had set.   

Moody and March (1995) identified forty-five black women superintendents 

across the United States in 1995-96.  Alston (1999) reports that black women make up 

less than 2% of the entire population of superintendents.  She further reports that a 

great need exists for research to be focused directly on black women.  Martin (1984) 

believes that when black women are not given their own identity, they become lost in 

thought, research, and policy.  She views this as a devaluation of black women’s lives, 

works and experiences.  Alston (1999, p. 87) reinforces this belief saying, “Such a 

move requires that black women be treated as a group unto itself and that black 

women be viewed as a group unto itself through a black feminist lens.”   Bell Hooks 

(1989) wrote, “In much of the literature written by {white women on the ‘woman 

question’ from the nineteenth century to the present day, authors will refer to ‘{white} 

men’ but use the word ‘woman’ when they really mean ‘{white woman.’  

Concurrently, the term ‘{b]lacks’ is often made synonymous with {black men” (p. 

140).  Black female superintendents in the literature, then, seem to become invisible, 

leaving no trail for other black women to follow. Venable (1995) emphasizes that 

black women superintendents bring a strong commitment and high expectation for 

improved student achievement to the superintendency.  It is important to recognize 

that their collective and individual voices are significant and need to be heard. Hope 
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and possibility will then slowly fill the void which currently exists in the literature 

detailing the struggle women of color have faced as they aspire to top leadership 

positions.   

Exiting the Superintendency 

Hall and Difford (1992) made a determined effort to determine the extent and 

existence of the phenomenon of persons exiting the superintendency. They used the 

perceptions of directors of state administrator associations in formulating their reasons 

for superintendents’ exits.  Directors cited a lack of financial resources for school 

programs, the schools in general being "under siege’ in recent years, problems 

between the board and the superintendent, and a feeling that the job in some instances 

may no longer by “doable” (p. 8-9).  They concluded that “there are definitely 

individual instances of the exiting phenomenon.  However, the extent and rate of the 

phenomenon is not clear” (p. 14).   

As with documenting that an exiting phenomenon does exist and its extent, 

research into why some individuals do exit is sparse.  McKay and Grady (1994) 

identified three major reasons their respondents exited: “poor superintendent-board 

relations, conflict with boards over education priorities, and conflict among school 

board members.”  In addition, they reported that women superintendents cited 

micromanagement by the board as their primary incentive to get out (p. 38).   

Giles and Giles (1990) wrote that responses to their survey revealed that 66.5% 

of new superintendents reported disharmony between their predecessors and their 

board at “seat vacating time” (p. 4).  They also cite results of a study in which they 
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asked both new superintendents and board presidents about relations between the 

board and the previous superintendent at the time that the superintendent left.  The 

results of that study raises the “superintendent/board disharmony ratio” to three out of 

four, or 75% (p. 4).  

The American Association of School Administrators (AASA) has published 

broad studies of the superintendency that report reasons for exiting the position.  

Those studies, however, do not always disaggregate responses based on gender 

(Cunningham & Hentges, 1982; Glass, 1992).  In addition, these AASA studies are of 

practicing superintendents and the reasons identified are those that superintendent said 

might cause them to leave the field, not reasons former superintendents had identified 

as having actually caused them to exit.  Reasons for possibly leaving which are 

identified by Glass (1992) are (in order of frequency) lack of adequate finances for 

school district operations and lack of community support, including the support of the 

board of education.  In the 1982 study conducted by Cunningham and Hentges, the 

leading reasons for leaving the field were attacks on the superintendent and 

negotiations and strikes.  Financing of schools ranked fourth in that report (Glass, 

1992).  

Additional research relating to exiting the superintendency confirms that the 

role has long been characterized by vulnerability, isolation, and conflict (Blumberg, 

1985; Cuban, 1976, 1985; Curcio, 1992).  The American Association of School 

Administrators (AASA) longitudinal analyses of self-report data indicate escalating 

degrees of stress in the superintendency over the past 30 years, with women reporting 
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somewhat higher stress levels than men (Glass, 1991).  The AASA random sample of 

superintendents nationwide also report that the factors most likely to dominate 

decisions to leave are district financial problems, community pressures, and conflicts 

with the school board (Glass, 1991, p. 9).  There is an extensive literature 

documenting the longstanding tension endemic to superintendent-school board 

relationships (Boyd, 1975; Danzberger et al., 1992; Iannaccone & Lutz, 1970; Institute 

for Educational Leadership, 1986; Tallerico, 1989;  Ziegler & Jennings, 1974; Zeigler 

et al., 1985).  Furthermore, multiple historical analyses demonstrate the social and 

political turbulence characteristic of local educational governance, which comprises 

the context of superintendents’ work.  

Regarding well documented tensions between school boards and 

superintendents as related to exiting, Glass and Bjork (2003) report that most local 

school board presidents agree that a superintendent search is successful when the 

board is pleased with the new superintendent’s performance and in most states, 

superintendent evaluations remain confidential; therefore, few board reviews are ever 

released to the public. Therefore it is difficult to accurately assess reasons given by 

boards as to why superintendents exit their districts. However, Glass, Bjork, and 

Brunner (2000) reported that 80% of superintendents state that they received “good” 

or “excellent” annual ratings from their boards. Additionally, local school board 

presidents indicated that skills most sought in new superintendents included board 

relations, management, communication, interpersonal skills, and community relations.  

The most sought skill, board relations, may provide some insight into why boards 
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continually seek, find and replace superintendents and raises serious questions about 

the capacity of board members to be involved in school governance that relies heavily 

on working collaboratively with the superintendent.  This contradictory information 

also indicates that although superintendents report good to excellent ratings, they 

continue to exit in substantial numbers, indicating another research question in need of 

exploration.   

Beekley (1999), Tallerico (1994), and Tallerico, Burstyn and Poole (1993) 

have all conducted research in the area of men and women who exit the 

superintendency. The average tenure of a superintendent in the United States is five to 

six years (Glass, 1992; Hodgkinson &Montenegro, 1999).  Superintendents become 

embroiled in external and internal forces over which they have little control.  As Susan 

Moore Johnson (1996) declares “the social and political environment in which schools 

operate is dynamic, even turbulent….School districts are not freestanding, self-

sufficient organizations” (p. 273).  Carter and Cunningham (1997) say that it is a 

politicized superintendency.  They place the superintendent amidst great controversy.  

“More people are demanding that schools do more than ever before in the history of 

American education.  If the typical problem with the school board is 

micromanagement, the problem with those outside the school division is hyper interest 

and hypercriticism” (p. 39).  Conflict surrounds the superintendent.  Cuban (1985) 

sums it up by stating “from the early 19th century to the present, conflict in the 

superintendency has always stemmed from organizational politics” (p. 30).  He 

clarifies his comments in a later work, “Positioned between what state and local 
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school boards direct, what parents expect, what teachers and principals need (and 

these differ), and what students want, superintendents live and breathe conflict” 

(Cuban 1988, p. 139).    

Females Who Exit the Superintendency 

The problems female superintendents face are similar to the problems that men 

superintendents face: problematic school board relations, public criticism, time/stress 

management, and political and financial worries (Griffiths, 1988).  However, their 

problems are compounded by gender issues, including discrimination, which in turn 

can lead to extensive public criticism, marginalized status from a professional 

standpoint; and a diminished quality of personal life, which can increase stress 

(Beekley, 1999, p. 172).  Many women view their experiences as isolated, unusual 

cases.  They are unaware that their cases are generally the rule, not the exception, and 

that the results of many studies validate much of the previous research about women 

in the superintendency.  In fact, isolation is described as a familiar theme of recent 

qualitative research on women superintendents (Skrla, 2003). Colleen Bell (1995) 

explained the isolation that women superintendents experience as resulting from 

cultural pressure to “de-feminize” or disaffiliate from other women to prove 

themselves as professionals.  This creates a situation in which women superintendents 

deal alone with the institutional sexism and discriminatory treatment.  Susan Chase 

(1995) says, “In this profession, a lonely, isolated struggle against inequality is the 

requirement and cost of professional success” (p. 33).  These observations reinforce a 

central topic that capable women are exiting the school superintendency prematurely 
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for reasons that primarily have to do with their gender and thus have implications that 

require further qualitative research to continue to illuminate and provide guidance for 

this quandary (Beekley, 1999 p. 173). 

Women superintendents perceive some restrictive forces working against them 

being hired by boards.  Nearly 82 percent of women superintendents in the 

AASA(2000) study indicated school board members do not see them as strong 

managers and 76 percent of school boards did not view them as capable of handling 

district finances. Sixty-one percent felt that a glass ceiling existed in school 

management, which lessens their changes of being selected. Interestingly, about 43 

percent of the male superintendents agreed that school boards tend to view women as 

incapable of managing a school district. (p. 5-6).  

When school boards experience internal conflict among themselves or with the 

superintendent of schools, the dissolution of relationships often means the ultimate 

dismissal of the superintendent.  Dana (2006) suggests that men usually continue 

working as superintendents of schools, while women move to a lower administrative 

position in a school district or accept a position outside of education.  Kamler and 

Shakeshaft (1999) recorded a consultant’s summary about board members’ and other 

school community members’ view of women candidates for the superintendent of 

school:  

My sense is that there are myths about women…women are too emotional and 
can’t see things rationally and so that affects their decision making.  The other 
thing is that women are nurturers to a greater extent that men are. That doesn’t 
sit well in the superintendency; we (superintendents) have to make these tough 
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decisions…women are not as strong in dealing with the major issues as men 
would be (56).   

In Sacred Dreams Pavan (1999) cites Lindle’s (1990) findings that negative 

board relations provided the largest source of conflict for both male and female 

superintendents. Yet Glass (1992) found that “only 16.7 percent of superintendents 

reported this reason for leaving their last superintendency” (p. 117).  

Chase (1995), in UThe Work Narratives of Women School Superintendents, 

Uattempted to recreate what it is like to be a woman school superintendent.  One female 

superintendent in her study decided to exit after 10 years, in great measure because of 

sex discrimination that had surfaced during her last two years in that position.  She 

described "traumatic times, "created by one school board member, "simply a jackass," 

who "didn’t have a very high regard for women" (p. 99).  As Chase summarized it, the 

school board member repeatedly attempted to discredit her and the board at public 

meetings, accused her and the treasurer [also a woman] of misusing funds, worked 

aggressively (and successfully) against the school levy, led a campaign to fire her, 

influenced the local newspaper (which published "extremely derogatory" cartoons 

about her), and generally spoiled relations between the community and the school. (p. 

99-100).   

In UWomen Who Exit the Public School Superintendency: Four Case Studies U, 

Beekley (1994) stated that only one of her subjects identified an issue (board support) 

mentioned by Hall and Difford (1992) as a reason for exiting, although all four had 

had to contend with the “complex issues schools face today, such as restructuring and 
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racial tension” (Beekley, 1994, p. 137).  Beekley said that all four expressed a desire 

to “be out of the limelight for a while,” (p. 138) and that two of the women had 

endured public criticism and personal attacks during their superintendencies.  Personal 

reasons for leaving included having more time with their family and friends or for 

themselves.  Beekley also wrote that although none of the women reported 

discrimination as a reason for leaving, their board members saw it as “a logical reason 

for doing so” (p. 138-39).  At least four school board members commented that gender 

exacerbated all of the problems in their district.  Considering that the images, 

expectations, and qualifications for school superintendents are developed from the 

experiences of men and that women have been molding themselves to these 

expectations for decades as they transcend into the superintendency, it is also 

important to note that school boards have also been traditionally male dominated.  

More men are elected or appointed to school board positions than are women (Hess, 

2002) which is another area in need of exploration.  

Tallerico, Burstyn, and Poole (1993), in UGender and Politics at Work: Why 

Women Exit the Superintendency, produced a comprehensive study concerning women 

who exit the superintendency.  The study uses “snowball” sampling in which each 

person interviewed was asked to recommend others (Bogdan & Biklen, 1992, 

Seidman, 1991).  Tallerico, Burstyn and Poole (1993) in this manner discovered thirty 

one former female superintendents, twenty of whom were willing to participate.  The 

female superintendents had left districts scattered across nine states: New York, 

Connecticut, New Jersey, Ohio, Indiana, California, Iowa, Wisconsin, and Alabama.  



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

41 

The study divides reasons for exiting into “pulls” and “pushes” with the pulls defined 

as situations or opportunities that beckoned the women (new job opportunities, child-

rearing concerns, and personal mission) and the pushes as being factors that 

contributed to involuntary exits (politics and gender-related expectations) (Tallerico et 

al., 1993). None of these women identified gender as the main reason for exiting.  The 

majority felt that men left the superintendency for much the same reasons they had.  

Two denied any significance for “gender-related variables” (p. 10).  Nonetheless, 

gender-relevant examples are embedded in all but three descriptions of experiences 

and perspectives on exiting.  Although groundbreaking, the Tallerico, Burstyn, and 

Poole monograph leaves the situation in a large part of the country, including the 

Northwest Texas Panhandle unreported.  

Feminist Theory: Gender Issues 

During the past decade, feminist and  non feminist researchers in educational 

administration (e.g., Anderson, 1990; Bell, 1988; Bell & Chase, 1993; Blackmore, 

1989; Blount, 1995, 1998; Brunner, 1994, 1997, 1998a, 1998b; Chase, 1995; Chase & 

Bell, 1994; Grogan, 1996, 1998; Marshall, 1993, 1997; Mendez-Morse, 1999, 2000, 

2003; Shakeshaft, 1987; Scheurich, 1995; Skrla, 1998. 2003; Skrla & Young, 2003; 

Skrla, Reyes, Scheurich, 2000; Tallerico & Burstyn, 1996; Tallerico, Burstyn, & 

Poole, 1993) have conducted research on women’s experiences in educational 

leadership. The focus of these studies including research on the superintendency 

embraces the positions and points of view of the women themselves.  These 
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researchers have all expressed a need for further information obtained directly from 

female leaders to be included in the knowledge base on women administrators.  

Skrla, Reyes, and Scheurich (2000, p. 48) in particular, sum up the situation by 

articulating that empirical studies that have presented the under representative 

numbers of women holding the position of superintendent as neutral assessments of 

truth, traditional theoretical lenses that have located the problems within the women 

themselves, and samples and attitudes that have been biased in favor of men have been 

identified as contributing to the production of a knowledge base that has left us 

wondering “what women’s ambitions and perspectives are, how women perceive and 

experience their work, and how women think about their colleagues” (Bell, 1988, p. 

35).  More recently, studies have been designed to move beyond traditional paradigms 

to reach a more informed understanding about women’s work lives as superintendents 

(Beekley, 1994; Bell, 1995; Bell & Chase, 1993; Brunner, 1994; 1997, 1998b; Chase, 

1995; Grogan, 1996; Skrla, 1998; Tallerico & Burstyn, 1996; Tallerico, Burstyn & 

Poole, 1993).  These studies have identified additional obstacles to gaining 

clarification and understanding of women’s experiences in the superintendency.  

Although participants speak freely about topics related to career paths, career mobility, 

or job performance, the conversations become more guarded when the topics relate to 

gender, especially if gender is related to an exit from the superintendency. This 

avoidance of a discussion of gender issues in the superintendency position has been 

attributed by other researchers to lessons women superintendents learn from the male-

constructed culture of the superintendency—that they are out of place and should keep 
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quiet (West & Zimmerman, 1991). Marshall (1993) discovered that women 

administrators “learned to deny the differences” (p. 173).  Schmuck and Schubert 

(1995) wrote that women administrators view their experiences as individual or unique 

and thus deny that gender serves as a segregating factor in the culture of public 

schools.  Smulyan (2000) also encountered this phenomenon when interviewing 

women school administrators. 

Each of the women tended…to examine her own life and job from an individual 
perspective that rarely included gender as a theoretical or political lens…Even 
when the women did see and describe issues of gender in their lives and work, 
they preferred not to credit gender with much influence and not to recognize it as 
a system for explaining their own and others’ experience.  Acknowledging the 
role of gender in one’s life seemed to suggest an inability to function as a 
legitimate leader in the given structure of schools, an inability to control her own 
life and work.  As I listened to their stories, I heard a tension between [their] 
descriptions of their experiences in the world as women and their ability and 
willingness to explore the implications of those experiences (p. 56). 

Rizvi (1993) cited this dilemma as the maintenance of a myth of neutrality that 

keeps most administrators from confronting issues of sexism.  Other theorists 

(Anderson, 1990; Hyle, 1991) have identified discriminatory social constructions in 

the culture of educational administration that make certain questions unaskable and 

certain phenomena unobservable (Skrla, Reyes & Scheurich, 2000, p. 49).   

Chase and Bell’s (1990) study of women superintendents ideology, gender, 

and discourse was used to guide concluding discussions of the embedded narrative 

analysis of the topics of talk. They identified three strategies that men and women use 

to avoid explicit ideological conversations about inequality: 1) “using women’s 

successful performances to debunk others’ gendered assumptions,” 2) “resisting the 
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charge of gender bias through the discourse of gender neutrality”, and 3) “focusing on 

women’s choices in relation to structural constraints” (pp. 167-170).  Anne Statham 

(1987) also found that women most often claim that their management styles are not 

authoritarian in order to maintain gender neutrality.  However, during settled talk, 

women superintendents pointed to 1) the methods they used to succeed in spite of 

gender bias, and 2) the importance of silence—listening—as a part of successful 

performance.  In addition, they avoided a focus on structural constraints that created 

unnatural silence by mentioning their choice to listen as an essential part of leadership 

practice.  

The women in the study were found to uphold traditional settled norms related 

to gender-appropriate behavior.  In other words, they believed strongly that women 

should behave like women (specifically ladies) in facial expression, sitting, walking 

and dressing as opposed to behaving like men. In reality, the women have almost no 

choice in this matter if they prefer to succeed in their roles as superintendents. In 

matters of responsibility, i.e. communication, the women assumed that the masculine 

construction or definition of communication was a neutral skill to be developed, 

practiced, and mastered as part of the expectations that come with the role of 

superintendent.  

Many of the women openly stated that they believed women superintendents 

paid more attention to relationships than did their male counterparts. The women 

tended to treat others as they believed all others should be treated. Noddings (1984) 

characterizes this belief system as the feminized moral responsiveness of human 
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caring (p. 1).  For women superintendents to act based on human caring is expected by 

the traditional American cultural ideals of mother and feminine.  The approach of the 

mother is feminine in that it is “rooted in receptivity, relatedness, and responsiveness” 

(p. 2). 

The settled discourse provides evidence that the women themselves 

participated in the use of strategies that covered, debunked, set aside, and/or reified 

gender bias (Chase & Bell, 1990). Although the women in the study participated at 

times, in the reification of gender bias, their resulting settled discourse and practices—

most likely the result of adherence to cultural norms around gender—are different in 

significant ways from the traditional settled discourse in educational leadership 

(Brunner, 2000).  

Ironically, female administrators frequently report more reluctant acceptance 

from female staff members than from male members.  Traditionally oriented women 

often harbor resentment for and even openly defy women who break with tradition and 

assume positions usually occupied by males (Woo, 1985; Gupton & Slick, 1996, p. 

66; Schaef, 1992, p. 29). Schmuck and Schubert (1995) established that “many women 

who have moved into the administrative ranks become inculcated into a culture that 

supports existing inequitable practices” (Klein & Ortman, 1994, p. 14.)  

Dobie and Hummel (2001, p. 23) further contribute to this discussion by 

highlighting the work of Chase (1995) which probes deeply into the contradictory 

forces of power and subjection in the lives of women.  Chase acknowledged that 

women know that they must be careful about what they say regarding gender inequity.  
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However, she added that women are not fully aware of the deeper meaning of their 

discomfort with this topic, noting “they do not recognize that the need to speak 

carefully reflects more than White men’s control of gatekeeping positions; it also 

points to the disjunction in American culture between discourse about professional 

work and discourse about inequality” (p. 214).  Collectively, the research findings on 

the topics of gender and power point to a discomforting awakening that not only are 

women consciously struggling with their own ambiguous empowerment, but they are 

not yet fully aware of the ramifications of their struggle (Dobie & Hummel, 2001, p. 

23).    

Baumgardner and Richards (2000) state that in the most basic sense, feminism 

is exactly what the dictionary says it is: the movement for social, political, and 

economic equality of men and women.  Public opinion polls confirm that when people 

are given this definition, 67% say they agree with feminism.  Breaking down that one 

very basic definition, feminism has three components.  It is a movement, meaning a 

group working to accomplish specific goals. Those goals are social and political 

change, implying that one must be engaged with the government and law, as well as 

social practices and beliefs. 

There are also womanists, which, as coined and defined by novelist and poet 

Alice Walker, designates a black feminist (women are rarely men) without having to 

“add a color to become visible”(Baumgardner & Richards, 2004, p. 3). They further 

go on to say there are humanists which are people with a perspective common to a 
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wide range of ethical stances that attaches importance to human dignity, concerns, and 

capabilities (Uen.wikipedia.org/wiki/Humanists UH).  

Conclusion 

The research literature on women superintendents is becoming increasingly 

enhanced and supplemented with highlights of educational historical patterns of 

women and persons of color, elucidation on the historical aspects of how educational 

administration began to be more accessible for more women and persons of color, 

women moving into the superintendency in increasing numbers, and the effects of 

feminized and masculinized roles on women in the superintendency.   Descriptions of 

feminist and gender issues and possible explanations have been identified and 

explored in the rich meaningful ways many researchers were seeking. Especially 

valuable is the camaraderie and relationships (whether real or imagined) which seem 

to exist among the researchers as they collaborate together to provide collective works 

dedicated to advance social justice and gender equity.  The inequity evidenced by the 

absence of women in the superintendency could be attributed to a symptom of the 

larger epidemic of gender inequity in the K-12 public school system.  The rewards 

reaped through the complicated work of opening the doors to the superintendency, 

offering much-needed and wanted information to aspiring women, learning from the 

past and from the past research, and creating dialogue between researchers and 

practitioners are all for naught unless we keep daily in our minds and hearts our 

commitment to an educational institution that offers equality for all who learn and 

work within it (Chase, 1999, p. 222).  There remains evidence of need for the sixth 

http://www.google.com/url?q=http://en.wikipedia.org/wiki/Humanists&ei=vZKwS8qrD4L7lwfIqK2QAQ&sa=X&oi=define&ct=&cd=1&ved=0CA4QpAMoAA&usg=AFQjCNFFvxDufnKI1U62AA-e8L2q2p70EQ�
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stage of feminist research described by Shakeshaft (1999) in which a deeper 

understanding of leadership emerges that recognizes the differences in gender, 

ethnicity, and moves toward redefining the superintendency and building theory 

instead of reaffirming ancient generalizations based on current prevailing paradigm 

(Chase, 1995; Grogan, 1996; Scherr, 1995). 

Progress can be observed, to some degree, if women can obtain and maintain 

leadership positions such as the superintendency, to such an extent that there are 

sufficient numbers of them serving over a period of time.  This will help acclimate 

school boards, staff, and communities to female CEO’s, creating a greater comfort 

level and confidence with women in leadership.  Attaining and maintaining the 

superintendency is clearly not an easy task for any gender or any race.  School district 

leadership and school leadership have been transformed during the past twenty years 

from management roles to leadership and public accountability for successful school 

and improved student achievement.  The nature of a superintendent’s work has 

changed to greater emphasis on public relations and leadership related to curriculum, 

instruction, and assessment programs for students (Dana & Bourisaw, 2006).  
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CHAPTER III  
METHODOLOGY 

Introduction 

This chapter contains a restatement of the purpose of this study and of the 

research questions. Additionally, the chapter outlines the research design, rationale, 

and context of the study.  The chapter also includes the process for data collection 

including procedures for identifying the participants used in the study, data analysis, 

and information regarding the trustworthiness of this study.  The chapter concludes 

with information regarding the context of the researcher.    

Purpose of the Study 

The purpose of this exploratory case study was to identify and describe the 

experiences of former female superintendents in Northwest Texas in the 

superintendency, to establish reasons they exited the superintendency, and to 

determine if those reasons were gender related. 

Research Questions 

1.  In what ways do women who have been superintendents in Northwest 

Texas perceive the role of the superintendency in their geographical locations? 

2.   In what ways do women who have been superintendents in Northwest 

Texas describe their attainment of their superintendency position, their 

superintendency tenure, and their exit of their superintendency position?  

3.   In what ways do women who have been superintendents in Northwest 

Texas perceive the role of gender in their exiting of the superintendency position?    
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Research Design 

This research study used a qualitative case study design to provide an in-depth 

examination of three former female superintendents in Northwest Texas.  The research 

design involved data collection through two interviews with former female 

superintendents, one focus group interview, and archival data. Using a constant 

comparative analysis, the researcher consistently and continually compared the data to 

identify themes and categories that emerged throughout the study to draw final 

conclusions. Trustworthiness was established by triangulating data sources, member 

checking, and conducting a focus group interview.   Through this participatory case 

study, the factors relating to the superintendency and the exit from the 

superintendency including any gender-related dynamics encountered during the three 

former female superintendent's tenures as superintendents were comprehensively 

explored. 

Rationale 

Yin and Heald (1975) maintained that case studies, whether qualitative or 

quantitative, were very prevalent in many fields.  The problem however, from their 

perspective was that while “each case study may provide rich insights into a specific 

situation; it was difficult to generalize about the studies as a whole” (p. 371).  Stake 

(1995) pointed out that case study research is not sampling research. The goal of case 

study research is not generalization, but particularization.  Particularistic meant that 

case studies focus on a particular situation, event program, or phenomenon such as the 

study of one or more female superintendents.  The case itself is important for what it 
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reveals about the phenomenon and for what it might represent.  This specificity of 

focus makes it an especially good design for practical problems—for questions, 

situations, or puzzling occurrences arising from everyday practice. In this case, the 

puzzling occurrence has been the lack of female superintendents in Northwest Texas 

as well as the wide-spread lack of understanding of the issues facing them once they 

attain and ultimately exit a superintendency.  By concentrating on a single 

phenomenon or entity (the case), the researcher aims to uncover the interaction of 

significant factors characteristic of the phenomenon.  

Case studies “concentrate attention of the way particular groups of people 

confront specific problems taking a holistic view of the situation.  They are problem 

centered, small scale, entrepreneurial endeavors” (Shaw, 1978, p. 2).  “In qualitative 

case study, we seek greater understanding of…the case.  We want to appreciate the 

uniqueness and complexity of [it], its embeddedness and interaction with its contexts’ 

(p. 160).  Cresswell (1998) reported that whereas some consider “the case” an object 

of study (Stake, 1995) and others consider it a methodology (e.g., Merriam, 1988), a 

case study is an exploration of a “bounded system” or a case (or multiple cases) over 

time through detailed, in-depth data collection involving multiple sources of 

information rich in context.    Miles and Huberman (1994) describe a case as a 

“phenomenon of some sort occurring in a bounded context” (p. 25).  They graphically 

present it as a circle with a heart in the center.  The heart is the focus of the study, 

while the circle “defines the edge of the case: what will not be studied” (p. 25).  Case 

study has in fact been differentiated from other research designs by what Cronbach 



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

52 

(1975) calls “interpretation in context” (p. 123).  The case study focuses on holistic 

description and explanation.  As Yin (1994) states, case study is a design particularly 

suited to situations in which it is impossible to separate the phenomenon’s variables 

from their context (Merriam, 1998, p. 29).  These types of studies address the need 

identified earlier to produce more accurate portrayals of the lives, working conditions, 

and thought processes of women superintendents, as well as the roles feminism and 

gender issues play in those constructs.  

Context of the Study 

The case study conducted reflected data gleaned from a 6 year time period 

beginning in 2004 and ending in 2009 in the Northwest Texas geographical areas 

served by the Education Service Centers Region 9, Region 16, and Region 17.  The 

settings for the case study were selected to reflect a wide area of Northwest Texas and 

stay within the parameters of population for the study. This geographical area is 

characterized by wide open prairies, ranches, and farm land. Furthermore, these 

regions are populated by school districts of a variety of sizes, but the majority are 

small schools as characterized by the University of Interscholastic League (UIL).  UIL 

provides designations to schools based on the enrollment of students in the high 

school of a district: 1A: < 199 and 150.5 for Division 1 and Division 2 schools; 2A: 

200-429 students; 3A: 430-989 students;  4A: 990-2064 students; and 5A: >2065 

students. 

Educational Service Center, Region 9 includes 38 school districts and 1 charter 

school. School districts are designated by UIL according to the high school 
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enrollment:  Of the 39 school districts in Region 9, 26 of those are classified by UIL as 

1A,  7 as 2A, 5 as 3A, and 1 as 4A.   Region 9 covers 10,634.5 square miles and 12 

counties, surrounding Wichita Falls, Texas, and provides service to over 38,728 

students and 5,802 staff members located on 129 campuses (ESC 9 Website).  

Educational Service Center Region 16 covers 26 counties surrounding 

Amarillo, Texas, some 25,500 square miles, and it serves 65 school districts with 220 

campuses and 2 charter schools. Of those districts, 38 are classified by UIL as 1A , 10 

as 2A, 4 as 3A,  3 as 4A, 1 as 5A and 9 districts do not include a secondary campus.  

Region 16 serves approximately 77,000 students.  Individual districts range from 

fewer than 50 to more than 29,000 students (ESC 16 Website).    

Educational Service Center Region 17 includes 57 school districts and 4 

charter schools. Of the 57 school districts, 39 are classified by UIL as 1A , 9 as 2A, 7 

as 3A, 1 as 4A, and 1 as 5A. Region 17 serves 20 counties surrounding Lubbock, 

Texas and this area consists of 18,966 square miles (ESC 17 Website).    

Figure 2: UIL Classification of School Districts in ESC Region 9, 16, and 17 

 1A: <199/150.5 
(Division 1 and 2) 

2A:  
429-293.5 

3A: 
430-989 

4A: 
990-2064 

5A: 
>2065  

Other 

ESC Region 9 26 7 5 1 0 0 
ESC Region 16 38 10 4 3 1 9 
ESC Region 17 39 9 7 1 1 4 

 

The setting was appropriate as it gave the researcher a constant with which to 

gather and interpret the data.  The qualitative segment used a case study component 

whereby three participants were selected based on meeting the criteria of being a 
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female superintendent in the Northwest Texas area who exited the superintendency 

during the selected dates. The participants were purposefully selected to help the 

researcher understand the phenomenon.   

Data Collection Procedures 

Sequence of Data Collection 
This qualitative case study utilized three different qualitative data collection 

methods: (1) two interviews (2) one focus group interview and (3) archival data. The 

information was used to compile the case studies.  

Interviews and Focus Group  
Thompson (1992) believed that the investigator doing the research must collect 

the data herself and also assist in the design of the collection instrument.  All data 

assessments were designed by the researcher.  These included the semi-structured 

interview protocols and the guidelines and protocol for the focus group. The 

researcher purposefully selected three female superintendents in the Northwest Texas 

area who have exited their position during the selected dates of 2004-2009 to 

interview.   

The interview has been described as "a data collection technique in which the 

researcher asks questions orally of the participant who answers orally". (Gliner, 2000).  

Ezzy (2002) stated that the purpose of an effective interview is to obtain the story or 

revelation of the story from the individual being interviewed. The researcher must 

truly listen to the participant and not merely record the responses.  Qualitative 

interviews appear akin to regular conversations in several ways, but they vary in terms 
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of how intensely the researcher listens to ascertain key words, phrases, and ideas 

(Rubin & Rubin, 1995). Interviews operate from the perspective that the thoughts of 

the researcher are related to one’s actions (Berg, 2004).  Consequently, it is significant 

to state the relationship between the thoughts and action for the subjects and their 

perspectives that are brought to this study. 

Three types of interviews are the standardized (formal) interview, the un-

standardized (informal) interview, and the semi-standardized interview that has a 

guided semi-structure (Babbie, 1995).  The same concepts are described as 

unstructured, semi-structured, and structured (Wilkinson, 2003). The interviewing 

necessary for this study consisted of a great deal more than just asking questions.  

Semi-structured interview questions and probes were used to elicit in-depth responses 

about the respondents’ experiences, perceptions, opinions, feelings, and knowledge. 

Each respondent was asked the same questions while room was left for flexibility and 

comparability. Researchers using this method have fairly solid ideas about the things 

they want to uncover during the interview (Berg, 2004).  Semi-standardized interviews 

are designed to elicit information using a set of predetermined questions that are 

expected to elicit the subject’s thoughts, opinions, and attitudes about study related 

issues.  Data consisted of verbatim quotations with adequate context to be 

interpretable. Denzin and Lincoln (1994, p. 365) state that Merton et al. coined the 

term “focus group” in 1956 to apply to a situation in which the interviewer asks group 

members very specific questions about a topic after considerable research has already 

been completed. In summation, semi-standardized interviews were constructed and 
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designed to obtain information using a set of predetermined questions with flexibility 

that was anticipated to elicit the respondents’ thoughts, opinions, and attitudes about 

issues relevant to this study.  

The timeframe for conducting the two interviews with each participant and the 

focus group interview with all three participants spanned a period of three months: 

September, 2010 through November, 2010.  All six interviews (two per participant) 

were done one-on-one and in person.  The researcher allowed the participants to set 

the schedule for the interviews and emailed the participants ahead of time to confirm 

all appointments. Due to geographical distances involved in this study, the interviews 

were set in places of convenience to the participants. Two were conducted in the home 

of a participant, one in the office of a participant, one in an accommodating school 

district approximately half way between both of our residences, one in the researcher’s 

office and one in a coffee shop in a city close to the participant. Because each 

participant became quite interested in the subject matter of this case study, they 

decided to drive to and meet in the office of the researcher for the focus group 

interview.  Each interview was audio taped and transcribed verbatim. Anonymity for 

all participants was assured.    

Cresswell (2003) identifies advantages of using interviews and focus groups as 

a research tool are:   1) personal involvement as a researcher which allows a 

significant success rate for questions; 2) the researcher determines the follow-up 

questions instantaneously; 3) the researcher has the ability to observe much more than 

what was being said such as body language including gestures and facial expressions, 
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and tone of voice; 4) participants frequently view interviews as an opportunity to voice 

opinions and to vent about the subject; and 5) in the majority of cases, an incredible 

amount of rich information is supplied. 

Disadvantages to using interviews and focus groups are: 1) the training 

required for the researcher to become successful at the process; 2) the time consuming 

and possible overwhelming expense to conduct the interviews; 3) the data provided is 

the interpretation of the phenomena by those being interviewed, bringing in the 

possibility that individual communicative differences may skew the data; and 4)  

interviews are not retrieved in natural settings, but rather in clinical or unnatural 

settings (Cresswell, 2003). 

Archival Data 
The researcher compiled all archival data. Archival records can be divided into 

public and private archival records. Although access to public archives may be 

restricted to certain groups, they are typically prepared for a particular audience.  As a 

result, public archival records tend to be written in more or less standardized format 

and arranged in the archive systematically (Denzin, 1978, p. 211). These systems of 

data allow for alphabetical, chronological, or other organized means of categorization.  

Archival data carry no threat of intrusion into the research situation as they are 

virtually nonreactive to any form of presence of the researchers (Berg, 2004).  

Archival data provide for vast amounts of information and can be accessed and 

utilized relatively inexpensively.  Archival data can be gleaned from public access 

settings such as libraries, governmental databases, motor vehicle registrations, as well 
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as from the infinite internet. Archival records are instantly accessible and the use of 

past, current, and future routine databases is considered archival research.  Archival 

research is not obtrusive because data collection, recording, and storage is a routine 

task of the work cycle in organizations such as school districts (Hashaway, 1988).  

Advantages to collecting archival records include: 1) saving the researcher 

time and effort in collecting and transcribing the data; and 2) printed data provide 

historical material and can be accessed at times convenient for the researcher 

(Cresswell, 2003).  Weaknesses of printed data include: 1) ensuring the validity of the 

obtained information while assuring few or no omissions; and 2) researchers should be 

certain that archival records are the appropriate source of data to answer specific 

research questions (Berg, 2004). Archival data collected for this study included 

information gained from the Texas Education Agency concerning superintendent exit 

rates disaggregated by gender, demographic information of regional service centers, 

and gender data of Texas superintendents.   

Participants 

Purposive sampling was used to select the participants in this study. Using this 

type of sampling allowed the researcher to strategically and purposefully select 

specific participants. The sample to be studied was composed of female 

superintendents who had exited the superintendency in Region 9, Region 16, or 

Region 17 during the years 2004-2009. Using archival data, a list of possible 

participants was generated. Individuals on the list of possible participants were 

contacted by telephone or email to solicit possible interest in participating in the study. 
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Three participants were selected. Confidentiality was maintained throughout the 

progression of the study.  Written consent was obtained prior to the interview process.  

The participants were interviewed using a tape recorder with each of the interviewees 

being asked the same questions. The interviews were semi-structured in nature 

allowing for expansion if necessary. Interviews were approximately two hours in 

length.  “Focus groups are advantageous when the interaction among interviewees will 

likely yield the best information, when time to collect information is limited, and when 

individuals interviewed one on one may be hesitant to provide information" 

(Cresswell, 2007, p. 133). 

To help facilitate and maintain confidentiality, each interview participant was 

assigned a pseudonym and transcripts were numerically coded.  The master list of 

pseudonyms and numerical codes was to be for the researcher’s eyes only.  All 

persons who assisted were informed as to confidentiality and agreed to maintain that 

confidentiality.  Participants were not placed at risk and did not incur discomfort from 

participation in this study. Participants could have chosen not to answer any of the 

interview questions and could have opted out of the process at any time.  There was to 

be no negative action toward those participants who chose not to answer questions. 

The recordings, pseudonyms, and numerical codes will be maintained in a locked 

cabinet in the researcher’s home for three years.  After three years, the recordings and 

codes will be destroyed.  Benefits to the subjects include an opportunity to contribute 

information for those entering the superintendency position as well as for those who 

are preparing women to enter the superintendency position. 
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Data Analysis 

Formal Data Analysis 
After the data has been collected, analysis follows. Once collected, the 

researcher stored, managed, interpreted, abstracted, and discovered concepts about the 

data. Although analysis is without question the most difficult aspect of any qualitative 

research project, it is also the most creative (Berg, 2004, p. 114). The researcher 

initially engaged in constant-comparative analysis beginning with the transcriptions of 

the interviews. The researcher sought to identify seven aspects as defined by Berg 

(2004). They are 1) words or terms, 2) themes, 3) characters, 4) paragraphs, 5) items, 

6) concepts, and 7) semantics.  This style of analysis of the material will allow the 

investigator to interpret the findings as applied to the "hard" data of the qualitative 

analysis.   Next, she was able to organize the data and begin drawing meaning from it 

by creating a note card for each of the themes generated and systematically 

approaching the process of identifying relationships and patterns.  The resulting 

categories were then reviewed and rearranged multiple times to search for a variety of 

potential explanatory schemas.  Schemas for differing associations and patterns were 

examined with consideration to definition, compare and contrast, and cause and effect.  

Interviews, field notes, and various types of unobtrusive data are often not amenable to 

analysis until the information they convey has been condensed and made 

systematically comparable.  An objective coding scheme must be applied to the notes 

or data (Berg, 2004, p. 265).  This coding system is important to the categorizing of 

main points as well as to identify “outliers” of information.  “The inclusion or 

exclusion of content is done according to consistently applied criterion of selection; 
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this requirement eliminates analysis in which only material supporting the 

investigator’s hypotheses are examined” (Berg, 2004,  p. 268).  The researcher will 

take care as to implement the interpretive approach into the analysis of the interview 

transcriptions.  Berg (2004, p. 266) describes this approach as providing a “means for 

discovering the practical understanding of meaning and actions”. The aim of the 

researcher was to scrutinize the data with schema that portrayed uniqueness, 

uniformity and parallelism. The resulting identified patterns were then considered in 

light of previous research and theories, and a set of assertions and generalization was 

constructed.  

Trustworthiness 
Trustworthiness of data and data analysis is established by applying four 

varying evaluative criteria. They are: 1) credibility, 2) transferability, 3) dependability, 

and, 4) confirmability. 

Credibility 
Credibility is defined as confidence in the accuracy of the findings.  In order to 

ascertain credibility, triangulation and member checks were utilized.  

Triangulation 
Berg (2001, p. 5) states that triangulation is a term originally more common in 

surveying activities, map making, navigation, and military practices.  In each case, 

three known points or objects are used to draw sighting lines toward and unknown 

point or object.  Denzin (1978) outlines four categories as follows: 1) Data 

triangulation has three subtypes: (a) time, (b) space, and (c) person; 2) researcher 
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triangulation consists of using multiple rather than single observers on the same 

object; 3) theory triangulation consists of using multiple rather than single 

perspectives in relation to the same set of objects; and, 4) methodological triangulation 

can entail within method triangulation and between-method triangulation.  Denzin 

(1978) explains the logic of triangulation stating that, “While participant observation 

permits the careful recording of situations and selves, it does not offer direct data on 

the wider spheres of influence acting on those observed. Because each method reveals 

different aspects of empirical reality, multiple methods of observations must be 

employed. This is termed triangulation.” (Berg, 2004, p. 6).  Triangulation has been 

described as a process to determine and confirm reliability using a combination of 

several data collection strategies or data sources in the same design (Newman and 

Benze, 1988).  The strength of using triangulation is that using multiple reference 

points enables the researcher to more accurately ascertain the object's exact position 

(Newman & Benze, 1988).  

Triangulation transpired through the use of multiple methods and multiple 

sources of data collection during the case study (Denzin & Lincoln, 1994).  In this 

particular case study, several different data sources were utilized including interviews, 

a focus group interview and archival records.  Flick (1992) postulated that it is 

understood that the practices of triangulation have come to be the exploration for 

further interpretations rather than the confirmation of one solitary meaning.   
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Member checking 
Member checking is the most essential technique for ascertaining credibility 

(Lincoln & Guba, 1985).  The member checking process was employed when data, 

themes, interpretations, and conclusions were reviewed by the participants from whom 

the data was elicited. This was done both formally and informally as opportunities for 

member checks arose during the course of the interviews, focus group interview, and 

conversations.  Each participant was given electronic copies of all transcribed data and 

asked to provide critical observations and interpretations of the data gathered on them.  

Member checking provided each participant with the opportunity to correct errors and 

to differ with what they perceived as an inaccurate portrayal of the data. 

Transferability 
Transferability is defined as the capability to demonstrate that the research 

findings are applicable in other contexts. For this case study, rich thick description and 

purposive sampling were used to demonstrate transferability.  

Rich, thick description.  One method of providing external validity is by 

employing the technique of thick description (Lincoln & Guba, 1985). Holloway 

(1997) posits that the meticulous description of field experiences in which the 

researcher precisely identifies the patterns of cultural and social relationships and 

places them in context will yield rich, thick description.  

Purposive sampling.  Each participant was purposefully selected due to 

specific, predefined criteria which were set by the researcher. The use of purposive 

sampling permitted the researcher to identify participants with a purpose in mind. 
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Dependability 
The function of dependability is to demonstrate that the findings are consistent 

and could be repeated if desired.  The utilization of the audit trail procedure was used 

to enhance the dependability measure. 

Audit trail 
The audit trail is a technique used to provide a transparent description of the 

research steps taken from the beginning of the research project to the development and 

reporting of findings. The audit trail includes all raw data, transcribed field notes, and 

archival records.  For this study, the audit trail includes the interview protocols for 

Interviews 1 & 2 (Appendix E), and the interview protocol for the Focus Group 

Interview (Appendix F).  

Appendix C, entitled “Audit Trail Chart,” begins by detailing an explanation of 

how to read the Audit Trail Chart and tracks the necessary steps to locate material 

cited by the participants.  The audit trail also permitted the researcher the opportunity 

to provide a mapping of the various tools used to collect the data, and ensured that all 

citations reported were accompanied by sustaining documentation. 

Confirmability 
The function of the confirmability criteria is to assess the truthfulness and to 

determine whether or not the findings, interpretations, and conclusions are verified by 

the supporting data.  In this study, confirmability was addressed through two of the 

techniques described above, triangulation and the audit trail. Additionally, in order to 

further strengthen the confirmability criteria, the technique of reflexivity through 

awareness of bias was employed. 
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Reflexivity.  Reflexivity is a system of monitoring the context of knowledge 

construction, especially to the influence of the researcher.  “A researcher’s background 

and position will affect what they choose to investigate, the angle of investigation, the 

methods judged most adequate for this purpose, the findings considered most 

appropriate, and the framing and communication of conclusions” (Malterud, 2001, p. 

483-484). There is a supposition among some researchers that bias in a research is 

detrimental.  “Preconceptions are not the same as bias, unless the researcher fails to 

mention them” (Malterud, 2001, p. 484).  

Awareness of biases.  Continuous awareness of the researcher’s personal biases 

should be noted in the field notes in order to minimize subjectivity as much as 

possible. More dependable interpretations are obtained through continual alertness to 

the researcher’s own biases and subjectivity (Glesne, 1999).During this study, the 

researcher was alert and sensitive to biases and assumptions she may have brought 

into the study throughout all stages of the study. The researcher included clarification 

of researcher bias.  In addition, the researcher marked her field notes with quick 

notations from each interview that served as reminders of major areas in which she 

needed to be conscious of potential biases.    

During the interviews, she also asked follow-up questions to clarify answers 

she felt could be affected by her own interpretation of the responses. The researcher 

remained aware of her own personal and professional experiences in educational 

leadership specifically, in the superintendency.  She closely monitored the fact that she 
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must not allow her background and experience with the superintendency predict the 

events, themes, and outcomes of the study. 

Context of the Researcher 
Included is a brief personal and professional history which will explain how I 

came to become a part of this focus of research. My professional experience, which 

includes 26 years working in public schools at the local level, lends credibility to the 

experience that I bring to this research project. Twelve of those years were in the 

classroom as an elementary teacher; nine of them were in varied administrative roles 

including elementary assistant principal, elementary principal, and curriculum 

director. The last five years have been as superintendent of schools. 

My personal background is fairly conventional. I have one sibling, a brother 

who is a little less than two years older than me. We were raised in a traditional family 

setting with two parents in which my father worked and was the primary breadwinner.  

My mother was a stay at home mom and housewife. Born in West Texas, I moved 

multiple times and attended five different schools throughout the 

Kansas/Oklahoma/Texas Panhandle area as my father transferred jobs with a major 

oilfield company.  Both of my parents were high school graduates, but I was the first 

in my family to obtain a college education.  

Growing up, I liked to “play school” and always loved children. I was a 

frequent babysitter throughout my junior high and high school years. Many advised 

me that teaching would be a good profession for a female due to being able to be off in 

the summer after having children of your own. Even though I attended high school in 
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a good sized district, there was absolutely no guidance from high school counselors 

regarding college preparation or career options.   Because teacher pay was so low, my 

father was opposed to this choice of profession, and urged me to enter another better 

paying field such as business or law. I changed majors several times but finally knew 

that my passion for children was a calling to enter education. I became an elementary 

school teacher.  I loved being a teacher, but within a few years, decided that I wanted 

to go back to school to earn a Master’s degree either in Education or in my minor, 

English.  My principal was a wonderful, nurturing woman and role model and so, I 

sought her advice about a Master’s degree. She kindly told me that being a principal 

was not for the young and was rare for women in our area, but encouraged and 

supported me nonetheless. I also sought the advice of our Curriculum Director, the 

only other female administrator in our District, who told me that if I pursued a 

Master’s degree in English, it would not be very financially lucrative.  However, a 

degree in Educational Leadership could open up doors later down the line. She too 

was very clear that this probably wouldn’t happen in our district as they were well 

noted for their good ‘ole boy system.   I obtained a Master’s Degree in Educational 

Leadership and was hired by a neighboring district as an elementary assistant 

principal. 

It was in this district, that I met a unique group of administrators that inspired 

me, challenged me on a daily basis to truly educate disadvantaged students, 

recognized my potential, insisted on my best, and demanded excellence and growth 

every single day.   In two years, I was promoted to elementary principal, and three 
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years later was promoted to director of curriculum and instruction. It was there, in the 

central office, that a [male] superintendent told me, “You can do this job 

[superintendency]. Don’t sell yourself short.” 

During my years as principal, several of us [administrators] decided to pursue a 

superintendent’s certificate. My motives were not so I could become a superintendent, 

but so I could work in a central office as some type of director. To me, that was the 

pinnacle of success-- that was as far as I needed to go or had even thought about 

going.  It was during those classes that I first really became aware of the scarcity of 

female superintendents. The explanation given was that they didn’t want the job 

because it was so difficult.  

Once in the central office, the district experienced political turmoil and the 

superintendent was ousted. I was encouraged by a couple of board members to not 

apply for the superintendent’s position due to the tumult that had occurred.  They 

ended up hiring someone with very few qualifications and predictably the board- 

superintendent relationship quickly deteriorated.   Facing more mayhem, feeling 

frustration over a rapidly deteriorating work environment, and being location bound 

because of a child in high school, I decided to pursue my doctorate degree.   

Imagine my surprise, when I discovered there was an entire body of research 

devoted to female superintendents. I had noticed through the years that in my region, 

there were always about the same number of female superintendents and this number 

seemed low in comparison to other regions in the state.  The number didn’t really 

seem to fluctuate and I began to wonder why? From the day I walked into the doctoral 
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program, I decided that I wanted to become a superintendent and that I wanted the 

main focus of my research to be on female superintendents. 

After completing my coursework, and as a result of being recommended to a 

TASB search firm by a male superintendent, I was offered a superintendency position 

in a rural district in my region. Now, a single mother, my son out of school, and my 

daughter in elementary school, and no longer feeling location bound, I accepted the 

position. This life altering move temporarily halted my progress in the doctoral 

program. Besides being consumed by the new position, determined to excel, and 

frequently burdened with guilt over time spent away from my young daughter, I 

discovered that for me, it was much more interesting to research female 

superintendents before I became one. In fact, at times, it could be downright 

depressing to study the very research in which I was living.  My experiences as a 

superintendent and as a female superintendent are often similar to the experiences of 

other superintendents both male and female, yet often unique. It is by the far the most 

challenging and the most exciting of any position I have ever held. Participating in and 

completing this study has brought me full circle in my contemplation of educational 

leadership including the superintendency and specifically females in the 

superintendency. Being privy to the stories of the participants who courageously 

agreed to assist me in my quest, blessed me beyond all measure. I will keep them close 

to my heart as I continue my journey through this adventure we call public education.  
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Summary 

To summarize, Chapter III outlines the methodology used in this study.  It 

begins by presenting the purpose of the study followed by the research questions that 

were designed in response to the purpose.  The research design outlines the details of 

the study along with the rationale for utilizing a qualitative methodology and the 

context of the study. Next, the researcher provides information of how the data sources 

were selected and the methods utilized for the collection of the data. The data analysis 

section is followed by a section regarding the establishment of trustworthiness.  The 

four criteria addressed to establish trustworthiness are credibility, transferability, 

dependability, and confirmability. Each criterion is joined with techniques used to 

fulfill the requirement of the criterion. The final section of the chapter presents 

contextual information about the researcher. 

The following chapters are arranged into several sections that serve to present 

the findings from the two participant interviews, focus group interview, and archival 

records. Chapters IV, V, and VI will each be devoted to one participant including 

background, educational background, career leading up to the superintendency, 

context of the superintendency, and exiting the superintendency. Research findings for 

each research question are addressed at the end of each participant chapter and a 

summary is provided. Chapter VII is devoted to identifying common themes derived 

from the data analysis as they pertain to the research questions. Chapter VIII provides 

the conclusions, implications for practice, and suggestions for future research.  
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CHAPTER IV  
BETH 

In the superintendency, one of the greatest gifts is you learn to forgive, and you 
learn to forgive quickly. And I don’t think I could have been in any other job that 
would have taught me that. Because we cannot serve our community and our 
children without great forgiveness. 

Beth’s Story 

Beth is a single (never been married) Anglo female. Her tenure as an educator 

has spanned over 30 years. Born to older parents, Beth is the third child of four sisters.  

However, the sister just older than she had always been sick and Beth had a sister just 

a year younger, so her family felt she had to grow up especially quickly.  She said it 

was as if there were two first children in her family. Her family was from the 

Southeast United States, but Beth was born in Texas. Her father was in the military 

and her mother was a teacher when she was young before the family moved to Texas.  

All four girls were told from the time they were small children that the family chose to 

stay where they were in Texas because there was a college there and it was the only 

way they could afford for the girls to attend.  There was never any doubt they would 

go to college. All of them graduated with a degree in education.  

Beth remembered her teachers fondly and remembered always gravitating 

toward the teachers who were fair even though they were tough. 

I had very good teachers. You know, you might hit a bump every now and then, 
but I had teachers that I admired greatly. My second grade teacher in particular, 
brought in learning centers and had us do plays and she really knew how to make 
learning come alive and I admired her. You could have a tough teacher, but if 
she treated children differently in the classroom and had different expectations, 
then I really learned early that that was not really fair. I had a sense of justice 
that was very strong as a child, and I always looked for that in my teachers 
[I31L5p3]. 
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Beth specifically remembered discussing career options with her parents. 

We had the expectation given to us, because I had older parents, that we either 
became secretaries, nurses, or teachers because that is all there was. So, when 
they talked to me about jobs, those were the areas we discussed. So, I kind of 
knew my three career paths. My parents pushed us, but they didn’t know how to 
direct us to wide careers. And I remember asking Mother, "I think I would like to 
be a preacher Mother."  And she said, "Well honey, you’d make a good 
preacher’s wife."  I remember wanting to be an attorney and I remember my 
father saying, "Well honey that would eat you up because you like truth too 
much [FGL4p25]. 

Beth didn’t feel as if the school offered her many alternatives either.  In high 

school, an assessment was given with the results sent to her home and Beth’s 

assessment results indicated that she was on the career path for house wife. By that 

time, she knew she was going to be a teacher, but in looking back, she realized that 

she wasn’t even taking challenging enough curriculum to go to college to become a 

teacher.  

As a young person, Beth did a lot of work for Teens Aide the Retarded which 

is derived from the Association for Retarded Citizens, the ARC group. At that time, it 

was a very active group.  Special education was her love. She wanted to work with 

severely disabled children, but back then the really profoundly and severely 

handicapped were not even in the schools because Public Law 94-192 had not been 

implemented yet.  They were served through community programs. The ARC would 

do recreational programs for those who at the time were called “trainable” or 

“profoundly mentally retarded.”  The recreation programs and getting the children out 

of the house was very important and Beth did this almost every weekend through 

Junior High, High School, and some of college.  
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Several incidents occurred in Beth’s childhood that influenced the path of 

servant leadership she would later choose to walk in life. 

And we would drive to North Carolina. I would remember each time we’d cross 
the Mississippi River there at Memphis, Tennessee, that there would always be 
these shacks along there with the African American people who picked cotton in 
the area. And I remember how horrible the conditions were in those migrant 
areas. And I would cry every time we would go by it and so that was kind of an 
indication. My father came from a family where there was the Klan in his family. 
But he later made a decision. I don’t know at what point it was. I like to think 
that we, the children, kind of helped change him in that. When we were going 
back to visit family in North Carolina, if we’d hit a restaurant that said, “No 
Coloreds” on the door, he wouldn’t let us go in. And I remember once an African 
American young man was cleaning tables, and the waitress came over and 
snatched the tip that had been left away like she was afraid he was going to take 
it. I remember my father going back and giving that man a tip for cleaning our 
table.  So, I have those things in my life. And they always promoted social 
justice [FGL11p25]. 

Educational Background 
Beth attended a local college and obtained a degree in elementary education 

with a minor in sociology because she still wanted a social work influence.  Later, she 

went back to school and obtained a degree in Mental Retardation and also received 

certification in LD (learning disabled) and SPH (severely profoundly handicapped).  

She then obtained a Master’s degree in Supervision and finally, went back to earn a 

Mid-Management certification and completed coursework and requirements to obtain 

her superintendent’s certification.  

Career Leading Up to the Superintendency 
Beth’s first job was teaching elementary special education and after three years 

she was asked by a regional service center to train teachers for special education. This 
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evolved into her being asked by that regional service center to become a social 

worker/education specialist.  

I came into the ESC and started doing outreach with those teachers and working 
with the teachers as an education specialist, as well as a social worker for the 
families and teaching the teachers different strategies for helping teach 
communication or just movement. We were teaching children to eat back then.  
There were ten year olds still on bottles. So, thing were real interesting to me at 
that time and very new. And we worked in teams with a psychologist, and OT, a 
PT, a speech therapist, and the teacher.  And so, we created teams and really 
supported the schools in that way--as teams. And so, for me that was an early, 
early lesson through modeling of how it takes all to serve.  And the benefits of a 
model where you’re sharing in the decision making around children’s needs. So, 
I don’t know that I thought about that a lot before this moment in talking to you, 
so thank you for helping me have a greater understanding of what occurred and 
how I got to where I am [I31L30p4].  

Beth moved from education specialist to coordinator, then to director of 

Special Education and later to Deputy of Instructional Services. During that time, she 

began training principals and superintendents.  

I decided I didn’t really want to be a principal if you want to know the truth. And 
I didn’t really want to be a superintendent. I got those degrees in order to be able 
to have a little bit of--to be recognized as understanding a little bit about their 
role.  Because I knew, I was really a person who could be seen as being Ivory 
Tower and teaching you how to do things, but yet never doing them [I31L1p8]. 

 One other significant event in Beth’s career at the service center that impacted 

the leader she would become was she and two other co-workers being subjected to 

severe sexual harassment in the workplace.  

One of the gentleman that worked there was into sexual harassment. And I really 
didn’t know how to handle it at that time. And the laws weren’t there to really 
protect you from that. And I would just kind of avoid his office. But there would 
be times he would capture you and French kiss you. And take a puppet to your 
breast and make sucking noises. I mean it was serious. Serious sexual 
harassment. But I didn’t have a clue. It wasn’t talked about. I mean I never heard 
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of the term from my parents. I just knew he was a bad man and he was wrong in 
what he was doing [FGL4p28]. 

Although the sexual harassment was never addressed, he and two others in the 

service center were soon indicted for mismanagement of funds and fraud and were 

removed from their positions. Beth's sense of social justice became even more 

pronounced due to being subjected to this exploitation. 

Context of the Superintendency 
Beth took her first and only superintendent’s position in a small, rural school 

district without much question. She remembers asking the board president if the vote 

to hire her was unanimous and the board president said, “Yes, it was a unanimous 

vote.”  The board president was a woman and she was one of the few women on a 

school board in that region in the mid 1990’s. She and Beth had formed a pleasant 

working  relationship during board training at the service center and Beth really had a 

lot of respect for her ability.  After Beth arrived in the district, she was looking back at 

the minutes and discovered the vote was unanimous, but the board president had 

neglected to tell her that two of the board members had protested and didn’t even 

show up for the vote.  

I never applied for any job I had, except my first teaching position. And then it 
was just people pulling me into new jobs. But, the people of a nearby community 
wanted to hire me as superintendent. And I thought, I had just gone through a 
conversion [to Catholicism] as a result of my father dying, my mother had 
Alzheimer’s and a long-term relationship had ended. And for me, my life was 
just at a really low point. And I just didn’t know how to fix it. And God was just 
really started working in my life in a way that just showed me the way that I 
needed to proceed in life. and just pulled me up. And this community was a 
Catholic community [FGL17p29]. 
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Major Challenges 
Beth had no principal experience and she only had a limited amount of 

teaching experience.  To her, the superintendent’s job was made difficult because of 

the extracurricular aspect of it.  "It’s just amazing [the amount of time spent on 

extracurricular] and it just ate my lunch almost."  Beth was very familiar with 

finances. She knew how to study the rules and regulations of an agency and the 

funding and knew how to create and amend budgets. However, she felt that she 

needed training in extracurricular, in transportation (buses) and food services. She 

hadn’t been in a public school setting in so long; she also had a lot to learn about how 

schools are just organized for success around all of those different components.  

She had an extremely difficult first year. Upon arrival to the district, she 

discovered mismanagement of funds.  Among other things, there were uncashed tax 

checks in the previous superintendent's desk and documented misuse of student 

activity funds for personal use.  There was also a complete lack of records for the three 

years prior to her arrival.  She recalled having to call TEA (Texas Education Agency) 

to tell them that there were no records to use to complete the transportation report.  

TEA told her to use the most recent (three year old) records there were and to 

construct a record to the best of her ability. 

Personnel Issues 
Beth’s greatest difficulty came from the fact that she could tell she wasn’t 

going to be able to work with the business manager. The business manager and the 

secretary had gotten into the habit of going through the previous superintendent’s trash 
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can and pulling out things they thought he didn’t deal with. There was a complete lack 

of trust and Beth stated that quite literally it looked like a war zone. Specifically, the 

business manager was in the mode of running the district and controlling things. Beth 

said, “She was really high strung and always had been.”   

So, I had to let her go.  And that was within the first month. Because in a small 
community everybody’s related to each other, that put into play a dynamic that 
you’re automatically at odds with a third of the community [I31L14p14].  

Because Beth’s strength was in finance, the business office challenges were the 

most easily addressed. However, the personnel problems created by family ties of the 

discharged business manager with the board continued to haunt her. Eventually, the 

business manager’s husband and his two best friends got on the Board of Trustees.  At 

that point, Beth really thought, “My goose is cooked.”  

Another pressing, politically dangerous personnel issue that Beth had to 

address was a really weak high school principal who was still on an emergency 

certificate. He was an extremely successful former high school athlete from a 

neighboring community and had close community ties. When asked about content 

areas, his response was, “What’s a content area?”  One example of his disciplinary 

strategy was during lunch, he asked some football players to beat up a special 

education student who was misbehaving. He had a strong hold with the board 

members and in the community and it took Beth longer than she would have liked to 

get this situation addressed. However, she worked tirelessly and eventually he left the 

district.  
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An additional pressing personnel issue that arose dealt with another relative of 

several board members and of the dismissed business manager. He was a maintenance 

man who was described as having special education tendencies including emotional 

disturbance.  He was also a friend of the principal who was under documentation. As 

time went on, he became so angry with Beth that he wouldn’t even look at her. He 

began to go around town saying he was going to rape and kill Beth.  When she 

decided he needed to be dismissed, the board would not permit this because he was 

related to too many of the school board members.    One day, he took a mail crate full 

of mail and threw it on her. She told the board, “I either have to go or I have to dismiss 

him.”  And one board member said, “Well let us come in and try to do some 

mediation.”  Beth began to think that she needed to leave the district. The school 

attorney couldn’t help her because he worked for the board. He advised her, “Get an 

attorney and get out of there.”  Beth decided she didn’t want to get an attorney and 

have to go through a separation process with the district. She thought about leaving if 

she wasn’t wanted. Then, she thought, “But that’s sad to let somebody do that to you, 

and to let the board do that.” So, she went into mediation. The board didn’t believe 

that the maintenance man had threatened to rape and kill her, but in the mediation, he 

said, “Yes, I said this throughout the community.”  

Soon after mediation, the maintenance man was mowing with a tractor and a 

football went in front of the tractor. A kid ran over to get it and the maintenance man 

kept the tractor moving and started heading toward the kid.  Because the child’s 
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parents were upset, at that point, the attorney said, “He has to go.” So, Beth put him on 

leave and he was dismissed.  

The Turning Point 
The turning point in Beth’s superintendency was the culmination of a two year 

detachment and annexation lawsuit that everyone including the school attorneys, did 

not think could be won. The case was Beth’s “night and day” for those two years and 

in the end, she prevailed.   

Although it nearly killed me, it was what saved me. They [the board] could see 
that I was stronger than the superintendent in the adjoining district who was 
fighting for the same school and whom they thought was going to win. And with 
whom they had relationships with and respect for. And honestly, I just beat him. 
I mean, I did my homework better, and was much more prepared. They had to 
acknowledge that at that point because the community was [acknowledging it]. 
And so, that was kind of the turning point for me [FGL14p33]. 

 By winning the case, the district received the property which allowed them to 

gain enough tax base to build a high school.  

Exiting the Superintendency 
After ten years, Beth was really questioning where to take the school. They had 

built a lot. She had written and received a grant for a little over a million dollars to 

completely renovate a gymnasium. They had built a library building, a technology 

center, and some additional classrooms for the high school. Then, they attached a 

whole new high school gymnasium onto that and the gym they renovated became the 

junior high gym. They had started programs for immigrant children and Beth just 

couldn’t see what was on the horizon. She thought that when you can’t see that, it’s 

probably time to move on. Also, she felt that the board was becoming too focused on 
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athletics. She wasn’t sure what the future held in that, but she confessed to being a 

little tired of always fighting that balance of athletics and extracurricular with the 

academic program.  Another factor to consider was, being single, she was just starting 

to date a man. She thought, “If I’m really going to work towards being married, then I 

really need to be able to date, and that’s hard to do in the superintendency.” She felt 

like she was living in a fish bowl and thought that she probably needed to live closer 

to a big city where she could be more anonymous and not have everybody “watching 

us date.”   

About this time, she was asked to apply for another educationally related 

executive position, in a bigger city and with a raise in pay.  

I thought, you know, I need to get my income up, because it’s been very flat out 
here. I got the principal’s salaries up really good. And I got the coaches 
equalized between the boy’s and girl’s coaches--there was a huge inequity there. 
But, I’m not good at fighting for my own self. I was getting little raises, but you 
know $2000 and $3000--it happens to men too. I shouldn’t just say it happens to 
women. I went in low because I was a woman. I think what happens is you get 
into a place and they know you love it, and they just feel you’re going to stay 
forever. And, I’m not good at promoting myself. I’m my own enemy at that 
[I31L22p33].  

Beth realized that the new position would help with her salary. So, she applied 

and got the new position.  The new organization presented a new challenge and that 

was appealing to Beth as well.  

She acknowledged missing the family and student interaction a great deal after 

leaving the superintendency. It was a more difficult transition than she had anticipated. 

Beth believed, “There’s something magical about a 1A school in that it is an 

overwhelming responsibility, everything is on the superintendent’s shoulders and it’s 
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huge. There’s not enough help there. At the same time, there’s a gift in it of knowing 

everyone.”  

Research Findings 

Research Question 1:  In what ways do women who have been superintendents in 
Northwest Texas perceive the role of the superintendency in their 
geographical locations? 

Band of Brothers: The Face of the Superintendency 
Beth had a deep abiding faith in the overall goodness of educators in the public 

school system.  Even though throughout her career, she faced many adversarial 

situations, she never wavered in her belief in the system or in the integrity of educators 

as a whole. Her convictions carried over into the superintendency.  

I believe that people in education just have a sense of goodness and a sense of 
truth that you don’t find in all other professions. And, I think we are allowed to 
be truthful. We don’t operate in deceit. There are some things that as we get into 
administration that we have to be politically smart about. But we generally don’t 
have to be untruthful. Generally, educators have a strong sense of justice. They 
may not be practicing in it, but once you reveal how children are being served 
unequally, their hearts are there in order to make the change.  I think it’s one of 
the most honorable professions you could be in. I’m grateful that my parents 
didn’t let me go into, you know, law where I might have to listen to deceit and 
defend deceit. So, you know, I guess my father had wisdom in that [I31L10p3]. 

Beth spoke freely of various situations she was involved in as a superintendent 

that were influenced by gender both negatively and positively. Many times, she would 

say, “That wouldn’t happen to a male superintendent.”  However, she was quite clear, 

that to dwell on any type of gender disparity would be a mistake for any female who 

was considering taking a superintendency in rural Northwest Texas.   

You can’t be offended about gender issues. Don’t take a superintendency if 
you’re not willing to work late into the night. I would talk to someone 
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considering the position about justice, fairness, and equity in what you’re doing. 
Always make your decisions around children, not around your board or 
community or even your faculty and the parent. You’ve got to make them around 
the child’s needs. Be tough and learn the community. Become a part of that 
community’s culture and value it. Work with the community and with the 
prejudices of the community. Get ready to try to change that, but change it 
thoughtfully and through modeling in a different way.  Know that a female 
superintendent will have battles that a man wouldn’t have. Be prayerful. It is 
very important to not think you have to know it all. Depend on other 
superintendents to help. Form a group of ones that can be trusted to go to. And 
form a group that includes men [I31L6p41]. 

Beth was well aware of the absence of female superintendents in her region, 

but she had never really considered the extent of the deficiency. She knew that 

virtually all of her colleagues were men.  One of her proudest moments was when area 

superintendents inducted her into their “Band of Brothers.”  The certificate of 

belonging was framed and displayed indicating that she been accepted as a 

superintendent by the “Brethren” of the male superintendents in her region.  

There was a group of superintendents in my region who called themselves the 
“Brethren” because they considered--they would really tell you that they were 
the good ole’ boys of the group of superintendents. And they would sit in the 
back of the room and make jokes. But, they were also very good superintendents, 
so I’m not criticizing them, but they always called themselves the “Brethren.”  
And the group never had a female superintendent as the chair of their group. And 
the year that I was chair, at the end of the year, they gave me a certificate and 
framed it; which was an honorary membership to the Band of Brothers, and it 
was awarded from the Band of Brothers Association. And I thought that that 
spoke a lot about what they knew about--I thought that was an affirmation that 
they knew that women were breaking in, and that women had not broken in 
before, and that that was a breaking in in order to allow; for them to have 
allowed me to be chair, because the officers of the organization are the ones who 
serve as the nominating committee. So, they had to nominate me to in that role. 
It says they’re aware of it. It says there has been a closed system. So, even if you 
like to believe it’s not there, they know it’s there [I32L5p9]. 
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The “face” of the superintendency in her region was unmistakably masculine, 

however, through perseverance, leadership, vision, and forgiveness, Beth was able to 

carve her niche.  

It’s a different district that hires a woman. It’s not--because everything that you 
do everything that they’re unhappy about, gets attributed to your femininity and 
not to your doing what you’re supposed to do.  And they don’t do that with a 
man. You know, they don’t mainly [FGL3p21]. 

Research Question 2: In what ways do women who have been superintendents in 
Northwest Texas describe their attainment of their superintendency 
position, their superintendency tenure, and their exit of their 
superintendency position? 

A Higher Power 
Beth was invited to apply for her first and only superintendent’s position by the 

outgoing superintendent. She knew the board president, a woman, from school board 

trainings that she had previously conducted.    

When I finally took the job-I interviewed for it, it was just like everything kept 
falling in place. I felt it was coming from God. I felt God was opening every 
door and really allowing me to be brave enough to step out of a place I’d been 
nineteen years in a comfort zone and move on [I31L25p10]. 

I did take a little bit of a pay cut to go there, I will say. I think that women really-
-it’s harder for us to get salary. I do think there’s a real difference there and I 
think that was indicative of that. But I was ready to go, so I was willing to do 
that [I31L3p11]. 

Beth never made a conscious decision, never had aspired to be a 

superintendent, let alone a female superintendent. She was at a place in her life, where 

she felt that a huge life change was necessary.  

I’ve always had people pulling me into roles. So, I have to be grateful to all the 
people who have supervised me along the way, because they are the ones that 
moved me. It’s not in my nature--it might be in my nature to want to lead in 
some ways, but it’s not something I seek.  Which I don’t really understand that 



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

84 

part of me. But I have always wanted to be on the forefront of change. And I like 
change and innovation. And I like planning. And it may be that that spurred me 
on because I can also see in leadership that as you move up, you do have a 
greater influence on initiatives. So, I think that always was what made me say, 
“yes.”  I think too, whatever job I have, I just put my whole self and my whole 
heart into it and it becomes part of me.  And so, to leave it is almost like leaving 
a part of self behind [I31L13p8]. 

One Day at a Time 
For Beth, unlike many other women, attaining the superintendent’s position 

was the easiest step of her journey. However, once she arrived in the superintendent’s 

office, she discovered a quagmire of distrust, discrimination, and dysfunction. 

Systematically, she tackled one issue at a time, one day at a time. Never losing her 

vision of improving the lives of children, she was able to provide the necessary 

leadership to move the district forward. Through continual modeling, she was able to 

inspire the community to take up that mantle of leadership and begin to self-initiate 

some of the changes that are necessary to provide an education for all children. 

In the beginning, I really had to prove myself with the teachers, because that one 
principal was polluting.  So, I guess it was the second year I was there, in our 
planning, I could tell the teachers, I could tell they didn’t have a vision of what 
immigrant children could do. And so I thought, you know, I wish they could see 
this in south Texas because I’d been through some training through the service 
center with Region 1. We visited some excellent schools that were Exemplary 
and Blue Ribbon schools in the south part of the state. So, I talked to the service 
center and was able to get them to fund out of migrant funds a portion of the trip, 
and I took a bus, and we took the whole faculty, two board members and a few 
community members on that trip to see those schools. Now most of the coaches 
stayed behind because they had games and were going to fight it too much.  So, 
we went to South Texas and we went into Mexico one night and ate. So, we tried 
to make it fun as well as educational. I wanted the community to be around those 
students to see the brightness. One of the community members was the mother of 
the guy who’d got on the board whose wife was the business manager.  So, it 
was real important that she came because that whole family was fighting the 
immigrant families. And, she had a heart for it and understood it, because she 
had a severely handicapped child. She understood discrimination. The trip was 
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the catalyst that started changing the community’s attitude.  And the teachers 
too. Immediately on the bus drive back, they said, "Oh, we need to get the pre-k 
program started now."  We didn’t even wait until next year. They go so excited.  
We started tutorials for kids. We started planning summer programs differently, 
longer and with different types of interventions. And the teachers started 
studying the data really deeply, and that would happen at the site-based team 
[I31L4p25]. 

One of the ways in which Beth felt blindsided, that she wasn’t prepared for, 

and that she learned quickly was that the board was informed when she would start to 

make a change or just ask a question or move something a certain way a little bit 

differently than maybe had been done before her arrival. This would cause an uproar 

and the board always heard about it before she had a chance to do anything.  She felt 

like she wasn’t “beating the staff to the punch” with the board. This realization caused 

her to adjust her methods of communicating with both the board and with the staff. 

The Organization as the Family 
Looking back over her career, and specifically looking at the superintendency, 

Beth determined that the people in the organization (students, parents, and 

community) become her family. Families bring their own set of dynamics, but for 

Beth, they are characterized with consistency, justice, equity, forgiveness, and love.  

As the mother figure in the district family, Beth believed that her role was to provide 

the same type of child-centered guidance that mothers provide to their families. 

And I find that I organize--wherever I am working, I organize it like a family. 
And I respond to people in a family manner. I think some of that is just because 
of being a woman, and I think some of it is faith based too. So, living in a 
community and living as a family [I31L23p2]. 

I think it is the motherhood that’s in us that makes us well suited for this job. I 
think it also works against us. I think that God made us for motherhood to see 
those little things that are not right that need to get fixed, as well as the big 
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things. And I think we pursue perfection in ways that men don’t. And I think that 
makes it harder for us because we see justice in a different way, and in a stronger 
way than men do sometimes. And I think we seek justice in a way different than 
men. And I think that comes out. As a mother, you are always looking at what 
you need to do to help that child be more formed, more fully and perfectly, for 
success in life. And I think often times, men let that role go to women. And so 
we want to fix everything. and it becomes our frustration sometimes too. 
Because men  are better at being selective than maybe I have been in my life 
[FGL15p40]. 

Yearning for a New Adventure 
Beth left her superintendency voluntarily in her own time and on her own 

terms. Although early in her superintendency, she was not sure she was going to make 

it, she weathered the brutal storm of being an outsider in a rural community. She had 

proven herself worthy to be their superintendent. In regard to exiting the 

superintendency, Beth wondered if she would have decided to leave if she had not 

been offered a new position. 

I probably would have stayed right where I was. There was a part of me that was, 
kind of, at that point, yearning for a change too. I knew it was time to see the 
next project. So, maybe I would have left. Maybe because I had thought about, 
“Well, I'll go be a business manager or a deputy superintendent in a really large 
district and then get back into instruction or finance and focus in one of those 
two directions,” because I felt equally strong  in both of those.  As time goes on, 
I think I feel stronger in administration and finance than I even feel in 
instruction.  I feel like I lost a lot of my instructional knowledge and my sharp 
edge, you know. And, that's kind of sad to me. But, at the same time, I guess 
what I've lost in instruction, I've sharpened in finance and administration and 
organization. So, maybe that's okay [I32L11p15]. 

Beth also considered working for a research institute, because she enjoys 

planning and development of new programs. She also thought about approaching a 

school district about setting up a charter school and trying to run it with bringing in 

different denominations and faith traditions into the school. “So, there was a lot of 

dreaming of other things, you know.  So, I guess at some point I would have moved 
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on. But, probably not.”   Beth summed up her superintendency, “It’s the hardest job I 

ever had, but, I also know it’s the most rewarding ten years of my life.”  

Research Question 3: In what ways do women who have been superintendents in 
Northwest Texas perceive the role of gender in their exiting of the 
superintendency position?    

Life in a Fishbowl 
Beth did not perceive gender to be a direct factor in her exit of the 

superintendency. After reflecting on her own experiences and the experiences of other 

women in her region who had come and gone, she observed that although all 

superintendents have issues, female superintendents in her geographical region had a 

few more issues. 

Right after I came into the superintendency, we had a few women come in--all 
rural school districts. Some of them may have exited because they had too much 
trouble. As I think of it now, it was hard to overcome. I can think of a couple that 
just thought, “This is too tough.”  And I do think you have a lot of proving, any 
superintendent in their first three years. But, a woman has a little more. If you 
can’t make it through those rough second and third years, generally, I think you 
might exit [I31L18p40].  

Although Beth didn’t identify gender as a primary reason for her exit, she did 

comment on her personal life. Specifically, she mentioned, that as a female 

superintendent, she didn’t feel she could “date” in a small town. In fact, when she did 

begin a relationship, she began to think about exiting the superintendency and taking a 

position in a bigger town where she would have more anonymity. 

Additionally, she discussed her salary. She knew that upon entering the 

superintendency, she had taken a lesser salary than that of her male peers in 

comparable districts. She attributed this lower salary to gender.  Upon receiving 
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nominal raises, which is usually the case for all superintendents regardless of gender 

in rural districts, her salary remained below the norm.  She knew that in order to raise 

her salary for retirement, she would need to exit the superintendency in a rural district. 

Because most female superintendents are located in rural districts, her chances of 

obtaining a superintendent’s position in a larger district with higher pay were limited. 

It was only after leaving the rural superintendency that she was able to obtain a 

position which raised her salary.   

Summary of Research Findings 

Attainment of the Superintendency 
Beth did not follow a traditional career path i.e. principal to central office into 

the superintendency (Paddock, 1981; Natale, 1992; Glass, 1992; Skrobarcek & Stark, 

2002; Glass, 2000). Furthermore, Beth did not have an association with a 

superintendent search firm or undergo the arduous gatekeeping process that often 

creates barriers for female or minority superintendent candidates (Shoemaker, 

1991;Riehl & Byrd 1997; Tallerico, 2000).  Likewise, because she was not 

deliberately seeking the position, Beth did not experience the frustration of being 

repeatedly denied access to the superintendency. Beth was at a crossroads in her life 

and when she was invited to apply for the superintendency, it seemed the path she was 

meant to take. In fact, she was in the right place at the right time. She did fit Grogan’s 

(1996) characteristics of aspiring women superintendents.  

Most had spent over twenty years in education, working to improve 
programs…Focused not only on their own careers; they modeled commitment to 
the success of all children that is highly valued by this society.   
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Beth was encouraged by middle aged White men to expand her career and 

move into administration. She had hardly any female mentors.  However, she pointed 

out that she was mentored by men because there were few women in leadership 

positions to support her. Marshall (1986) states that women do not develop the 

networks that men do; however Beth worked hard to forge those relationships with her 

male counterparts in the superintendency eventually being accepted into the "brethren" 

of the superintendents in her region.   

Tenure of the Superintendency 
Similar to reports from other women administrators, Beth considered her 

strength to be in curriculum.  However, she was equally skilled in finance, an area that 

many women are considered less accomplished. She had contentious and problematic 

superintendent-board relationships based on familial relationships between employees 

and board members. She encountered discrimination based on gender in her workplace 

of the superintendency. In addition, she encountered and addressed discrimination 

against disadvantaged students and immigrant families in her community.  Unlike 

many current or previous female superintendents, Beth does not “maintain the silence” 

of gender (Skrla, Reyes, & Scheurich, 2000). She spoke freely about gender issues. 

She stated plainly that she thought it a mistake to dwell on gender disparity, but 

deemed it important to recognize that differences do exist and that is acceptable to 

discuss and analyze them. It is important to note that Beth also had proponents on the 

board.  As an outsider, it was significant that a prominent, influential member of the 
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community, the female board president, remained loyal to Beth and continued to 

support her in her superintendency despite the controversy.  

Beth assumed the maternal role of her organization. She advocated site based 

decision making and made sure that all decisions revolved around students.  Noddings 

(1984) characterizes this belief system as the feminized moral responsiveness of 

human caring (p. 1).  For women superintendents to act based on human caring is 

expected by the traditional American cultural ideals of mother and feminine.  The 

approach of the mother is feminine in that it is “rooted in receptivity, relatedness, and 

responsiveness” (p. 2).  Beth tended to treat others as she believed all others should be 

treated. 

Exiting the Superintendency  
After ten years, Beth voluntarily exited the superintendency of her own will 

with no external or internal pressure.  Her primary reason for leaving was concurrently 

seeking a new challenge and being offered a position outside of the superintendency.  

One of the secondary reasons given for exiting was the lower salary associated with a 

rural superintendency.  Beth's superintendency was in a rural school district which is 

typical for female superintendents.  Skrobarcek and Stark (2002) reported that 76% 

more female superintendents were located in town/rural areas than in urban/suburban 

areas. 

Since urban/suburban districts usually pay higher salaries to the superintendent 
level positions, are larger and considered more of a challenge, and overall carry 
more prestige than the smaller town/rural districts, one must conclude that an 
urban/suburban superintendency is of higher status and, thus, preferred over the 
town/rural superintendency (Skrobarcek & Stark, 2002, p. 16). 
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An additional reason cited for leaving was in order to pursue a dating 

relationship with a man. Beth found it uncomfortable as a female superintendent who 

is always in the limelight to develop a new relationship. She felt that moving out of 

her rural community would provide more personal privacy. 
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CHAPTER V 
MEGAN 

I just couldn’t fix it. It didn’t matter what I did. I bent over backwards. Anything 
they asked me to do. I just couldn’t fix it. 

Megan’s Story 

Megan is a married Anglo female in her early fifties. Her tenure in education 

has spanned over twenty five years. Born in the Southeastern United States, Megan 

was the oldest of five daughters.  Her father worked for a chemical company and her 

mother graduated college with a degree in biology, but she was a stay at home mom. 

As a child, Megan had a life-long dream of becoming a veterinarian.  However, 

limited finances and meager openings for veterinarian students led her to change her 

goals.  

Educational Background 
Still in the Southeast, Megan decided to obtain a bachelor’s degree in Animal 

Science. One day during her sophomore year of college, she saw a bulletin board 

posting for a ranch hand in New Mexico.  For two summers, Megan “cowboyed” on 

that ranch. After graduating from undergraduate school, Megan received a full 

scholarship to earn a master’s degree at a university in Texas. Because her adventures 

on the ranch had been so rewarding and she had fallen in love with the West, she 

moved to Texas and earned a master’s degree in Animal Nutrition/Animal Science 

Production.  She worked for ten years in the male dominated agriculture industry, and 

by this time she had married and started a family. Because she was not able to move 

due to her husband’s family business, there were restricted opportunities to advance. 
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She kept getting passed over and had tried several times to get into the extension 

service.  She was disappointed when she was told repeatedly that were no job 

openings when clearly she could see there were job openings. When a new supervisor 

with conflicting goals for the company moved in, Megan decided it was time to make 

a career change. 

So I decided to go back to school. Because when I was a graduate student, I was 
a teaching assistant too.  One day, we had a semi-truck come in with a whole 
load of hams on dry ice.  So, I was in the middle of a lecture. We were doing 
carcass evaluation for sheep. I had all these big ole’ farm kids and they were in 
an amphitheater type situation.  We all filed out and we made this bridge from 
the truck to the freezer and we got all these hams unloaded. I went back in and 
they all filed back in and sat down. We always had a good time in class. And 
they started giggling. These big ole’ farm kids started giggling. And I turned 
around. They had taken dry ice from the truck and stuck down the bung hole of 
the sheep. This is why I teach! Because we just sat there and laughed [I11L5p2]. 

Career Leading Up to the Superintendency 
Megan returned to school and earned a teaching certificate with a Composite 

Science degree. She said, “At that time, it took two full years. There was no anything 

extra to get people into the classroom.”  Her first teaching job was as a Biology/AP 

teacher and she taught for eight years. After her second year of instruction, she was 

named a Regional Teacher of the Year which was a huge honor for the school district. 

At that time, she worked for a female superintendent. 

I really liked her. I liked the changes that she made. She was innovative. She was 
right out front with the way she did things. She made good changes for the 
school.  But there were things that were going on that I was not privy to and, 
before you knew it, she was gone. And then, became successful down south with 
a school district that she was very, very happy at which was good.  Because she 
was quite miserable where we were [FGL29p11]. 
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Moving into Administration 
During her final year in the classroom, Megan was also functioning as the 

administrative assistant at the high school campus, but she had no intention of going 

into administration.  While she was working as an administrative assistant, she was 

asked to apply to be the principal; she didn’t want to be the principal. She was also 

asked to apply to be the assistant principal, but turned that down as well. She said, 

“This was at the high school and my kids were still little. I didn’t want to go into 

administration, but I did a lot of curriculum.”   Then, Megan was asked by the new 

[male] superintendent to move into curriculum in the central office.   

And so, they let me do curriculum. The TAKS test was just fixing to come in. 
Accountability was moving up a notch. No Child Left Behind was almost there. 
And even though it was pulling them by the hair of the head and the gnashing of 
teeth, we did make positive gains academically for kids just by putting basic 
things in like benchmark testing and curriculum analysis and audits. So, I loved 
that. And when they asked me to do curriculum for the district, it was like 
heaven. I just worked into it [I11L20p4]. 

Consequently, she began work on a mid-management and superintendency 

certificate. Upon completion of those certifications, she was named assistant 

superintendent. Megan was very happy in her new position and couldn’t have asked 

for a better supervisor than her superintendent.  “I could have worked for him forever.  

I would have been happy because I was allowed to do my thing one hundred percent. 

And I was allowed to be a change agent.”  Then, the superintendent’s health began to 

fail and Megan began to take on more and more responsibility.  

In a very safe environment, I learned budget. I learned maintenance. I learned 
buses. I learned cafeteria. All the rules. All the regulations. Everything that had 
to do with the federal application. He was very good in mentoring me. He sent 
me to budget boot camp down in Austin with Ed Flathouse, which was an 
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incredible experience. I was responsible for all of the documentation for state 
compensatory education, the dyslexia program, and homeless liaison. Anything 
that the school district was responsible for, it was my duty to do. And, that’s 
where I left the district with a really, really good knowledge base [I11L28p4]. 

After her superintendent fell too ill to continue in his position and a new 

superintendent was hired, she knew that it was time to make a change. 

I was threatening to him [the new superintendent].  I did resent him. Because he 
took credit for everything.  He was not like my other superintendent who I felt 
like enabled me.  This one took.  This one didn’t support.  This one took. And 
when he made some decisions that I thought were cross-wise with what was 
morally and ethically and legally correct, then, I started looking [I12L23p12]. 

Context of Superintendency  
Megan began working with a superintendent’s search firm and secured an 

interview for a superintendent’s position in a rural district close to her home. Although 

the board had a reputation for being a difficult board, she was delighted when she 

landed the job.  “When I walked out [of the interview], I felt so good.  I felt like I was 

walking two feet off the ground.”  

Her superintendency began with a supportive honeymoon period as many 

superintendencies begin.  Upon initial hiring, the school board  members  indicated 

that board policy was to be followed and that Megan needed to do "whatever she 

needed to do" to get the job done.  “The first year, my evaluation was wonderful.  We 

were making progress. I did professional development with the board all the time.” 

Major challenges 
Megan learned quickly that the community was incredibly involved in the day 

to day operations of the school district and in her professional and personal 

interactions.  



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

96 

Within the first week of being hired, a town patriarch, the father of the school 
board president called me up and told me I needed to go to church in town. And 
then, he showed up in my office to discuss a variety of issues [I11L11p8]. 

Megan was extremely visible and engaged in the community. She assisted with 

the Christmas and Fourth of July celebrations. She participated in a dunking booth for 

a fundraiser. She judged a fiddle contest. She donated the little bags with the oranges 

and candy canes for Santa Claus at the Christmas Event. She and her husband 

financially supported the Junior Livestock Association. She saved and donated $1000 

to pay for two kid's animals. Her husband spent one morning gathering $6000 from 

local contractors to donate. After the show, a comment by a disgruntled teacher was 

made, “those people must have more money than brains.”  

The previous superintendent had resigned under less than positive terms. 

Before he vacated the office, he made sure Megan knew all of the “dirt” on all of the 

employees and the school board members. The time he had left on contract, he spent 

on the golf course or out of the office. He basically just “turned the secretary and 

business manager loose” to run the school.   He stayed in the community because he 

was raised there. He was a "hometown boy".  As Megan was making changes, it was 

reported back to her that his perception of the changes implied that he had been 

incompetent and had been doing things incorrectly and/or illegally. He became angry, 

vocal, and negative in the community.  Megan was keenly aware that the secretary and 

the business manager were loyal to him all the way to the end. The business manager 

was especially resentful that Megan took an interest in the finances of the district and 

insisted that things were done legally and correctly. The superintendent’s secretary 
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had been in charge of preparing the board packet, but they were always full of 

mistakes such as typos, misspellings, and deletions.  Megan took over the 

responsibility of preparing the board packet so that they would be completed properly. 

She had grown weary of being made to look bad in front of the board and decided it 

was easier to do it herself. This action upset and angered the secretary creating yet one 

more issue with which the small central office staff were displeased.  

Upon assuming her new position, Megan had tried to prepare the board 

members by telling them that it would be a shock to the staff to have a new 

superintendent. She explained that the staff members would need an adjustment 

period. The first year, she tried to “lay low.”  She was out and about in the district, 

trying to learn the school system.  She made very few changes the first year; only what 

had to be changed due to legal issues. One area that was out of compliance was 

making sure that teachers were highly qualified to teach the assignments they were 

teaching. Previous to her arrival, false reports had been submitted indicating that the 

district was in compliance; however, this was inaccurate as well as illegal.  Megan 

made the necessary staff changes so that the district would be in compliance and could 

continue to receive federal funding.  This proved to be unpopular with the staff, board 

members and community. Megan shared her frustration with the refusal of the school 

board members to comply with legal requirements, “And you know what. You know 

what was really cool to hear?  They put those people right back to where they wanted 

to be, and they're not highly qualified, after I left.”  
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By the second year, it was becoming clear to Megan that it was unacceptable to 

require board members’ wives or children to follow board policy.  Megan’s day to day 

operations were increasingly characterized by interfering board micromanagement.  

When I started to address things that really needed to be addressed, like school 
board members’ wives sitting on the internet during class three quarters of the 
day when I did walk-throughs, then it just seemed to deteriorate. It didn’t matter 
what I did or how I did it, it always got back to the board that I was doing 
something else. And, after three and a half years, it came to the point to where it 
didn’t matter what I did or what I said and I tried to do what they asked me to do, 
it still wasn’t enough.  And, it was never good enough [I11L9p10].  

Board members frequently requested special favors for their spouses who were 

in the school system or for their own children. School board members would threaten 

at-will employee’s employment if they didn’t do what the school board member asked 

on a daily basis. When Megan would conduct walk-throughs, board members would 

comment, “We’ve heard that you sneak around in the hallways and spy on teachers.”  

Exiting the Superintendency 
The Turning Point 
During the third year of her superintendency, the evening of her third 

evaluation became a turning point for Megan.  

So, let me tell you about my evaluation. I cooked for them. I gave them all the 
information that they needed. All of my things that TEA required, plus my 
portfolio that had shown the progress of everything that we had done. That 
started at 6:30 p.m. I went down the hallway by the principal’s office. This was 
in February. The heat was turned off, and I sat on a hard wooden desk bench in 
the hallway. And it was cold. At quarter til three in the morning, I finally went 
down and I said, “Guys, it’s quarter ‘til three. I have work tomorrow. I have to 
be back here at 7:00. Do you think maybe you could wind this up?” They were 
down there visiting. They were visiting. So, half an hour later, the president 
sticks her head out the door in the hallway and says, “We’re through.” And I 
said, “Thank you. I’ll be right there.” And when I got there, the whole office was 
empty. They had closed down the board meeting and left. And I was there to 
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clean up all the mess from their dinner, and  all the paper and all the debris that 
they had left from that meeting and I wasn’t even included to close up the 
meeting [I11L19p11]. 

The Last Straw 
One month later, the afternoon of the school board meeting, Megan received a 

call from the board president to let her know that the board wanted to discuss her 

during the personnel section of closed session.  The month prior, she had been 

approved for another year on her three year contract and had been given a $2000 raise, 

so Megan was confused as to the nature of this discussion. That night, during the 

meeting, Megan again sat in the hallway while a three hour discussion behind closed 

doors was being held.   

And, after that meeting--by that time, I knew something was up. I didn’t know 
what. I still don’t know why. Why they had that meeting. I don’t know what I 
had done. And I kept asking, “What have I done?” “Oh, just the stuff we’ve 
asked you not to do. You need to be more accessible to the community” 
[I11L17p16]. 

Megan was already working seventy hours a week. Her door was a revolving 

door. The academics had increased and they were points away from being an 

Exemplary district. The finances were in great order. The facilities were beautiful. 

Most parents were supportive and the kids were happy.  She didn't know what else to 

do.  She had one proponent left on the board who had been on the board that hired her.  

He came to see her after the meeting and said, “They're trying to get rid of you.”  And 

her response, “I figured that out.” 

And it was to the point to where I couldn’t fix it. And so, I called the lawyer up 
at TASA and I said, “I want out of here, and I want out of here now.”  It hurt so 
much when I left. Literally broke my heart because I loved the job [FGL24p16]. 
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A few weeks later, Megan left the District.  She said she slept, “probably the 

first month and a half.” Then, a service center called about a grant position, but when 

they lost funding, it didn’t work out.  There were a few superintendent positions open 

in the area, but because of her husband’s business, she couldn’t move. In the Fall, she 

began to substitute teach and completed two long term substitute teaching 

assignments. That is when she decided to go back into the classroom. She explained, 

“I have three and a half years before I can retire. I don’t want to throw that away. I still 

love the school system. I still love being with kids. I like making a difference.”  

Megan finally took a position in a neighboring district teaching upper level science 

courses.  

I wanted to go some place to where people didn’t look at me in contempt. I 
wanted to go some place they wanted me.  I wanted to go some place to where I 
could work with a team and make a difference for kids.  And I chose to go with 
the school to where the principal took a personal interest in me and the 
instructional leadership team wanted me there and made me feel good 
[I12L22p21]. 
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Research Findings 

Research Question 1:  In what ways do women who have been superintendents in 
Northwest Texas perceive the role of the superintendency in their 
geographical locations? 

Politics vs. Children  
Megan perceived the superintendency in Northwest Texas as being extremely 

political. She was prepared for hard work and long hours, but it was difficult for her to 

comprehend that the superintendent’s position wasn’t about how hard she could work 

or how well she could do the job.  

And even when I walked into the superintendency, I thought I didn’t have to be 
political. That was me being naïve. I thought that me doing a really good job and 
taking care of my personnel, and foremost my kids, and my parents and my 
facility would have been way more enough. I mean it was nothing to come in 
four nights a week at one o’clock in the morning and be out of the house again at 
seven [I11L24 p5].  

Megan related a story about a female superintendent who spoke to her class 

about the superintendency and politics when she was working on her superintendent’s 

certification. The superintendent said she had her travel trailer packed out in the front 

driveway because she might have to leave any minute.  “I thought that was the most 

sad, pathetic thing I’d ever heard in my life.” 

Another disturbing issue that Megan observed was the way the community 

treated other key administrators such as the athletic director. For sale signs were 

literally put in the yard of his home and his car was egged.  His wife and children were 

extremely distraught upon awakening the next morning to see the signs in their front 

yard. Megan was troubled at the way they were treated when they had “dropped 

everything” in their old lives to move to the community for a new position.  
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Is Integrity Optional? 
Megan felt that her background and training had more than prepared her for the 

superintendency. Even more surprising to her than the politics of the position was the 

realization that she would have to fight the staff, school board members and the 

community to follow the law--laws that have been in place for many years as well as 

new laws that were being implemented.  

And when I walked in there [ to the superintendent’s office], I was perfectly 
ready to assume that job. And that’s what I did. But I don’t think they were ready 
for me.  They weren’t-they were still doing stuff from 30 years ago [I12L27p13]. 

Even more shocking to Megan was the fact that other superintendents did not 

appear to be fighting those same battles to follow the law.  

But I don’t understand the good ole’ boy system. I don’t . And, I don’t 
understand sitting and listening in meetings to where when we’re given new 
directives on new things that are coming down the pipes or new regulations or 
the ties that come with federal funding. And you sit there and you listen to well 
respected, established superintendents in the area and they say, “Well, I’m not 
going to do it, and they’ll have to catch me” [I12L7p2]. 

Preparation and Expectations 
Megan thought it best to serve as an assistant superintendent before assuming a 

superintendency position so that a true knowledge base could be built.  “Because 

you’ve got to be on. One hundred percent of the time.”  She believed the 

superintendency to be the most wonderful job in the whole school system because of 

the opportunity to impact education and kids.  “Every single decision you make 

impacts kids. On how you spend money. On how you spend your time. the messages 

that you send. Even the way you dress, and when you walk down the hall.”  She 

cautioned against spending too much time on the job. She also offered a warning about 
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small districts, “Starting in a 1A district is tough because people want to know the 

color of your sheets.”  

Megan believed one of the things that is most difficult for a superintendent in a 

small district is that the board and the community expects the superintendent to be at 

every function.  She did not feel that they truly understood seventy hour work weeks 

because none of them worked seventy hour work weeks.  

And, they’re not paying the superintendent for seventy hour work weeks, and 
they’ll sit there and tell you, “You need to take care of yourself and your family. 
You shouldn’t be working seventy hour work weeks.”  But, if the superintendent 
doesn’t attend a ball game or a choir concert, then you hear about it because they 
hear about it [I12L3p32].  

She felt that there needed to be improved balance, but didn’t feel this could 

occur in a small district. 

No Best Girlfriends at Work!  
Megan was adamant about the fact that you cannot have a close friend in the 

school system when you are the superintendent. Confidentiality must be guarded 

closely.  

If something were to happen to where a decision to be made is critical and you 
have to fire them, there goes the personal relationship, and the personal 
relationship that you had in the community that’s associated with that and their 
families that associated with that. You can’t have a best girlfriend at work. And 
you can’t confide anything at work [I12L18p32]. 

Is it a Good Fit?  
Megan’s view of the superintendency is that a superintendent should be 

involved with all of the staff, not just with issues in the superintendent’s office. The 

superintendent has great accountability now to the government as well as to the 
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community. She added, “Before considering a superintendency, be sure the 

community will let you be the superintendent and the board will allow you to do your 

job.”   

Until the structure of the school board changes, until the way people who are 
elected that comes from the general populous of maybe even a high school 
diploma and that’s it and then they’re required to go to X amount of trainings, 
and yet they’re one mentality, and they think they still run the school district, 
even though they know that they’re not supposed to. Until that changes, it 
doesn’t matter what you do to train and recruit female superintendents. It doesn’t 
matter [I11L15p23]. 

In spite of her struggles in the superintendency in her region, Megan realized 

that not all districts or superintendencies are the same. She still believed in the overall 

integrity of the system to provide a quality education to children.  

I think there are good men out there that understand how the system, ideally, is 
supposed to work. And they promote all employees to reach their full potential, 
whether they are male or female [I12L25p23].  

Research Question 2: In what ways do women who have been superintendents in 
Northwest Texas describe their attainment of their superintendency 
position, their superintendency tenure, and their exit of their 
superintendency position?  
Megan attained her first and only superintendent's position through the services 

of a superintendent search firm. She was happy in her previous position as an assistant 

superintendent but felt that she was prepared to take the next step into the 

superintendency.  

Salary Does Matter 
An additional appeal of the superintendency was financial i.e. a pay raise.  

Megan had one child in college and another in high school on the brink of college. 
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I was doing the entire job anyway. And it was very attractive. Even though I was 
making what a twenty year teacher was making. When I went into the assistant, I 
wasn’t making $30,000. Money is a factor. It is. When you’re female and you’re 
working your tail off, and when you are looking at your retirement and you’re 
looking at taking care of your kids, money is a factor. I didn’t work for the 
money. I still don’t work for the money. But, it makes life nice, and you do have 
to take care of your retirement. It’s a fact of life.  By the time I left the district, I 
was making maybe $65,000 and basically, doing it all except not sitting in the 
superintendent’s chair [I11L26p6].  

Even though the salary she was offered as a superintendent was low compared 

to the state average, Megan felt fortunate to receive it.  She did not feel that it was low 

due to her gender. The previous male superintendent in the district had received a 

salary even worse than hers. Megan observed that the difficulty with minimal salaries 

in her community was due to the fact that the school board members did not 

understand and were resentful of the nature of the superintendent's position. 

When I left the superintendency, the high school principal was making more that 
I was on a daily rate. I had made sure that I had moved them to where they 
needed to be. We completely reworked all of the salary schedules. And the 
Board refused to even look at what I was making. They gave me a $2000 a year 
raise. So, you know, I was very fortunate with the money I was making, but I 
was probably $30,000 less than what the average was in the state. [I11L8p7]. 

Listening to the conversation of the school board during my evaluation, I 
perceived that they were resentful that I made more than they did. Because they 
had high school educations or they had one or two years of college and they 
types of jobs that they had, they didn't make the money I did.  They couldn't 
understand I was CEO of the largest industry in the whole county. They were 
resentful  [I21L12p6]. 

The Best Kept Secret 
Megan was excited and energized when she obtained the position.  She spoke 

of the school, staff, students, and community in glowing terms describing them as “the 

best kept secret” in Texas. 
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It was very rewarding to do the next thing, because I wasn’t finished. There was 
a personal drive in me to keep going further professionally. I liked it. It was 
rewarding. It was rewarding to not back down on something that you knew 
needed to be done, like curriculum audits. When you knew teachers were 
teaching what they were supposed to, they were the most excellent teachers in 
the world. They took good care of kids. They were responsible professionals 
[I11L14p5]. 

Megan took her new responsibilities to heart.  She assumed the maternal 

leadership of the district family and it seemed to her that she merged her district 

family with her personal family. This was partially by choice and a sense of duty, but 

to some extent because it was demanded of her by the school board and community. 

I mean, I didn’t separate. And that was one of the things I did wrong. I didn’t 
separate my professional responsibilities from my personal life. My job was my 
life, and my family and my marriage was an integral part of it. There was no 
separation. If I needed to be gone somewhere then I took my family with me. If I 
was at a ball game, I couldn’t watch my daughter play, because I was expected, 
and told by the school board, that I  had to be up and shaking hands and making 
myself accessible [I11L14p24]. 

Megan soon found that the more she gave, the more was asked of her. The 

brief honeymoon period she enjoyed in the beginning of her superintendency began to 

deteriorate into episodes of disrespect. 

I was at every community event. I stopped going to church. Maybe that made 
them mad? I don’t know. But they were mean to me at church. Why would I go 
back? And they were mean to me in board meetings. In front of employees. In 
front of community members. To where people would come up to me the next 
day and say, “I can’t believe they treat you like that” [I12L15p17]. 

In spite of the decline, Megan continued to strive for excellence and the district 

was never in better condition. She never faltered in her belief in her ability to complete 

the tasks that had been assigned her. 
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I think that with the appropriate training and with the appropriate education, the 
superintendency is a way doable job. There’s no reason it can’t be done. You’ve 
got to make decisions about your time management and how you take care of 
your family. And whether your clothes get washed on time and whether they’re 
all folded or whether you use them off the couch. I can’t say easily done to do it 
well, but it’s way manageable [I12L10p22]. 

I always worked for people.  That was my perspective, even as a superintendent.  
My job was to support people so that they could do their jobs. And my job was 
to take care of kids [I12L7p8]. 

So, yes it’s a job, but for me, it was a major part of my life. And, I couldn’t 
separate the two. And I don’t think I would have been near as effective if I had 
[I12L7p23]. 

A Feminine Perspective 
Megan perceived that as a female she brought a feminine perspective of 

problem solving. She believed that females working with females have a deeper 

understanding of what is going on and why. “I don’t think a guy would have got it.  

And it doesn’t matter if they’re married to a woman, they still don’t get how women 

think and how they do things.”  She also believed that a feminine perspective helped 

working with men employees because she knows how men think and what is 

important to men.  “When they gripe about something, they want something done.”  

She understood about women having to be out with a sick child whereas she felt a man 

might say, “Well, can’t someone else do it?  You have a job to do.”  It was the 

empathy element that being a female brought to the table.  

She believed that one of her biggest feminine contributions was her work ethic.  

Her husband frequently comments, “I would rather have four employees like you than 

sixty men. Because you work and get it done, and you’d make sure you do it right.”  

She stated, “I think men could do that too, but I don’t see that a lot.”   
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Sometimes You Have to Walk 
Megan left her superintendency voluntarily under duress. She would not have 

exited if she had not been certain the board was going to try to take action against her. 

She did not want her professional reputation tainted by an adverse action against her 

contract by the board. She was devastated and confused by the turn of events that led 

to her rapid exit. A year and a half later, recounting her exit, still had the ability to 

bring her to tears.  

This conversation has been very cleansing and I feel like it's over. I don't know 
that I'll ever get over it. I won't ever forget it. I forgive them. I feel sorry for 
them. There's not a day that goes by that I don't think, “I wonder how they are 
doing in the school district?”  Because it is a wonderful community. Wonderful 
people. With the quality of people that they have in the school district. With the 
teachers and administrators. The parents are incredible. I forgive the school 
board. I'm uncomfortable when I see one of them and I'll do anything I can to 
stay away from those four that I know hate my guts because I don't want to feel 
it [I12L1p35]. 

Faith is critical. If the school board doesn't have faith and the trust, then you can't 
be successful. And if they don't like the decisions you make, then the decisions 
are--then you can't stay there. You get to a point where you have to walk. If you 
don't have faith in yourself in what you're doing and that every decision you 
make is not based on what's best for kids and your employees and the 
community, then you don't need to be in the superintendency. The only justice 
you have is when you go to bed at night and you can say to yourself, “I didn't do 
anything wrong. I did what I was supposed to  take care of kids.”  There is no 
justice for, I don't think, a superintendent in a difficult situation. If they're doing 
what they're supposed to do and that's why they're in trouble with the school 
board, there is no justice [I12L18p34]. 

Research Question 3: In what ways do women who have been superintendents in 
Northwest Texas perceive the role of gender in their exiting of the 
superintendency position?    
Megan did not perceive gender to be a factor in her exiting of the 

superintendency. Throughout her superintendency, she did not attribute any of the 

negative actions toward her as being gender related.  She observed many social 
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injustices in her small community and attributed each of these discriminations 

generically instead of attributing them to a specific group i.e. gender, race, etc.  

It got to the point where I knew they were going to try to get rid of me. I knew 
they didn’t have a leg to stand on. Honest to goodness, legally, they didn’t. But, I 
can’t be successful when I didn’t have 100% cooperation and support of the 
board. And I knew I couldn’t fix it and all I would do is hurt kids and hurt the 
school system if I stayed [I12L11p21]. 

So, do I think it had anything to do with my gender? No. I was doing what I was 
supposed to do to my very best ability. But, I think they used it as a crutch. It 
was just one more thing. They never came out and said it was because I was a 
female. I never lost my temper. I never cried. I never showed emotion. I did 
address things with them that needed to be addressed.  I mean what does female 
have to do with it?  I don’t know. But, if it doesn’t matter, why do they never 
hire a female again?  Why did the district to the north who had a female 
superintendent, regardless of her performance, they’ll never hire another female 
superintendent. How about the one to the northwest? They had a female 
superintendent. I guarantee the school district where I was will never hire 
another female superintendent. And that bothers me [I11L16p22].  

Megan did acknowledge that once most districts in her region have a female 

superintendent, they will never hire another female superintendent again. It is as if any 

opposition to the female superintendent is attributed to her femininity although 

opposition to a male superintendent is rarely if ever attributed to his masculinity. 

Although she had no explanation for this trend, she was troubled that gender could be 

perceived as a negative factor in the superintendency when, in her opinion, it shouldn’t 

be.  

It was, I think, worse than a divorce. And I’ve never been through a divorce, but 
it had to be how a divorce felt; that completely blindsides you and you didn’t 
even know anything was wrong. I knew that there were things wrong and that it 
didn’t matter what I did to fix it. It’s like you can’t make somebody love you, 
even though you do everything you can and in your heart you know you’re 
supposed to. So, it just kept going--I couldn’t fix it all [I12L19p18]. 
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I still miss it. I don’t miss the politics. I don’t miss the mean. I don’t miss the 
injustices. But it was heartbreaking for me. I didn’t leave on a good note. I have 
no desire to drive through the town [FGL26 p20]. 

Although it took time, Megan began to realize that there were problems in her 

community that affected the school that were issues before she arrived and would be 

issues after she exited. For many, many months, she blamed herself for not being able 

to fix what was wrong between her superintendency and the school board. She took 

full responsibility for every unsolvable predicament that was unsolvable because few 

except her wanted the predicaments solved.  

I would love to do a superintendency where I had a board that truly understood 
No Child Left Behind.  Accountability.  The true need to get these kids ready to 
perform out in the real world.  If they would let me do it, I would go in a 
heartbeat and be a superintendent. I loved being a superintendent. I loved being a 
servant leader. I still love it [FGL15p20]. 

Summary of Research Findings 

Attainment of the Superintendency 
Megan did not follow a traditional career path into the superintendency i.e. 

classroom to principal to central office.  She went straight from the classroom to a 

central office position as described by Natale (1992) and Glass (1992) who reported 

that career paths were different for men and women. Women, more often than men, 

skipped the principalship and went directly from the classroom teaching position to a 

central office position before becoming a superintendent. Megan did briefly navigate 

the gatekeeping process of the superintendency by working with a superintendent 

search firm (Shoemaker, 1991; Riehl and Byrd, 1997; Tallerico, 2000).  Megan also fit 

Grogan's (1996) characteristics of aspiring female superintendents because she waited 

to pursue the superintendency after her own children were older and she defined her 
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superintendency based on the success of all children.   Like many other women who 

move into administration, she was encouraged and sponsored into managerial roles by 

middle aged White men.  

Tenure in the Superintendency 
Megan detailed contentious and problematic superintendent-board 

relationships based on familial relationships between employees and board members.  

She did not describe any incidents of discrimination based on gender in her workplace 

of the superintendency. She did describe episodes of "meanness" and disrespect to 

which she was subjected, but denied that any of these were gender related because the 

meanness seemed to be equal opportunity. In other words, because board members or 

community members treated many people poorly, the meanness didn't seem to be 

directed toward her solely because of her gender.  Like other women, she denied any 

recognition of and maintained silence of gender related discrimination throughout her 

career (Skrla, 2000).  Much of the resistance Megan encountered originated with the 

wives of school board members. Traditionally oriented women often harbor 

resentment for and even openly defy women who break with tradition and assume 

positions usually occupied by males (Woo, 1985; Gupton & Slick, 1996, p. 66).   

Megan assumed the maternal role of her organization. She promoted site based 

decision making and was determined that all decisions would child-centered 

(Noddings, 1984). Megan treated others as she wanted to be treated and was a role 

model of servant leadership to all in her district.  
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Exiting the Superintendency  
Megan's primary reason for resigning the superintendency was to avoid 

termination proceedings by the school board. Because it would have been a wrongful 

termination, Megan did not want to put herself or the district in such a position of 

conflict.  Her experience in exiting the superintendency is similar to the research 

presented by  McKay and Grady (1994) in which they identified three major reasons 

their respondents exited: “poor superintendent-board relations, conflict with boards 

over education priorities, and conflict among school board members.”  In addition, 

they reported that women superintendents cited micromanagement by the board as 

their primary incentive to get out" (p. 38).  Besides these reasons, Megan cited conflict 

with the school board over legal requirements that they were unwilling to follow on 

behalf of the school district. Megan did not perceive gender to be a factor in her exit.  

She surmised that the board would expect any superintendent regardless of gender to 

follow their illegal directives. However, after she exited, she reported that area 

superintendents shunned her. Megan sadly acknowledged that she believed this was 

due to her gender.  
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CHAPTER VI  
GEORGIA 

 The hardest thing I had to do was try not to run the whole show. 

Georgia’s Story 

Georgia is a married Anglo female in her mid-sixties. She retired from the 

superintendency after thirty five years in public education. Born in the Texas 

Panhandle, Georgia was a WWII baby.  She declared, “So, I’m an Eastern Panhandler 

by birth and by nature.”  When she was a year old, her father came home from sea and 

they moved to California, where Georgia slept in a chest of drawers.  The family then 

moved back to Texas and Georgia started first grade. Attending a small school in rural 

Texas with a female principal, Georgia grew up thinking there weren’t any gender 

related issues. Georgia was the eldest of three girls and all three girls grew up to 

become Home Economics teachers. Georgia’s mother was a Home Economics teacher 

and her father was a rancher. “So, my mother always told me if I didn’t want to haul 

cotton all my life to go to college. She just forgot to tell me not to marry a farmer.” 

Georgia said she was raised in a family where it didn’t matter if you were a boy or a 

girl. Each family member just did what needed to be done. Georgia’s mother always 

said, “Daddy didn’t have boys or girls.”  They all worked on the ranch just like 

anybody else. There were no boy or girl jobs—there were just jobs.  

Educational Background 
Georgia attended a university in Texas to obtain her bachelor’s degree.  It was 

the same university that her mother and aunt had attended and it was fairly 

inexpensive to attend. The university furnished books so students didn’t have to buy 
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any textbooks. They also had a coop program where Georgia worked an hour a day to 

pay for the majority of her dorm expenses. Attending as inexpensively as possible was 

important because Georgia had two younger sisters who would be attending college at 

the same time.  She graduated in three years and was only one class short of being able 

to graduate in two and a half years.  She did not recommend that type of workload for 

anyone else.  One of her sisters told her she was so glad Georgia finished college first 

because she knew if Georgia could, she could too.   Several years later, Georgia 

earned a Master’s degree along with her mid-management and superintendent’s 

certifications.  

Career Leading Up to the Superintendency 
Georgia taught homemaking for two years, then decided that at some point she 

wanted to pursue graduate school and moved to the Texas Plains where her two sisters 

were attending college. Her next teaching job was very easy to obtain. That summer 

she was moving irrigation pipe and a car drove up. It was the superintendent of a 

nearby school district.  He had grown up across the river from her family’s ranch and 

he needed a homemaking teacher.  “After moving irrigation pipe all morning, I didn’t 

know where the school was, but it sounded like the Holy Land.”  She took the job, 

taught three years and in the process met and married her husband. After starting her 

family, she stayed home for seven years.  

When Georgia’s younger child enrolled in school, she went back to teaching in 

the district in which she would eventually become superintendent. She said, “I was 

having a hard time supporting my husband’s hobby of farming because the bad years 
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had hit, and the farming was more of a hobby than it was a profit.”  She worked in this 

district for thirty years.  She taught Home Economics for four years and then had some 

problems with administrators. The high school had five principals in four years. “All 

along in my mind, I knew that I could do better than that. It wasn’t a gender related 

thing, it was just their performance versus what I thought could be done.”   

Georgia decided to teach in the elementary school because she had sponsored 

everything but the football team.  “I had cheerleaders in my suburban and I had annual 

staff in the Home Ec room doing the annual. I mean, you just name it, I was sponsor of 

everything.” After one year of teaching sixth grade, she went back to school to work 

on her elementary certification. Then, she continued on to get a Master’s degree in 

Elementary Education and obtained her principalship certification as well. By this 

time, Georgia knew that being in the elementary school was not her lifetime dream. 

Then, she was made the curriculum director for her district.  Next, two pivotal things 

occurred. Georgia set up an alternative school in West Texas for nine districts and a 

retired superintendent, Dr. Cross, asked her to obtain her superintendent’s certificate.  

The alternative school was located twenty miles from any of the schools and 

Georgia was in charge of everything including buildings and transportation. She had 

tremendous discipline problems. She described the position as more of a mini-

superintendency than just being a regular principal. She coordinated with all nine 

superintendents from the participating school districts.  She gained confidence that 

“she could do what she could do.” 
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Georgia then applied for the superintendent’s  position in her district for the 

first time and didn’t get it.  However, Dr. Cross did get it and he asked her to become 

the secondary principal.  Georgia took the position and was immersed in the secondary 

culture of the school from the administrative side. It was in the secondary 

principalship that she gained experience with the extracurricular programs that she had 

not had before.  

So, I, for thirty pieces of silver, I decided yes, I could do that.  The high school 
experience was the first time I had dealt with sports.  I knew all about vocational 
because I had been a vocational teacher.  And, that was a whole new deal, 
dealing with parents from the sports scene.  Because, you know, I learned in a 
hurry that a good football team is “ten good players and my kid.”  And it was the 
“my kid” stuff that was the most trouble [I21L29p4]. 

Dr. Cross then decided to retire and Georgia applied for the superintendent 

position in her district a second time and again was rejected. 

And they hired a gentleman that...I could just tell, I could not work for this man. 
So, I just all of a sudden added up my days and my years and my everything, and 
I was eligible to retire [I21L8p5]. 

Shortly after retiring, Georgia was contacted and hired by a national reading 

program. She worked with schools from Kansas to Nebraska and Michigan to 

Connecticut. It was then that she “learned the rest of the story about education.”  She 

saw schools in Michigan that had libraries with six feet by eight feet book shelves 

whose teachers made $60,000-$70,000 per year.  She didn’t begrudge their salaries, 

but she could certainly see what was being cut to provide those salaries. She met 

wonderful people who were trying so hard to do so much with kids who had so many 

problems. She visited a school that had a homeless shelter that was an old abandoned 

apartment complex. At least three hundred students were attending school from the 
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shelter each day. They never knew who was going to still be there and going to come 

to school the next day. She worked with Native American teachers and students on a 

reservation. She would fly out, either on Sunday and come home on Thursday night, 

or fly out on Monday and come home on Friday night. She did this for one year.  

And my husband picked me up one night, and he said, “The board president and 
the board secretary are both wanting to talk to you, and I told them to get in the 
same car because you don’t have much time home this weekend.” So, the board 
president literally got down on both knees and said, “What would it take for you 
to come back and be our superintendent because we are getting rid of this guy?” 
[I21L8p6]. 

Context of Superintendency 
The Third Time is a Charm 
After only one year, the board bought out the contract and the house of the 

previous superintendent. They immediately recruited and hired Georgia to be the new 

superintendent.  There was no band director, no athletic director, and no high school 

principal. She set to work immediately to fill the vacated positions. Georgia was 

straightforward that financial motivation was partially responsible for her decision to 

accept the superintendency position. She had two kids to put through college and she 

accepted the position, “so I could support us to the point where my kids could have the 

opportunities they wanted.”  

Personnel 
Once Georgia was able to get every position staffed, she never looked back.  

One issue that arose with staff was having taught with some of the elementary teachers 

and having been the secondary principal, she had to “cut the door off” so they would 

follow the chain of command and not bring their issues to her first. There was also at 
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least one teacher that seemed like had “gone off the deep end” after Georgia left the 

high school. He had quit teaching and because of his actions, she thought he “had to 

have had” some health issues involved. Georgia assisted the high school principal with 

the documentation for the marginal teacher to see “that he needed to go elsewhere.”  

One of the most emotionally draining situations that arose during her 

superintendency was the outbreak of hepatitis in a low functioning family with 

children in the school. The mother died of complications and the children were being 

cared for at home by family members.  Georgia mentioned, “So, the scare tactics.  The 

things that go through a school and a community when hepatitis is mentioned.”     

Accomplishments 
Georgia spoke proudly of the gains that were made in the district under her 

guidance. Georgia described athletics in her district as “a religion” like it is in other 

places.  “People make it to sporting events that won't make it to church.” She said that 

it became very tiring to deal with the parents about “play time” in athletics.   

We never got to Exemplary, but we came right on up to Acceptable and 
Recommended at some of the campuses at different times. There were a lot of 
successes along the way that were academic. Kids had more experiences and 
opportunities to take college classes and we increased technology [I21L4p7]. 

The thing that people remember the most about my administration is the first 
year we started out, we won District [in a major sport].  And then, we went 
to…we won Regional.  And then we won State a few years later [I21L7p7]. 

Embedded in the Community 
Georgia concluded that much of her success in her community arose from the 

fact that she was not an outsider. Typically, small communities rarely tolerate 

outsiders who come in and try to “tell them what to do.”  Her long term relationship 
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with her board members was based on a mutual respect and shared history that 

facilitated an atmosphere conducive to harmony. She said, “I had to learn to let the 

board president run the meeting. The hardest thing I had to do was not try to run the 

whole show; Lion’s Club, Economic Development Board, Chamber of Commerce.” 

And the fact was, I paid taxes there. My kids had gone to school there.  I went to 
church there.  I was deeply embedded in the community.  And, I had two or three 
people, they’d come up and say, “You’re the first superintendent that I’ve ever 
felt like that if I really had a problem, I could come to you” [I21L2p9]. 

As far as the school board, I raised my board.  I had taught three of the school 
board members.   But, I would find myself at a school board meeting sometimes, 
when they’d start the-get into a discussion, cutting my eyes, and they’d say Ms. 
Smith, you’re looking at us just like you did when we were in fifth grade."  And 
I said, “Well if you’re acting, you know, if you’re going to act like you’re in fifth 
grade…”   Our board got along extremely well.  I can’t even think of one time 
when we had-we didn’t come up with a consensus and have a 7-0 vote.  But it 
was, because they respected each other as well as me.  And, that helps when you 
just know each other to that degree.  I didn’t have to go through that outside 
coming in [I21L4p10]. 

Throughout her superintendency, only one board member left.  Georgia could 

not think of one time in a board meeting that they were not able to reach consensus. 

She attributed this to the degree of respect they had for each other and the respect they 

had for her. She said that the board members did not always agree with her, but that by 

the end of the meeting everybody would support the decision of the team, whatever 

that might be.  

Exiting the Superintendency 
The most difficult thing for Georgia to do was to decide to retire for good. 

After eight years in the superintendency, Georgia decided the time had come.  She felt 

that it was just time to retire from education, period. She said, "At some point, you get 
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to be old enough that you think, "been there, done that". After she had already made 

the decision to retire in June, her husband had a heart attack in April. “So you know, 

things just all happen for a reason at a certain time. And, somebody else is in control.”  

Georgia described her retirement party, “I had a big retirement party, so I don’t 

know if that meant they were glad I was gone. No, not really, because it was an 

awesome roast and fun experience.”  She purposefully stepped back and moved to a 

neighboring town so she wouldn’t be there looking over the shoulder of the new 

superintendent. Georgia still goes to the football games. She related a story of being at 

a recent football game and they thought the band director was having a heart attack.  

“Not that I wasn’t concerned, but I was more concerned that it wasn’t my concern.” 

Since she has retired, she has been able to travel. She went to California for a 

week. She went to Hawaii for a week. She travelled to Washington DC and Virginia 

for sixteen days. And then, she went to California again.  Georgia has no immediate 

plans to seek employment in the near future, however, she has been contacted by a 

couple of interested parties seeking her services in areas such as interim 

superintendencies and consulting. 

Research Findings 

Research Question 1:  In what ways do women who have been superintendents in 
Northwest Texas perceive the role of the superintendency in their 
geographical locations? 

We’ve Always Had a Man 
Georgia always noticed at conferences or workshops in her region that there 

were fewer female superintendents than male superintendents. She stated that her 



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

121 

region was more or less the mindset of the males that are elected to school boards. 

“Perhaps as school board members attend more state conferences and they see how 

many more women there are that are superintendents, it may be able to plant a seed 

and see that this is not the end of the world.”  She believes that there is a feeling of, 

“you can't” and “we've always had a man, so let's just keep on having a man.”  She 

said, “Men are viewed as assertive but women are called bitches out here.”  She 

discussed the importance of athletics, finances, and test scores as being the measure of 

a successful superintendent.  

I’ve got a State championship ring, like all of the men superintendents that are 
my friends have always had.  And people would--this ring is gosh awful big--and 
they’d say--I’d say, Yes, I’m the superintendent. Well, that was--there I was 
sitting there with that ring on this finger as big as day, so that was sort of the 
conversation starter [I21L22p13]. 

If everything is looking good in [TAKS] scores and finance, that is all important.  
And the rest of it is stuff.  That doesn’t apply to us. And that’s the Panhandle 
mentality.  That’s West Texas. And I think that it is rural communities. Because 
it’s community is not large enough to police itself. People are watching you in 
the small rural schools, but there is nobody with the expertise and the knowledge 
to really even know you’re doing something. You don’t have the Dallas Morning 
News to get on your butt [FGL23p22]. 

Georgia believed that headhunters have a tremendous influence on the choice 

of superintendents in her region and that women who advance up through the schools 

have a better chance of becoming a superintendent. She knew of women who, in her 

opinion, were awesome, who were overlooked when a man was picked by an 

organization.  “It's just a fact that it's a mindset.”  She believes that as women become 

principals, they will have a better chance at the superintendency. She stated that 

women are generally perceived as being weak in finances and building maintenance. 
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She concluded, “Some people can baffle and bullshit and get by with it, but a woman 

really needs to have more substance and be a little tough.”  

I Knew of a Woman... 
Georgia talked about a woman she knew who asked a male superintendent 

about applying for a job. He said, “A woman will never get hired there.”  So, she 

didn’t even go there to apply.  Georgia discussed another woman she knew who was a 

superintendent and parted ways unfavorably with her district.  

I could see, it was her voice, her giddiness. I don’t know how she got the job in 
the first place. It wasn’t because she was a woman she was let go. It was because 
of qualities that women usually have were irritating the women and men 
[I22L27p10]. 

I’ve seen things turn around and grow.  But, for the years that I was a 
superintendent in my region, we had two female superintendents.  Otherwise it’s 
just been one. And the other one was fired and went on to be a superintendent in 
a large district and my daughter is one of her teachers.  So, you know, that was 
an honor to get fired at that district because she went on to great things 
[FGL1p10]. 

Research Question 2: In what ways do women who have been superintendents in 
Northwest Texas describe their attainment of their superintendency 
position, their superintendency tenure, and their exit of their 
superintendency position?  
Georgia emphasized that she was never unhappy in the classroom. However, 

she knew she had two children to send to college. Part of her motivation to advance 

was financial, so she could support her family in their endeavors. She firmly believed 

that the opportunities her children obtained growing up in a small school served her 

children well. 

I looked at salary from a different viewpoint than I had to, because I was making 
a retired income and they knew it when I first started. So, I went in a little lower 
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that I probably would have. But then, after a couple of years, I had to say, “Look 
guys. I’m doing the same job for you.” And so they did [I22L27p18]. 

She believes that as a teacher, she exhibited the skills that were indications that 

she had the potential to become a successful superintendent. She expressed regret that 

she had not begun her administrative career sooner than she did.  

I was the one that sort of negotiated between teachers and principals if there was 
any type of conflict that they were kind of going into for resolution. I wasn’t a 
rebel rouser and I wasn’t a Union man, but I was sort of brought in to help find a 
cool middle in between. I think I doubted my ability because my sisters are so 
smart [I22L13p2]. 

Georgia applied for the superintendent's job in her district two times and was 

turned down both times. In hindsight, she said, “But sometimes not getting a job is the 

best thing for you. Because if it's anti-one vote when you go in, you don't want to be 

there.”  After a year with the new superintendent, the school board knew they had 

chosen incorrectly. The new superintendent had not been a good fit for the district.  

Georgia was literally begged by the school board president to take the job of the 

superintendent.  

If you want to have a good chance of being a good superintendent, follow 
somebody that has been bad. Dr. Cross always told me that if a superintendent 
had been there ten years or more, the next superintendent would be there three 
years or less and I always found that to be true [I21L25p8]. 

Georgia commented on her new job, “After the first thirty minutes, after we 

got school started, I figured out, ‘Hey, I can do this.’”  She stressed the importance of 

proactive communication in a rural district. Furthermore, she elaborated on qualities 

she possessed that were valuable during her tenure as superintendent as she related an 

incident with a parent of a student athlete. 
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The main thing is, in a small town, it doesn't matter what you do or don't do, 
everybody knows it. So, you don't have to worry about waiting on the newspaper 
to come out. The grapevine has already covered everything [I21L29p7].   

But it will all come down to who knows her, not who she knows. I have an 
ability to read people very well. I have the ability to react well to -to know when 
to show empathy, and when to show-and I have a sense of humor.  Because 
you’ve got to show people you really care about them, but you’ve got to know 
when to cut the care off and make them stand on their own two feet 
[I21L16p15]. 

There was a person in the community who had a drinking problem and he also 
had a big problem with his son not being the number one player. His son was 
good, but he wasn’t a one man football team. He and the football coach had a 
little confrontation and he jumped the football coach going off the field. When I 
spoke to him, everyone was against him, everybody was prejudiced, and all we 
looked at was for star players.  And finally, I just looked at him and said, “When 
you went to Germany, who as the one person who sent you chocolate chip 
cookies and you were in the Army?”  

He looked at me and said, “You did.” 

I said, “Was that because I was prejudiced?”  

He said, “No ma’am.”  

And then later, we were at a funeral, and he said, “You ought to just knock 
parents’ heads together when they do stuff.”  

And I said, “Okay. Now, every time or just whenever it’s someone else?” I just 
grinned and hugged him [I22L1p5]. 

Georgia worked hard with her board president. When community members 

would go to his business office, he would call her and give her a “heads up.”  But, 

sometimes in order to dispute the gossip, he would ask for more information than she 

could give him as an individual and it would become a privacy issue. She described 

him as a hyperactive individual, always in everything, always wanting to do what was 

good for the community and stand up for the community. Her challenge was to keep 
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him from “jumping off on tangents." She assumed the maternal role in the district 

family. 

I think that being a female, I had a mothering personality to some of these board 
members. I’m not saying mothering is the right word because you don’t want it 
to be like you’re patting your own back. But, I guess after all that the board had 
been through, it was time for somebody that could help if there was conflict . 
Especially when we had level three hearings. Because some of them involved 
relatives of board members [I22L20p19]. 

Georgia also explained how she began her interaction with her male colleagues 

in the region. 

Well, I'm a little testy. And I'm a little much sometimes too open. But the first 
thing they did was make me district chairman. And so, I just walked in. I said, 
"Okay, guys. I'm more nervous than a whore in church. I've never coached, and 
my Daddy's not a coach. Well, I mean after that, it sort of let the hair down and 
everybody just sort of got on the same page. So, you know, that's not 
everybody's personality. But I just sort of let them know [FGL20p57]. 

 After eight years, Georgia began to think about retirement. She could not 

really pinpoint any one reason. There were a variety of factors that she considered.  “It 

was just my age. It wasn’t that I was really tired of being a superintendent. It was just 

that I knew that I couldn’t keep going at the pace I was going.”  She discussed it with 

the board president and he said, “Leave while you’re ahead. Don’t get behind and 

wish you’d left before you did.”   

So that was in the back of my head, thinking, “You’re at the top of your game, 
let’s walk out while you...” I gave them my intent early. Then my husband had 
his heart attack. We moved. My daughter had cancer. I mean, you just name it. 
The Lord knew I just had my boat loaded [I22L26p8]. 

Research Question 3: In what ways do women who have been superintendents in 
Northwest Texas perceive the role of gender in their exiting of the 
superintendency position?    



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

126 

Georgia did not perceive gender to be a factor in her exiting of the 

superintendency. 

And I retired because I’d turned 65, I’d been married 40 years, and I had 35 
years in education.  I decided the clouds were all lined up in the same direction, 
and it was time.  I miss it.  I don’t miss “it.”  I miss working. Retirement is a big 
step. I never realized how much it was going to be (FG L16p9].  

I recommend highly that anybody know that it’s really a big deal when you 
retire. Because you go--unless you’ve got something planned, and especially if 
you’re a woman--because it’s like any woman that retires, she’s still got the 
dishes to do, and if your husband’s retired, he sits and lets you do it and you’re 
used to those things happening.  I don’t expect him to get up and cook, but we’re 
“coming to Jesus,” as I say about some things on who’s going to do what 
[I22L11p10]. 

Followed by a Woman 
Georgia surmised that women have a more difficult time getting in to the 

superintendency than men do. She proposed that once they get the first job, there is a 

more even playing field. Georgia believed she was followed by a woman because the 

new superintendent was in a good position to do a good job. However, she believed 

that if her experience had been unpleasant, the board would have held it against the 

next female applicant.  Georgia noted that there are more opportunities for women 

administrators “down state” than there are in the Panhandle region. She said that a 

woman needs some sort of connection to get a superintendent’s position.  “You’ve got 

to be able to get in the door and it’s either going to be hit or miss. But, it’s just a 

woman has to do more to be a leader without being a bitch.” 

What Next? 
I’m happy being a run-around.  I was very, very bored the first year. Not only did 
I retire, but I moved. When you’ve been in a house twenty nine years, you’ve got 
junk! I have been contacted by one individual who, in fact, called me while I was 
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in California.  And, it has to do with wind turbines, because I did put up a wind 
turbine for our high school. He wants me to go around and work for him. But, I 
haven’t made up my mine yet whether I’m going to do that [I21L6p12]. 

Summary of Research Findings 

Attainment of the Superintendency 
Gaertner (1981) suggested that more women superintendents than men started 

as elementary vice principals and made a move to the secondary vice principalship 

before becoming either a principal or obtaining a central office position (Skrobarcek & 

Stark, 2002, p. 4).  This study also indicated that many more female superintendents 

overall experienced the elementary rather than the secondary principalship. However, 

Georgia followed the more traditionally male  career path into the superintendency 

advancing from teacher to secondary principal to the superintendency. Furthermore, 

Georgia did not have an association with a superintendent search firm or endure a 

demanding gatekeeping process in order to obtain her superintendent's position. 

However, she did observe that headhunters with search firms were extremely 

influential in her region (Tallerico, 2000). Georgia did undergo rejection twice of her 

superintendent application before being invited by the school board president to apply 

for the job. After much time had passed, Georgia was finally in the right place at the 

right time.  

 Like other women who become leaders, she was encouraged by middle aged 

White men. By operating an alternative school in her region, she was able to forge 

professional relationships with nine other superintendents in her region. These 

relationships served her well as she moved into her own superintendency.  She too 

pointed out that she was encouraged by men because there were few women in 
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leadership positions to encourage her.  Georgia also fit Grogan's (1996) characteristics 

of aspiring women superintendents as she put off moving into administration until she 

was close to retirement age. Her age at attaining her first superintendency supports the 

research that many women are older than men when they enter the superintendency 

(Maienze, 1986; Gupton & Slick, 1995; Shakeshaft, 1989).   As did all three other 

participants, Georgia assumed the maternal role in her organization as characterized 

by Noddings (1984).  

Tenure in the Superintendency 
Georgia benefited from superintendent-board relationships based on mutual 

respect and shared histories.  That didn't mean that there were never any problems. It 

meant that a concerted effort was made to resolve the problems in a professional, 

timely manner. Georgia did not observe discrimination based on gender in her 

workplace of the superintendency. She noted that she was an insider to the 

community, deeply entrenched for thirty years, and did not experience some of the 

intolerance that an outsider might have experienced. Although Georgia did not relate 

any personal stories of gender discrimination, she did make careful observations about 

gender discrimination she had noted in her region.  Chase (1995) acknowledged that 

women know that they must be careful about what they say regarding gender inequity. 

Georgia, the school board, and the community were content with the development of 

the school district for the eight years that she served as superintendent.  
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Exiting the Superintendency  
After eight years, Georgia voluntarily decided to retire. Her primary reason for 

leaving was simply timing--it was time.  She had paid her dues to public education and 

was happy to turn it over the next generation.  
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CHAPTER VII  
THEMES  

This chapter is divided into sections arranged in such a way as to present the 

data from the three participant interviews, the focus group interview, and the archival 

data into themes which will further enhance the findings for the three research 

questions of the study. 

 1.  In what ways do women who have been superintendents in Northwest 

Texas perceive the role of the superintendency in their geographical location? 

2.   In what ways do women who have been superintendents in Northwest 

Texas describe their attainment of their superintendency position, their 

superintendency tenure, and their exit of their superintendency position?  

3.   In what ways do women who have been superintendents in Northwest 

Texas perceive the role of gender in their exiting of the superintendency position?    

School Board Members 

 A majority of the dialogue with all three participants centered on the 

interaction of the school board with the superintendent. Topics covered included 

governance vs. management, wives of school board members, favoritism  requested 

for school board friends and family members,  renegade board members, and the 

school board's role in superintendent evaluations.  

Governance vs. Management 
Megan believed that school board members were truly committed to the 

community or they wouldn't have run for the board. She also believed they all went in 
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with a personal agenda. She described it as an illuminating experience when a new 

board member discovered he/she didn't have the authority to fire the principal. 

However, she opined, in small communities, a board member is able to figure out 

there is little accountability and since others are micromanaging too,  he/she continues 

to govern improperly. Megan believed school board members have a misconceived 

notion that they run the school system even after attending appropriate training. 

Blatant disregard of school board members for the observance of governance vs. 

management results in toxic superintendent school board relationships.  

We brought in a trainer with the state organization. And one board member 
literally stopped during this conversation and he said, “Do you mean to tell me 
that if she’s doing what she is supposed to do and we disagree with her, even 
though she’s doing legally what she’s supposed to do that she doesn’t have to 
listen to us?” 

And the trainer said, “Yes.” 

And he says, “Well I disagree with that.  Because if we disagree with it as a 
community even though the state or the federal government tells her she’s 
supposed to do it and then-and it’s not right for our community, and we’re 
representatives of the community and we got elected by them, then I believe it is 
wrong for her to do what the state and the government say” [I12L27p26]. 

 Spouses of Board Members 
There are a variety of issues related to school board member's spouses that  

were addressed during participant interviews. Of major concern, was confidentiality 

leaks from the closed session of a school board meeting. Georgia stated that one of the 

hardest things to get through to board members is that pillow talk cannot occur about 

certain issues. She always wondered in the back of her mind how much the spouses 

knew about some highly significant subject. Further challenges emerge when 
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superintendents address marginal personnel who are also married to school board 

members.  

Megan:  

And it just so happened that some of the issues that I had to deal with pertained 
to the spouses of people on the school board.  So, we had an at-will employee at 
one of the campuses that was the wife of a school board person. And then, we 
had a teacher that was the wife of a school board person. And it was quickly 
becoming evident when I was following the rules, that all of a sudden, the rules 
weren’t meant to be followed.  And I stood my ground. And I was very nice 
about it. And I was very legal about it. And I had the lawyer on speed dial 
because of the things that kept coming up that weren’t kosher. They wanted to 
have a school board meeting. Things were out into the public before we could 
even get to school the day after a school board meeting. The conversations 
should have never been had with the spouses [FGL2p15]. 

An additional issue that was discussed was school board members wives’ 

perceptions of a female superintendent's time spent with her husband.  Professional 

dress and conduct can be critical in building and maintaining relationships with other 

women's husbands who are serving on the school board. 

Georgia:  

One of the things we talked about is how dress is important for a woman 
superintendent.  Because if you go one degree past the line of professional dress, 
you’re dealing with board member’s spouses and how they perceive you with 
their husbands and time. If I hadn’t been a lot older than the men on my board, it 
could have been an issue [FGL17p43]. 

Favors for the Family 
A universal topic centered around preferential treatment for elite groups in the 

community. It was observed that this practice promoted the widespread perception of 

discrimination and favoritism that is a hallmark of small communities. Curtailing this 
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practice, while difficult and sometimes impossible, opens the door for equity and 

achievement for all children. 

Beth: 

Board members are always asking you for something special with regard to their 
family. And eventually, they learned that I was going to treat their children just 
like all the other children. But, that was a hard lesson to get to at that point 
because they weren’t used to that. But eventually, I think they saw that I did 
want what was best for children. That I was always making it. And that I was 
always making the same decision for whatever child it was. And I think that’s 
one of those things where you just have to hang tough. And you may survive 
that, and you may not [FGL27p41]. 

It was hard with the board at first, because that board was used to having favors 
for their children and grandchildren, and it was hard for them. But eventually, 
they could see that it was the same; that I was going to be the same with 
everybody. And we--I stopped having requests for favoritism, too. So, I think 
justice and forgiveness are key [I31L17p23]. 

Renegade Board Members 
Disgruntled and/or dismissed employees frequently seek revenge on a 

superintendent by either running for the board or recruiting friends and relatives to run 

for the board. The sole agenda is often to remove the offending superintendent from 

the district.  This can be accomplished by recruiting enough members to sway the vote 

or by simply making the superintendent so miserable that he/she leaves the district. 

Misery is frequently dealt from the inside out. In other words, renegade board 

members use their position on the team of eight to gain information and insight to be 

used against the superintendent and often against other board members as well. 
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Beth: 

It ended up after I let her go, that her husband’s best friend got on the board. And 
then her husband got on the board. And then another friend of theirs got on the 
board. And I knew at that point, I felt, my goose was cooked. I had those three 
board members. And there was one that was on there that wasn’t really a strong 
supporter for me, but he would kind of go whichever way he felt the morning 
coffee group that he held his meetings with after the board meetings, however he 
felt they wanted to go.  So, I couldn’t really depend on him.  And so I thought 
I’m going to have to go [FGL21p31]. 

I had a board member who really was just constantly fighting me. The guy who 
got him on was the business manager’s husband. His fighting was real ugly. 
He’d bring community members and talk about what you did that was 
despicable. He would call community members to come to the open part of the 
meeting. But because he was always trying to fight me and bring the community 
members to me, the board got tired of it, and they actually worked against him 
getting reelected after his three year term [I31L5p28]. 

Georgia commented on a meeting she had attended in Megan's district many, 

many years ago.  At that time, she observed behaviors from specific board members 

that convinced her not to apply for a position in the district. 

I went to a board meeting at your district before you were the superintendent. 
The new superintendent there wanted to bring me on board. I mean, I saw some 
in-breeding things just from meeting people that day. So, it’s not you. It was 
evident to me.  And so, I am telling you that in support of you.  It’s the fact that 
it’s been that way a long time. And it’s going to be that way [FGL8p17]. 

Superintendent Evaluations 
Georgia spoke out about the superintendent’s evaluation, “The 

superintendent’s evaluation is a big joke. If they want to get rid of you they will pick it 

to death and if they are not, they’re just going to check, good.”  None of the women 

endorsed the superintendent evaluation as being an effective tool to improve the 

school district. 
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Beth: 

I don’t fight that evaluation. I don’t know if men do, but I don’t really think they 
do. I think you just take what you get and just keep doing what you’re doing 
well. I always think in superintendent evaluations, the funniest thing about it, 
whether you’re a man or you’re a woman, is that you’re the person that has to 
train the board on how to evaluate you. There is something wrong, isn’t there? 
When you have to teach somebody to evaluate you. And I always think after I 
get that evaluation, because there’ll be one out there that’s so bad. I always think, 
“I didn’t do a good job training him how to evaluate me.” It’s my own fault, so 
what can I say about it [I32L2p32]. 

Megan: 

The first year I got rave reviews. The second year they said, “Oh, that’s too 
much reading. Just give us a synopsis.” So, I got a bad evaluation because I 
didn’t have everything documented. And the comment was, “Well, you didn’t 
have it in there to prove that you did it.”  So, the next year, I made binders again, 
and they even rated me down more even though my progress and documentation 
was top notch. It didn’t matter. There was no pleasing them [I12L3p31].  

The Male Network 

The Golf Course 
When contemplating the male dominated profession of the superintendency 

with a group of women, it was pointed out that there are practices in which male 

superintendents engage that most female superintendents don’t.  Conversations 

invariably turned to what all three female superintendents deemed “male territory”-the 

golf course and the coffee shop.  The men frequent golf courses and coffee shops 

during the work day whereas women believe superintendents should be in the office 

working. None of the ladies played golf or expressed any interest in playing golf while 

on the job. Georgia spoke of a superintendent in a neighboring district.  “This one 

superintendent leaves school every day at 2:00 and goes to the golf course and stays 

all afternoon.” 
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Georgia:  

Golf is a big thing. Because the men superintendents play golf. Even in this 
region, some of them take off a week early and play golf all the way to the state 
conferences [I22L21p16]. 

Megan:  

I personally think that it is wrong for a superintendent on the payroll to take off 
on a Friday afternoon to go and play golf. If they’re going to play golf, they need 
to spend it on Saturday or Sunday on their own time. I think it’s wrong to be on 
the payroll and go off and do leisure stuff [I12L13p30]. 

Beth:  

Golf is interesting, because I think a lot of decisions are made on the golf course. 
And my sister and I laughed about that.  That we should have learned to play 
golf when we were young. I didn’t learn. I also think some bad decisions are 
made on the golf course. We have quite a few men who play golf during the day 
[I32L19p30]. 

In each of their regions, playing golf on school time appeared to be an accepted 

practice for men, but none of the women felt that their communities, staff members or 

school board members expected them or would have accepted for them to be on the 

golf course. The ladies were aware of the networking and mentoring activities in 

which men engage on the golf course, but this did not change any of the opinions that 

the golf course was not an appropriate place for a female superintendent on a work 

day. 

Coffee Shops 
Another male dominated arena in the community and the superintendency is 

the coffee shop. Neither Georgia, Beth, nor Megan frequented the local coffee shops.  

At one point in her superintendency, it was suggested to Megan that she should go 
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down to the local coffee shop/gas station and dispel the rumors before they got started 

for the day.  

Megan:  

I think coffee shops are important. But, I also think if you’re female, then there 
are appearances and etiquette things you need to follow that males do not. I think 
it would have appeared awfully brazen for me to have appeared at the coffee 
shop and sit down and shoot the bull with a bunch of men. And I think the 
repercussions would have been far greater than one old man thinking that I need 
to down and be one of the guys. Women will never be one of the guys. Sorry. 
Maybe if I had been 75 years old, then I could have gone and played golf with 
the guys and drank coffee at the coffee shop [I12L17p30]. 

Georgia had an additional perspective.  Because her husband was a local 

farmer, he was an established member of the coffee shop crowd. She reaped the 

benefit of being a presence in the coffee shop without actually having to be present.  

 Georgia:  

Coffee shops, that’s a big thing. Except my husband stayed at the coffee shop all 
the time.  So, one time, a retired doctor was lambasting the school, and my 
husband said, “I resent you saying that because I know some things that are 
different from that,” and the doctor said, “I respect your opinion," and shut up 
[I22L30p16]. 

Beth summed up the importance of coffee shop talk in a couple of ways. One 

notion was that although coffee shop talk was representative of the community, it 

wasn’t representative of the entire community.  Her other observation was to 

remember that the coffee shop talk is there and that it was either being influenced by 

some board members or was influencing some board members. Either way, a 

superintendent must remain cognizant of this type of communication.  
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Beth:  

I think a lot of stories are shared there in coffee shops. I think in small towns a 
lot goes out from board meetings through coffee shops; some that shouldn’t go 
out, but I also believe that that group of--the thoughts represented by that group 
influence board decisions boards make. And again, I think that coffee shops and 
golf courses are not representative of the whole community either [I32L28p30]. 

In summary, Marshall (1986) states that women do not develop the networks 

that men do.  Men generally help other men and because women have had little 

experience in this kind of networking, they perceive it as diminishing their sphere of 

influence.  Women do not appear to have been trained to support each other in a 

professional capacity. Conversely, the network among men, informally referred to as 

the “good old boy system” is in place and going strong.  Although this is sometimes 

viewed judgmentally, especially by women, it is also considered a major vehicle used 

in selecting job candidates (Benton, 1980; Schmuck, 1986).  Many successful women 

executives indicate the importance of either being accepted into or at the very least 

recognized by the male network, because it is the dominant power group in the 

profession. Beth, Megan, and Georgia all recognized the importance of establishing 

networks with men, yet didn't feel accepted into the two major male networks men 

frequently utilize. 

Mentors, Influential Colleagues and Role Models 

Beth, Megan, and Georgia were all willing to recognize and give credit to the 

mentors, influential colleagues, and role models who had helped them move up the 

administrative ladders and attain success in their respective careers. Throughout the 

years, they had all received sound advice that they were able to use in times of 
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adversity. Beth recalled a conversation from an ESC executive director, “You know, 

Beth, if you will-- make your decisions always around the children, you may get in 

trouble, but you will always know it was best for the children.” 

(Ex) Commissioner Meno once told me, “Well, Beth, this is what you have to 
do. You have to decide that there's just one to three things that you are passionate 
about. And then don't let yourself get focused on those other details” And I 
thought that was just great wisdom. And I tried to remember that [FGL19p41]. 

Georgia: 

The men in the region were very good friends of mine.  I had so much support 
from working with them from the alternative school.  I sort of found it funny 
sometimes when they wanted to make sure I knew how to do some things that I 
probably could have given them tricks on. But, you know, I always took it as the 
way you should [I22L20p13]. 

They also made comment about the negative role models.  

Beth: 

But I even learned from this man. I learned what not to do. You know, I learned 
what didn’t support teachers and what didn’t create community within the school 
and all. But it was a good school. And we had a second grade teacher who later 
became the principal.  She was such a wonderful mentor for me and I think of 
her often[FGL21p26]. 

And then, the Service Center went through a horrible financial audit. I knew 
there were problems in the organization because there was --what I saw in the 
organization was that there were meetings that they had had alcohol. And I knew 
that probably wasn’t right.  But I was still young. And one of the gentleman that 
worked there was into sexual harassment. And I really didn’t know how to 
handle it at that time. And the laws weren’t there to really protect you from that. 
And I would just kind of avoid his office. But there would be times he would 
capture you and French kiss you. And take a puppet to your breast and make 
sucking noises. I mean it was serious.  Serious sexual harassment. And so when 
the audit started, I thought, “Well, they are getting in trouble for that.”  But, it 
was mismanagement of money...fraud. And so three people were indicted. Well, 
I immediately got pulled to take all of the federal programs over and the grants 
and try to get those straightened out. I had no idea what I was doing.  But, I was 
smart and I learned what I was doing [FGL25p27]. 
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Support Systems 

Each participant spoke of the support systems in place in their lives which 

helped them cope with the challenges of being a superintendent. Spiritual, spousal, and 

board support were paramount to the ladies in the study. 

We actually had a DEC visit that first year. It's just like, “How can you go to hell 
all in one year?”  Your business manager, a DEC visit and start a detachment and 
annexation case. But you know God was there, don't you?  I'm surprised I didn't 
wear my knees out praying [I31L17p24]. 

Because that’s what I’d do after a bad board meeting. I’d just drive. I’d just want 
to go. So I just drove. And then I drove back. And then I thought, “No.” And I 
thought, “No, I’m not going to let anybody push me out. They will have to fire 
me. I will not leave this. I’m just going to dig in.”  And I’m so glad I did. You 
know I’m so glad that God gave me the strength to persevere [FGL2p34]. 

Georgia and Megan both spoke admiringly of supportive husbands. 

So, I mean it wasn't like we just went next door to games.  If it hadn't been for 
my husband. He would drive Ms. Daisy, so that I could just sit back in the seat, 
and lean back and relax.  So, it was a joint affair, and I was real blessed to have 
somebody to be my chauffeur [I21L7p11]. 

But the hardest thing was I never told anything. And to this day, I still have a 
hard time communicating some things to my husband, because so long I’ve kept 
my mouth shut at home that it just has become second nature for me just to keep 
quiet. I didn't want anything repeated that could be said, “Well Georgia said...” 
[FGL1p54]. 

And, my husband has always been very supportive of me. In anything that I do, 
and he never tells me what to do. But, he helps me think through things. When it 
was time to make a career change, he says, “What do you want to do the rest of 
your life that you will truly enjoy?” [I11L17p2]. 

Beth knew that due to the support of her board president, she weathered some 

storms that she otherwise might not have weathered. 

The board president was a woman and been on the board since the ‘70’s. She 
was very country, very uneducated, with very poor grammar and foul language. 
But, she was brilliant, faithful in Church, and ran a drilling company with her 



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

141 

son. Because she was divorced in a Catholic community, she was unusual and 
shunned in some ways. And the community, in some ways accepted her but were 
jealous of her money.  She just was really good--she watched out for my back.  
She would warn me when things were, you know--kept me abreast of what was 
going on in the community [I31L1p30]. 

Gender and Mentoring Other Women 

Each participant reflected on what it meant to be a woman and a 

superintendent. They discussed gifts in gender, occasionally having to put their "big 

girl" panties on, recognition of the work still to be accomplished in achieving gender 

equity, and mentoring other women. 

Gifts in Gender 
There is often a misconception that discussing gender in the superintendency 

always has a negative connotation. Beth, Megan, and Georgia all preferred to dwell on 

the strengths that their gender could bring to the table even when they acknowledged 

the battles they faced as solitary female superintendents. Megan said, “It's way doable 

for a female superintendent though.  I think women are perfect for this job.” 

Beth believed growing up in a family of females to be an asset that contributed 

to her success in the superintendency. She also thought it an advantage to be able to 

portray a more sensitive side when dealing with parents that a man wouldn't be able to 

achieve.  

And I think some of this just comes from being girls and fighting with girls, you 
know, you just dig in. You as girls are not protecting each other in the family. 
You’re competing. And I kind of wonder about that. Because I think if I had a 
big brother, wouldn’t I have gone whining to him, maybe you now?  Instead, I 
learned to fight my own battles in the family. There’s so much competition, I 
think. But, yet, you love each other so deeply [FGL24p31]. 
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I remember a mother who came in and was complaining, and by the end of it I 
had her settled down and complaining about something that happened with her 
child. And I hugged her, and she said, “Oh my gosh, my mother's been dead 
three years, and I realize I've not been hugged since then” [I31L24p37]. 

Put Your Big Girl Panties On  
There were certainly events which forced the ladies to deal with discrimination 

head on. Beth described an incident with male board members in which, within her 

earshot, they made comment on her panty lines.  

I have observed that women who-when you have difficulty in the community, 
it’s often attributed to your femininity--to your gender. I have also observed in 
this region, that when a woman leaves a school, another woman is not brought in 
to the superintendency.  You are still looked at as a woman no matter how 
effective you are. I had two board members, they weren’t on the board real long, 
in the first part of my time. We were walking to a job site. And I remember 
walking up that sidewalk and the two were behind me talking about my panty 
line. Now, that wouldn’t have happened to a man.  And so, I thought, “Beth, you 
can either be offended by that or you can change the type of panties you’re 
wearing,” which I did [I31L9p36].  

I think that women can’t be successful if they’re always looking for that 
discrimination.  That’s just another part of forgiveness. There’s little hiccups in 
time. Like bringing those fifty people to a board meeting.  I think some of that 
was just an attempt at intimidation.  That maintenance man wouldn’t have talked 
about raping a male superintendent, as well as killing him. Your gender is always 
being looked at, too [I31L12p37]. 

Gender Equity...Work in Progress 
And so, as the deputy of administrative services, he helped in superintendent 
recruitment. But his language was like, “Oh, she's a she-bee.” Which it was a 
long time before I realized that a “bee” was a bitch. He would say things like, 
“Well, don't get your panties in a wad.”  And all of that terminology is very deep 
in him. And I remember, they were hiring a superintendent for a district in their 
region.  And he said, “I'm not putting any women in there because that board 
won't hire them.”  Ended up she got the job [FGL26p50]. 

We eat family dinner every Friday night, and it’s something that I look forward 
to. So, we were in a local restaurant, and it was football night and there were a 
lot of small schools coming in. And here comes four superintendents that I know, 
and they know me and have called me by name, and especially when we were at 
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the superintendent meetings at the service center.  They know exactly who I am.  
And, of course, I haven’t seen them for a year and a half, but it’s not like they 
don’t know who I am.  And three of them turned away. And one of them looked 
through me, and refused to even acknowledge that I even existed. And I had 
waved. I mean, they saw me.  Nodded my head. And they turned away 
[I12L18p1]. 

Mentoring Other Women 
Beth theorized, “I don't even know that a woman can push for a woman. I 

think it has to be a man pushing for a woman.”  She confessed that she believes 

women are jealous of each other's accomplishments and sometimes hold each other 

back. She didn't really understand this or the reasons why this occurs.  

Megan had a different opinion:  

I think women can work with women. I think that women have empathy, and 
they understand the whole picture. They think differently than a man does. When 
a man gripes, they expect somebody else to fix it. When a woman vents, they 
just want somebody to listen so they can work it through so they can figure out 
how to fix it [I12L8p28]. 

Awareness was raised for all three women, each of whom had taken a differing 

role in mentoring other women. Georgia had been an active member of an 

organization. Megan reflected:   

This is something I neglected, is I did not take an active role of being a woman 
superintendent. And I knew that there was an organization, and I neglected that 
part of my responsibility to be a strong participant in that. I don’ t know that it 
would have helped me in my situation, but I could have helped be a mentor and 
be a support system in a more immediate area and impact more people 
[I12L15p23]. 

Conclusion 

The thick, rich data, face to face interviews, and interactive focus group 

interview collectively afforded substance applicable to the study of female 
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superintendents in Northwest Texas. The information obtained over three months of 

intensive conversations and data collection provided the information necessary to 

identify the unifying themes of the study. These themes are: 1) School Board 

Members, 2) The Male Network, 3) Mentors, Influential Colleagues and Role Models, 

4) Support Systems, and 5) Gender and Mentoring Other Women.  
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CHAPTER VIII  
CONCLUSIONS, IMPLICATIONS FOR PRACTICE, AND SUGGESTIONS FOR FUTURE 

RESEARCH 

This chapter consists of the conclusions including the summary of the 

discussion of findings to the investigation into the problem of the deficiency of female 

superintendents in Northwest Texas. Conclusions will be followed by implications for 

practice and suggestions for future research. This qualitative study utilized the 

framework of Shakeshaft's Six Stages of Research on Women in Administration to 

examine this phenomenon. The purpose of the study was to identify and describe the 

experiences of former female superintendents in Northwest Texas in the 

superintendency, to establish reasons they exited the superintendency, and to 

determine if those reasons were gender related. The data collected included personal 

interviews with three former female superintendents in the Northwest Texas, a 

personal focus group interview, and archival data. The results were interpreted 

utilizing feminist theory. 

Summary of Findings 

The implications of the findings focused on the personal and the professional 

experiences of three female superintendents who have exited the superintendency in 

Northwest Texas. The narrative descriptions of the three female superintendents 

provided insights into the dynamics of those professional and the personal experiences 

in the superintendency and exiting of the superintendency. Those dynamics were then 

analyzed by means of a feminist theory lens. The data responses were organized by the 

following research questions:  
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 In what ways do women who have been superintendents in Northwest Texas 
perceive the role of the superintendency in their geographical location? 
According to all study participants, the visage of the superintendency in 

Northwest Texas is unquestionably masculine.  In a geographical region  that has 

historically been dominated by male superintendents, there was no mistaking the 

shortage of female role models or mentors as each woman assumed her 

superintendency. However, the women learned to adapt to their environments. They 

had no expectations that the preponderance of men would be any different than it was, 

so there was no resulting disappointment from a conflicting expectation. For the 

participants, that is the social norm that characterizes Northwest Texas.   The women 

spoke with similar replies as they chose to disregard gender as a barrier and turned 

inequity into opportunity for improvement to enhance their leadership skills. 

Beyond gender, the superintendent's role in rural Northwest Texas is described 

as political and all encompassing. A superintendent must become embedded in as 

many aspects of the community as possible. This is less easily accomplished for 

"outsiders" moving into a rural community.  Outsiders tend to be viewed with 

suspicion and distrust making it difficult to transition into a successful 

superintendency.  

It was also stated that the role of the superintendent in rural communities is to 

educate and advance outdated, discriminatory belief systems which have been in place 

for centuries. These belief systems and bigoted practices which often remain 

underground in small communities seem to be thrust into view and evidenced by fewer 

female superintendents or minority superintendents in some geographical areas. The 
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participants in this study all addressed inequitable treatment of specific social groups 

in their school districts including unwillingness of community members to educate 

immigrant children, racial slurs used against minority children and their families, a 

reluctance to recognize and promote the leadership abilities of female administrators 

attempting to move into the superintendency role in Northwest Texas as well as 

opposition to females who attained a superintendency in this geographical region.   

These observations of  discrimination appear to be indicative of a much larger 

condition of inequity in the rural public school system which can arguably impede 

success and deny educational opportunities to certain groups of children in schools 

nation-wide. Achievement gaps in high stakes testing results across the nation suggest 

that this equity deficit has still not been adequately addressed. 

In what ways do women who have been superintendents in Northwest Texas 
describe their attainment of their superintendency position, their 
superintendency tenure, and their exit of their superintendency position? 
Only one of the participants reported being assisted by an executive search 

firm. The other two participants were recruited by a representative from the district to 

apply for the superintendent position.  The method of superintendent selection is the 

subject of research important to prospective female superintendents. Headhunting 

refers to the practice of engaging the services of professional search consultants to 

assist in the search and selection of a new superintendent for a school district. 

Tallerico (2000) in the article, Gaining Access to the Superintendency: Headhunting, 

Gender, and Color was seeking to explore and analyze current practices of executive 

search and selection in terms of equity for females and people of color.  Several 
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reasons were cited for bringing attention to this area of the superintendency.  First, 

large numbers of superintendent vacancies are predicted nationwide.  Second, the 

numbers of women in leadership preparation programs and in administrative positions 

considered as pathways to the superintendency are increasing. And finally, there has 

been very little study of how gender and race/ethnicity can inform the existing 

knowledge base on superintendent search and selection processes.  

Gatekeeping theory is examined pointing out that the “gate” which keeps 

people in or out is controlled either by a “set of impartial rules” such as the academic 

or certification standards reviewed by search consultants or by persons with varying 

degrees of power such as school board members who are variably constrained or 

facilitated by multiple forces.  Shoemaker (1991) emphasizes that “organizations hire 

the gatekeepers and make the rules” (p. 53).   

Riehl and Byrd (1997) provide research that complements gatekeeping theory 

by integrating gender-related variables to more completely illuminate career 

movement in educational administration. They identify factors in the home, the 

organizational level, and the sociocultural level which influence career mobility.  

Furthermore, they illustrate how gender shapes each level of influence by stating that 

the positive effects of personal and socialization factors such as aspirations, 

qualifications, and experience do not assure women equity with men in administrative 

career development, given the powerful gender-stereotyped contextual, structural, and 

social forces that serve to counter influence individual action for advancement.  In 

Riehl and Byrd’s words, “And so, all else being equal, women’s predicted probability 
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of becoming a school administrator generally remained below that for comparable 

men” (p. 60). 

Riehl and Byrd’s (1997) study illustrates an intricate mix of unwritten selection 

criteria that are not found in advertisements or public forums that outline 

superintendent search and hiring practices. Instead, they manifest themselves in 

private conversations and interviews critical to applicants’ advancement in recruitment 

and selection processes.  The unwritten rules include 1) defining quality in terms of 

hierarchies of particular job titles giving priority to those jobs traditionally held by 

White males; 2) stereotyping by gender; 3) complacency about acting affirmatively; 

and 4) placing great value on feelings of comfort and interpersonal chemistry with the 

successful candidate, who usually mirrors the dominant gender and/or ethnic 

characteristics of the board or search firm.  

One of the participants discussed her awareness of her limited options of career 

choices while she was in high school. Historically, women have been somewhat 

limited in choices of professions, though teaching and nursing have been easily 

accessible and socially accepted as careers for women. Indeed, it is repeatedly said 

that teaching will provide a good second income for married women who want to take 

summers off to raise children.  Women of the present interested in management or 

leadership professions now possess additional choices of more financially lucrative 

careers than school administration.  Glass (2000) proposed that the fact that women 

today choose to be teachers instead of administrators may be the single most important 

reason why women candidates for the superintendency are so few.   A consensus of 
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the women participants signified that their strong foundations in curriculum had 

prepared them to be better educators and leaders. Two participants also had strong 

skills in finance. All three participants mentioned that White males had encouraged 

them to pursue administrative careers.  Hart (1995) has contributed to the knowledge 

base regarding the effect mentoring provides on methods to counteract the barriers 

facing women seeking to advance to the superintendency.  All participants were risk 

takers who didn't hesitate to take the next step to advance when the opportunity was 

presented.  

The purpose of the superintendent, according to the three women, was to be child 

centered at all times and to make decisions based on the best interests of children even 

in the face of opposition. Problem solving, an ability to plan and organize, and an 

incredible work ethic were all necessary skills in order to remain a superintendent.  In 

addition, collective decision making, a sense of humor, an ability to read people, and a 

genuine care of people were essential. Common characteristics to all three were a 

desire to be on the forefront of change and innovation, courage, integrity, and honesty.   

Each of the three women put everything they had; their whole selves and hearts into 

their positions as superintendents. These characteristics are consistent with feminine 

leadership qualities identified by Brunner (1999, 2000) and Grogan  (2003). Grogan 

(2003, p.22-23) offers the following suggestions for “superintendents who plan to stay 

in office long enough to effect change that promises better outcomes for all students in 

the future”: 

• Be comfortable with contradiction. 
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• Work through others. 

• Appreciate dissent. 

• Develop critical awareness of how children are being served; and 

• Adopt an ethic of care. 

This list reflects a growing complexity in the different social, political, and 

economic forces that are at work in the larger society which is laying the groundwork 

for the reconception of the superintendency. Grogan (2003, p. 23) argues that new 

theories of leadership must emerge, theories which must stress different approaches to 

leadership.  It is important to make comparisons of the lists we keep to remind 

ourselves of where we have been, where we are, and where we want to go.  The 

evolution of these lists give credence that progress is being made and women are 

coming to the table with both the knowledge of and the skills they need to do a job 

once reserved almost exclusively for men.  

Contentious and problematic school board members were issues for two of the 

participants. One participant had "raised" her board members having been both their 

teacher and their principal. As an embedded member of the community, her 

relationship with her school board members was more harmonious.  

With support systems, all three women were able to balance the demands of 

the superintendent's position with other life responsibilities.  Two of the participants 

specifically cited spousal support of cooperative husbands and one participant cited 

spiritual support. Women in this study all assumed a maternal role in the 

organizational families of their school districts. They viewed their female gender as an 



 
  Texas Tech University, Tanya McAnally Monroe, May 2011 
 

152 

asset that allowed them to provide nurture and care to the staff, students, and 

community who were entrusted to their care.  

They all spoke with one voice regarding the magnitude of building 

relationships within the community and in the school itself. It was noted that although 

the women recognized networking as essential to their positions, men had the 

advantages of networking on the golf course or in the coffee shop. None of the three 

participants played golf on school time. None of the three women felt it appropriate 

for a female to spend time with the men in the coffee shops. The women primarily 

depended on being an active member in a professional organization at the local or 

state level in order to achieve networking. Benton(1980) and Schmuck(1986) discuss 

the male network which is informally referred to as the “good old boy system” .  

Although this network is sometimes viewed critically, especially by women, it is also 

considered a major avenue used in staying abreast of potential  positions as well as in 

selecting job candidates.  Most successful women executives including the women in 

this study realize the magnitude of either being accepted into or at the very least being 

recognized by the male network, because it is the dominant power group in the 

profession.  

Each participant discussed the use of site based decision making and shared 

leadership styles. All three participants had observed or experienced gender 

discrimination in the workplace in their geographical region though one participant 

was more readily able to identify and label the discrimination as gender 

discrimination.  Wolf’s (1993) explorations reinforce the idea that a woman’s use and 
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articulation of power was to be avoided not only because of influence from the male 

culture, but also from female subcultures.  As Wolf emphasized: 

[w]omen’s claim to power is not held in check only by men; standards set by 
other women create a strong force that can either inhibit female self-assertion or 
let it flourish.  Women are deeply conditioned to fear visibly “rising above” 
other women, and their claiming of power is largely determined by how much 
latitude other women permit them.  If the female subculture lets women act like 
winners, they will; if it punishes that behavior, most will have a much harder 
time producing it (p. 250). 

Dobie & Hummel (2001, p. 23) further contribute to the discussion of power 

by highlighting the work of Chase (1995) which probes deeply into the contradictory 

forces of power and subjection in the lives of women.  Chase acknowledged that 

women know that they must be careful about what they say regarding gender inequity.  

However, she added that women are not fully aware of the deeper meaning of their 

discomfort with this topic, noting “they do not recognize that the need to speak 

carefully reflects more than White men’s control of gatekeeping positions; it also 

points to the disjunction in American culture between discourse about professional 

work and discourse about inequality” (p. 214). 

One of the participants had been active in a women's leadership group and two 

of the participants expressed regret that they had not been more active in mentoring 

other women. Schmuck and Schubert (1995) established that “many women who have 

moved into the administrative ranks become inculcated into a culture that supports 

existing inequitable practices” (Klein & Ortman, 1994, p. 14.)  Women frequently go 

along with the expectations of the White Male System in order to win acceptance.  

This is accomplished in two ways:  either trying to act out the White Male System’s 
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definition of the traditional “proper” woman or trying to act “like a man” which is the 

most common choice of professional women (Schaef, 1992, p. 47).  This leads to 

perpetuating gender biased decisions and assertions in organizations such as 

automatically referring to a male high school principal rather than a middle or 

elementary school principal as the senior administrator without consideration of years 

of experience, number of teaching staff, number of students, budget responsibilities, 

additional duties, or performance. 

One of the participants voluntarily exited due to the desire to explore new 

horizons by taking a new position.  The second participant voluntarily resigned in 

order to avoid potential termination action by the school board. The third participant 

voluntarily retired. 

In what ways do women who have been superintendents in Northwest Texas 
perceive the role of gender in their exiting of the superintendency 
position? 
None of the women perceived gender to be the dominant factor which 

influenced their exiting of the superintendency. The first study participant, Beth, 

persevered through a ten year superintendency in a rural school district.  Had she 

given up and exited in her early years, she might have perceived gender to be the 

primary factor as she experienced significant gender discrimination throughout those 

early years. However, because she was able to remain in her position, she felt that her 

gender had become less of an issue to the community and to her staff. She voluntarily 

exited the superintendency to take on the challenge of a new job with a higher salary.  

Although she did not perceive gender to be the primary factor, gender did play a 
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secondary role in her decision to exit.  She stated  that in order to raise her salary, she 

decided to exit the rural superintendency which typically pay less than urban 

superintendencies. Furthermore, she had recently begun a relationship and did not feel 

that as a female superintendent, it would be wise to pursue dating in the public eye. 

She also did not feel that dating in the public eye would be conducive to the 

relationship.  

The second participant, Megan, also did not perceive that gender played a role 

in her exiting of the superintendency. Although she experienced adversity and cruelty 

during her superintendency, she chose not to attribute it to gender. Her observations of 

a select few in her community included descriptions of unkindness and discrimination 

to many groups of people. No single social group seemed to be targeted. Targets 

tended to be those who crossed the paths of influential community members who felt 

entitled to operate outside of the rules. Historically, it appeared that males and females 

alike were dealt misery in their dealings with the community elite. However, much of 

the misery dealt to Megan originated with the wives of school board members who 

were employed by the district. Resistance of women to women supervisors has been 

well documented.  Emma, a superintendent participant in a 1999 study chronicled by 

Skrla, et.al (2003), made the following comments: 

And if you are really good and look like you don’t need help, I think that, as a 
woman, that invites, that just gets at people.  It gets at other women; it gets at 
other men.  I think it almost causes you more trouble with the women than with 
men.  Men will just come at you.  Women—you look back and you’re bleeding 
from the back and you never know you were stabbed.  You know, little thin 
stilettos that go in there and all of the sudden you’ve bled to death (p. 116). 
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Megan voluntarily resigned her position to avoid termination proceedings from 

the school board.  

The third participant, Georgia, retired from a long and successful educational 

career. Her final position was as a superintendent in a district in which she was 

considered an "insider". She expressed regret that she had not pursued an 

administrative career including the superintendency earlier in her life. Her age at 

attaining her first superintendency does support the research that many women are 

older than men when they enter the superintendency (Maienze, 1986; Gupton & Slick, 

1996; Shakeshaft, 1989).   

Georgia perceived that gender did not play a role in her decision to retire. 

Conclusions 

The researcher found that the experiences and reasons for exiting of the three 

former female superintendents in Northwest Texas were similar to the experiences and 

reason for exiting of men superintendents: adversarial school board relations, public 

criticism, time/stress management, political and financial worries, moving to a better 

position, and retirement. However, their experiences in the superintendency and 

reasons for exiting were at times compounded by issues such as gender discrimination 

in the workplace. Moreover, because the women did not think it proper to play golf on 

school time or to hang out in the coffee shops, they are missing out on an avenue of 

networking which is crucial to being a superintendent. That doesn't mean you can't be 

a superintendent if you don't golf or drink coffee, it does mean you must consciously 

seek and find alternate networking systems. Personal experiences with discrimination 
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or observing discrimination toward others, shaped the leaders they have become and 

has made them even more determined to ensure all children are being provided an 

equitable education. Although for the most part the women suffer in silence, they 

know that each step forward they take is a step in the right direction. Each success 

achieved and each story told, brings enlightenment and education to others who may 

be in a position to develop the necessary changes to realize social equity. 

As a practicing superintendent, in the role of a feminist investigator, this 

researcher found herself in somewhat of a double blind situation. Being all too aware 

of the stigma attached to feminism or of labeling oneself as a feminist in Northwest 

Texas presented something of a dilemma and an unconscious desire to "filter my 

message". In speaking to female administrators in this area, few if any view 

themselves as a feminist, even the ones who are staunch advocates of equity. There is 

the (mostly) unspoken understanding that in Northwest Texas, the message containing 

gender inequity must be tempered if one is a practicing administrator and especially if 

one is a female practicing administrator. I frequently tell people that I don't have a chip 

on my shoulder about this issue of few women superintendents in this geographical 

region-it is what it is. And it is true. I don't have a chip on my shoulder. I understand 

the dynamics of the social structures of this geographical region. However, given the 

fact that the pay differential is still intact,  the inoculation by denial demanded by our 

social structures,  the grossly unjust stories of discrimination, and other daily accounts 

of atrocities committed against women worldwide, I feel compelled to tell the stories 

of my sister superintendents. Making the decision to become a superintendent requires 
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many sacrifices.  Female superintendents make these sacrifices and at the same time 

they often lose their voices to portray honest assessments of the injustices they do 

endure. Although the very nature of the superintendency lends itself to personal 

attacks, men cannot be subjected to the same types of gender attacks such as being 

told they will be raped and killed or having their posterior verbally analyzed by male 

school board members for panty lines.  My hope is that this effort will be a catalyst  

for those who are in positions to positively mentor women and that it will make a 

difference in the lives of one another and in the lives of our daughters.  Exposing the 

associated inequity is one way to initiate the conversations that will generate solutions 

for this phenomenon.  

It is also essential that the voices of practicing superintendents be heard. These 

practicing superintendents should be both male and female although the majority of 

research on female superintendents is still being conducted by females. Being a 

practitioner, especially a practitioner in this geographical region,  lends credibility to 

the message. During the focus group interview, all three of the participants 

acknowledged that they were able to speak about topics that they never would have 

discussed in different circumstances.  They expressed regret that they had not known 

each other during their superintendencies and said that they felt those relationships 

could have been beneficial in providing another layer of support that is often missing 

for women superintendents. Giving superintendents and specifically female 

superintendents a venue to tell their stories is critical to establishing an impartial 

school system.  
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As a superintendent, I have seen and experienced firsthand the chivalry and 

respect that is often afforded to women in the Southern tradition. I have also witnessed 

gender discrimination at its veritable worst.  Being a superintendent is not for every 

man nor is it for every woman.  However, the choice to become a superintendent 

should not be determined by gender. We need the ability to honestly teach our boys 

and our girls in the PK-12 school system that their choices of careers are genuinely 

determined by their merit, not the constraints of a geographical social structure.  

Implications for Practice 

Implications of this study for future practice include recommendations for 

superintendent preparation programs to more extensively prepare women for the 

experiences that females face in the superintendency. There is a need for these 

programs to emphasize the role of networking and mentorship in the superintendency 

including alternates to the traditional male networking systems which include 

frequenting the golf course and the coffee shop.  Additionally, guidance should be 

provided to future administrators to promote the need to apply for administrative 

positions at the secondary level or in the central office including director, coordinator 

and assistant superintendent positions.  Gaining expertise in these fundamental 

positions would allow aspiring administrators a better sense of what the superintendent 

position involves and an increased exposure to the day to day issues experienced in a 

superintendency.  The findings also indicate implications for the professional 

development of school boards in the topics of diversity, accountability, legal 

requirements of school districts and the consequences of ignoring those legal 
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requirements.  Similar professional development for superintendent search firm 

"headhunters" would also be beneficial.  

Suggestions for Future Research 

In conclusion, this study advanced the research concerning the lack of female 

superintendents in Northwest Texas. It also contributes to the literature by adding 

understanding of female superintendents experiences in the superintendency, reasons 

they exit the superintendency and what, if any, role gender plays in their decisions to 

exit the superintendency. Clearly, the research literature on women superintendents is 

making headway.  Additional descriptions of gender issues and possible explanations 

are being identified and explored in the rich meaningful ways many researchers have 

been seeking. There remains a need for researcher collaboration to provide collective 

works dedicated to advance social justice and gender equity.   

Suggestions for future research include a need for additional qualitative studies 

of female superintendents in geographical areas which have historically hired or 

retained few women.  Furthermore, there is still a need for more research relevant to 

women superintendents of other racial or ethnic backgrounds.  Future understanding 

could be gained about how the structure of the superintendency shapes the experiences 

of women superintendents as well the potential women and persons of color have to 

reshape the superintendency itself.  

Future research could also be conducted to explore the selection process of 

prospective female superintendents in Texas.  Also, who is the applicant pool for 

superintendents composed of, including the variables of race and gender?  Do women 
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exit the superintendency before normal retirement with more frequency than men?  

Moreover, study could be initiated to discover the extent and reasons for the 

imbalance of the concentration of female superintendents in Texas. Why does there 

appear to be more women superintendents along the I-35 corridor than in regions 

located in the Panhandle and West Texas?   

The rewards reaped through the difficult work of climbing the steep, rocky 

mountain to the superintendency, offering vital and timely information to aspiring 

women, learning from the past experiences and from the past research, and creating 

meaningful conversations between researchers and practitioners are all disintegrated 

opportunities unless we consciously renew our commitment to an educational 

environment that offers equality for all who learn and work within it on a daily basis. 
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Executive Directors 

 
 Region 1 
County-District Number 108-950 
Mr. Jack C. Damron 
1900 West Schunior 
Edinburg, TX 78541-2234 
Phone: (956) 984-6000 
Fax: (956) 984-6299 
 
Region 2 
County-District Number 178-950 
Dr. Linda Villarreal 
209 North Water Street 
Corpus Christi, TX 78401-2599 
Phone: (361) 561-8400 
Fax: (361) 883-3442 
 
Region 3 
County-District Number 235-950 
Dr. Julius D. Cano 
1905 Leary Lane 
Victoria, TX 77901-2899 
Phone: (361) 573-0731 
Fax: (361) 576-4804 
 
Region 4 
County-District Number 101-950 
Dr. William L. McKinney 
7145 West Tidwell 
Houston, TX 77092-2096 
Phone: (713) 462-7708 
Fax: (713) 744-6514 
 
Region 5 
County-District Number 181-950 
Dr. R. Steve Hyden 
2295 Delaware Street 
Beaumont, TX 77703-4299 
Phone: (409) 838-5555 
Fax: (409) 833-9755 
 
Region 6 
County-District Number 236-950 
Mr. Thomas Poe 
3332 Montgomery Road 
Huntsville, TX 77340-6499 
Phone: (936) 435-8400 
Fax: (936) 435-8460 
 
Region 7 
County-District Number 092-950 
Mrs. Elizabeth Abernethy 
1909 N. Longview Street 
Kilgore, TX 75662-6827 
Phone: (903) 988-6700 
Fax: (903) 988-6735 
 
 
 
 
 

Region 8 
County-District Number 225-950 
Mr. Harvey Hohenberger 
P.O. Box 1894 
Mt. Pleasant, TX 75456-1894 
Location: 2230 N. Edwards, 75455 
Phone: (903) 572-8551 
Fax: (903) 575-2611 
 
Region 9 
County-District Number 243-950 
Ms. Anne Poplin 
301 Loop 11 
Wichita Falls, TX 76306-3706 
Phone: (940) 322-6928 
Fax: (940) 767-3836 
 
Region 10 
County-District Number 057-950 
Mr. Wilburn O. "Buddy" Echols, Jr. 
400 E. Spring Valley Road 
Richardson, TX 75081-5101 
Phone: (972) 348-1700 
Fax: (972) 231-3642 
 
Region 11 
County-District Number 220-950 
Mr. Richard Ownby 
3001 North Freeway 
Fort Worth, TX 76106-6596 
Phone: (817) 740-3600 
Fax: (817) 740-7600 
 
Region 12 
County-District Number 161-950 
Dr. Tom Norris 
P.O. Box 23409 
Waco, TX 76702-3409 
Location: 2101 W. Loop 340, 76712 
Phone: (254) 297-1212 
Fax: (254) 666-0823 
 
Region 13 
County-District Number 227-950 
Dr. Patrick G. Pringle 
5701 Springdale Road 
Austin, TX 78723-3675 
Phone: (512) 919-5313 
Fax: (512) 919-5374 
 
Region 14 
County-District Number 221-950 
Mr. Ronnie Kincaid 
1850 Highway 351 
Abilene, TX 79601-4750 
Phone: (325) 675-8600 
Fax: (325) 675-8659 

 
 
 

Region 15 
County-District Number 226-950 
Mr. Scot Goen 
P.O. Box 5199 
San Angelo, TX 76902-5199 
Location: 612 South Irene Street, 
76903 
Phone: (325) 658-6571 
Fax: (325) 658-6571 
 
Region 16 
County-District Number 188-950 
Mr. John Bass 
5800 Bell Street 
Amarillo, TX 79109-6230 
Phone: (806) 677-5000 
Fax: (806) 677-5001 
 
Region 17 
County-District Number 152-950 
Dr. Kyle Wargo 
1111 West Loop 289 
Lubbock, TX 79416-5029 
Phone: (806) 792-4000 
Fax: (806) 792-1523 
 
Region 18 
County-District Number 165-950 
Mr. Charles W. Greenawalt 
P.O. Box 60580 
Midland, TX 79711-0580 
Location: 2811 LaForce Blvd., 79711 
Phone: (432) 563-2380 
Fax: (432) 567-3290 
 
Region 19 
County-District Number 071-950 
Dr. James R. Vasquez 
P.O. Box 971127 
El Paso, TX 79997-1127 
Location: 6611 Boeing Drive, 79925 
Phone: (915) 780-1919 
Fax: (915) 780-6537 
 
Region 20 
County-District Number 015-950 
Dr. Terry W. Smith 
1314 Hines Avenue 
San Antonio, TX 78208-1899 
Phone: (210) 370-5200 
Fax: (210) 370-5750 
 

 
 
Texas School Directory, 2009-10 
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Appendix B   
Percentages of Female Superintendents in Texas by ESC Region 

 
Data Source: Texas Education Agency PK-16 Public Education Information Resource  

 2003-04 2004-05 2005-06 2006-07 2007-08 2008-09 Average 
Region 1 
Edinburgh 

24% 32% 22% 21% 19% 17% 22.5% 

Region 2 
Corpus Christi 

29% 23% 17% 19% 25% 26% 23.2% 

Region 3 
Victoria 

15% 13% 25% 20% 29% 36% 23% 

Region 4 
Houston 

42% 40% 34% 32% 33% 32% 35.5% 

Region 5 
Beaumont 

16% 25% 22% 29% 28% 27% 24.5% 

Region 6 
Huntsville 

5% 5% 5% 9% 10% 12% 7.7% 

Region 7 
Kilgore 

9% 10% 9% 11% 7% 6% 8.6% 

Region 8 
Mt. Pleasant 

6% 15% 17% 21% 27% 26% 18.7% 

Region 9 
Wichita Falls 

6% 6% 3% 3% 5% 5% 4.7% 

Region 10 
Richardson 

18% 16% 16% 18% 18% 17% 17.2% 

Region 11 
Fort Worth 

20% 19% 22% 20% 23% 21% 20.8% 

Region 12 
Waco 

18% 23% 22% 23% 24% 22% 22% 

Region 13 
Austin 

31% 38% 34% 28% 20% 29% 30% 

Region 14 
Abilene 

12% 13% 12% 2% 5% 5% 8.2% 

Region 15 
San Angelo 

2% 2% 2% 14% 17% 19% 9.3% 

Region 16 
Amarillo 

3% 3% 3% 7% 8% 11% 5.8% 

Region 17 
Lubbock 

3% 3% 3% 3% 3% 3% 3% 

Region 18 
Midland 

17% 19% 14% 15% 18% 15% 16.3% 

Region 19 
El Paso 

29% 14% 13% 21% 29% 31% 22.8% 

Region 20 
San Antonio 

20% 21% 26% 24% 25% 24% 23.3% 

Texas  17% 18% 18% 18% 19% 19% 18.2% 
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Appendix C   
Turnover Rates of Male and Female Superintendents in Texas by ESC Region 

 2003-04 
M/F 

2004-05 
M/F 

2005-06 
M/F 

2006-07 
M/F 

2007-08 
M/F 

2008-09 
M/F 

Average 
M/F 

Region 1 
Edinburgh 

9%/10% 20%/21% 9%/0% 18%/11% 15%/0% 8%/0% 13%/7% 

Region 2 
Corpus Christi 

28%/15% 21%/0% 17%/14% 9%/13% 15%/27% 14%/8% 17%/13% 

Region 3 
Victoria 

6%/0% 18%/20% 23%/40% 9%/13% 14%/50% 12%/13% 14%/23% 

Region 4 
Houston 

10%/29% 19%/20% 14%/23% 27%/10% 10%/17% 16%/17% 16%/19% 

Region 5 
Beaumont 

7%/0% 21%/0% 12%/0% 23%/11% 8%/0% 14%/13% 14%/4% 

Region 6 
Huntsville 

13%/67% 17%/0% 16%/0% 18%/0% 12%/33% 8%/0% 14%/17% 

Region 7 
Kilgore 

8%/11% 15%/0% 8%/11% 18%/11% 21%/0% 17%/17% 13%/8% 

Region 8 
Mt. Pleasant 

8%/0% 18%/0% 15%/13% 13%/20% 17%/15% 14%/8% 14%/9% 

Region 9 
Wichita Falls 

18%/0% 9%/0% 11%/0% 2%/0% 3%/50% 9%/50% 9%/17% 

Region 10 
Richardson 

13%/26% 20%/18% 21%/12% 9%/21% 22%/21% 12%/11% 16%/18% 

Region 11 
Fort Worth 

12%/29% 11%/24% 11%/37% 10%/11% 10%/20% 15%/5% 12%/21% 

Region 12 
Waco 
 

10%/7% 19%/16% 13%/0% 17%/5% 20%/16% 14%/22% 16%/11% 

Region 13 
Austin 

16%/2% 13%/38% 28%/13% 14%/10% 15%/20% 13%/15% 17%/16% 

Region 14 
Abilene 

22%/0% 17%/0% 14%/0% 18%/0% 5%/50% 13%/0% 15%/8% 

Region 15 
San Angelo 

14%/0% 15%/0% 12%/0% 17%/33% 11%/14% 26%/13% 16%/10% 

Region 16 
Amarillo 

14%/0% 15%/0% 10%/50% 11%/50% 9%/0% 7%/0% 11%/17% 

Region 17 
Lubbock 

7%/0% 12%/0% 10%/0% 11%/0% 4%/0% 7%/0% 9%/0% 

Region 18 
Midland 

28%/0% 21%/14% 23%/0% 17%/0% 11%/0% 17%/0% 20%/2% 

Region 19 
El Paso 

20%/25% 25%/0% 0%/50% 27%/0% 17%/40% 9%/0% 16%/19% 

Region 20 
San Antonio 

18%/21% 14%/20% 12%/22% 14%/0% 15%/24% 9%/6% 14%/16% 

Texas  14%/12% 17%/10% 14%/13% 15%/11% 13%/19% 12%/10% 14%/13% 

 

Data Source: Texas Education Agency 
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Appendix D   
Audit Trail Chart 

 

Reference 
Number 

Refers to the directory number assigned to each citation. This column is 
listed in chronological order. I = Interview   L=Line number   p=page 
number  
 

Participant Refers to the name of the participant being cited. 
 

Document 
Name 

Refers to the name of the document being referenced. See the chart below 
for examples: 
 
Name Reference Document 

 Megan 1 –Interviewee #1 First Interview with Megan 
 Megan  2 –Interviewee #1 Second Interview with Megan 
 Georgia  1 –Interviewee #2 First Interview with Georgia 
 Georgia 2 –Interviewee #2 Second Interview with Georgia 
 Beth 1 –Interviewee # 3 First Interview with Beth 
 Beth  2 – Interviewee # 3 Second Interview with Beth 
 FG –Focus Group All Focus Group Interview 
 
 
Example: …I was really a person who could be seen as being Ivory Tower and 

teaching you how to do things, but yet never doing them [I31L1p8]. 

 

R eferencing the Audit Trail Chart, locate the number encased in brackets at the 

end of the citation. This number can be found in the first column entitled Reference 

Number.  

 
Reference Number  Participant   Document Name 
I31L1p8   Beth    Beth 1 
 
 

Moving from left to right, in column one, entitled Reference Number, you will 

learn that this was Interviewee  #3, first interview, line 1, page 8. In column two, 
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entitled Participant, you will learn that the citation was made by Beth. Column three, 

entitled Document Name, lets you know that the citation was made during the first 

interview with Beth.  

Upon locating the transcript of the first interview with Beth, finding line 1 

page 8, the following will be found: 

I decided I didn’t really want to be a principal if you want to know the truth.  

And I didn’t really want to be a superintendent. I got those degrees in order to be able 

to have a little bit of—to be recognized as understanding a little bit about their role.  

Because I knew, I was really a person who could be seen as being Ivory Tower and 

teaching you how to do things, but yet never doing them.  
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Reference Number  Participant  Document Name 

I31L5p3   Beth   Beth 1 

FGL4p25   Beth   FG 

FGL11p25   Beth   FG 

I31L30p4   Beth   Beth 1 

I31L1p8   Beth   Beth 1 

FGL4p28   Beth   FG 

FGL17p29   Beth   FG 

I31L14p14   Beth   Beth 1 

FGL14p33   Beth   FG 

I31L22p33   Beth   Beth 1 

I31L10p3   Beth   Beth 1 

I31L4p41   Beth   Beth 1 

I32L5p9   Beth   Beth 2 

FGL3p21   Beth   FG 

I31L25p10   Beth   Beth 1 

I31L3p11   Beth   Beth 1 

I31L13p8   Beth   Beth 1 

I31L4p25   Beth   Beth 1 

I31L23p2   Beth   Beth 1 

FGL15p40   Beth   FG 

I32L11p15   Beth   Beth 2 

I31L18p40   Beth   Beth 1 
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Reference Number  Participant  Document Name 

I11L5p2   Megan   Megan 1 

FGL29p11   Megan   FG 

I11L20p4   Megan   Megan1 

I11L28p4   Megan   Megan 1 

I12L23p1   Megan   Megan 2 

I11L11p8   Megan   Megan 1 

I11L9p10   Megan   Megan 1 

I11L19p11   Megan   Megan 1 

I11L17p16   Megan   Megan 1 

FGL24p16   Megan   FG 

I12L22p21   Megan   Megan 2 

I11L24p5   Megan   Megan 1 

I12L27p13   Megan   Megan 2 

I12L7p2   Megan   Megan 2 

I12L3p32   Megan   Megan 2 

I12L18p32   Megan   Megan 2 

I12L18p32   Megan   Megan 2 

I11L15p23   Megan   Megan 1 

I12L25p23   Megan   Megan 2 

I12L25p23   Megan   Megan 2 

I11L26p6   Megan   Megan 1 
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Reference Number  Participant  Document Name 

I11L8p7   Megan   Megan 1 

I12L12p6   Megan   Megan 2 

I11L15p5   Megan   Megan 1 

I11L14p24   Megan   Megan 1 

I12L15p17   Megan   Megan 2 

I12L10p22   Megan   Megan 2 

I12L7p8   Megan   Megan 2 

I12L7p23   Megan   Megan 2 

I12L1p35   Megan   Megan 2 

I12L18p24   Megan   Megan 2 

I12L11p21   Megan   Megan 2 

I11L16p22   Megan   Megan 1 

I12L19p18   Megan   Megan 2 

FGL26p20   Megan   FG 

I11L16p22   Megan   Megan 1 

I12L19p18   Megan   Megan 2 

FGL26p20   Megan   FG 

FGL15p20   Megan   FG 

I21L29p4   Georgia  Georgia 1 

I21L8p5   Georgia  Georgia 1 

I21L8p6   Georgia  Georgia 1 
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Reference Number  Participant  Document Name 

I21L4p7   Georgia  Georgia 1 

I21L2p9   Georgia  Georgia 1 

I21L4p10   Georgia  Georgia 1 

I21L22p13   Georgia  Georgia 1 

FGL23p22   Georgia  FG 

I22L27p10   Georgia  Georgia 2 

FGL1p10   Georgia  FG 

I22L27p18   Georgia  Georgia 2 

I22L13p2   Georgia  Georgia 2 

I21L25p8   Georgia  Georgia 1 

I21L29p7   Georgia  Georgia 1 

I21L16p15   Georgia  Georgia 1 

I22L1p5   Georgia  Georgia 2 

I22L20p19   Georgia  Georgia 2 

FGL20p57   Georgia  FG 

I22L26p8   Georgia  Georgia 2 

FGL1p9   Georgia  FG 

I22L11p10   Georgia  Georgia 2 

I21L6p12   Georgia  Georgia 1 

I12L27p26   Megan   Megan 2 

FGL2p15   Megan   FG 

FGL17p43   Georgia  FG 
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Reference Number  Participant  Document Name 

FGL27p41   Beth   FG 

I31L17p23   Beth   Beth 1 

FGL21p31   Beth   FG 

I31L5p28   Beth   Beth 1 

FGL8p17   Georgia  FG 

I32L2p32   Beth   Beth 2 

I12L3p31   Megan   Megan 2 

I22L21p16   Georgia  Georgia 2 

I12L13p30   Megan   Megan 2 

I32L19p30   Beth   Beth 2 

I12L17p30   Megan   Megan 2 

I22L30p16   Georgia  Georgia 2 

I32L28p30   Beth   Beth 2 

FgL19p41   Beth   FG 

I22L20p13   Georgia  Georgia 2 

FGL21p26   Beth   FG 

FGL25p27   Beth   FG 

I31L17p24   Beth   Beth 1 

FGL2p34   Beth   FG 

I21L7p11   Georgia  Georgia 1 

I11L17p2   Megan   Megan 1 

I31L1p30   Beth   Beth 1 
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Reference Number  Participant  Document Name 

FGL24p31   Beth   FG 

I31L24p37   Beth   Beth 1 

I31L9p36   Beth   Beth 1 

I31L21p37   Beth   Beth 1 

FGL26p50   Beth   FG 

I12L18p1   Megan   Megan 2 

I12L8p28   Megan   Megan 2 
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Appendix E   
Interview Protocol 

 

1.   Please tell me about your background. (Probes, if not volunteered: Where were 

you raised, how did you get into education, marital status, children...) 

2.   Share with me what motivated you to become a school administrator....why 

you wanted to move into administration in the first place and what were your 

personal and professional experiences as you moved from teaching to 

administration?  

3.   Please describe your ascent/career path into the superintendency, # of years as 

superintendent, what initially attracted you to the superintendency,  

4.  Please describe during your relationship with your school board, community, 

faculty, and staff during your superintendency (ies). 

5.  Please describe a typical interaction with school board members, community, 

faculty, and/or staff. 

6.   Please describe a unique interaction with school board members, community, 

faculty, and/or staff. 

7.   What were the major factors or conditions that contributed to your decision to 

leave the superintendency (Probes, if not volunteered: Could your exit best be 

described as a voluntary or involuntary resignation, a retirement, a resignation 

"under pressure", other?) 
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8.   What were the qualities or conditions you sought in your immediate 

subsequent position after the superintendency? Why?  

9.   It has been stated that the superintendency is a difficult job regardless of 

gender and it is a mistake to read too much into women superintendents’ 

departures.  What is your response to that statement? 

10.   Given your own experiences, what do you think might be done to help recruit 

and retain more women in the superintendency? 

11.  What advice would you give to a woman who was considering taking a 

superintendent’s position? If you had a chance to do it all over again, what 

would you do the same and/or what would you do differently?  

12.  What question do you think I should have asked that I didn't?  
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Appendix F   
Focus Group Interview Protocol 

 

Allow all participants to give a brief description of their educational 

background. 

1) Each of you shared with me about your life history; how you started out 

in administration, how you came to be a superintendent, and the events 

leading up to your exit from the superintendency. 

2) Then it was followed by a second interview in which you expounded 

upon your personal and professional experiences in your 

superintendency and subsequent exit.  

Review the topics of the interviews that all participants have concluded. 

Inform the participants about the process regarding the transcribing of the tapes 

from the interviews and let them know that they will have the opportunity to review 

and respond to the transcriptions. 

 

 


	Acknowledgement
	Abstract
	Chapter I  Introduction
	Background to the Study
	Statement of the Problem
	Purpose of the Study
	Research Questions
	Rationale for the Study
	1Theoretical Framework
	Assumptions of the Study
	Limitations
	Delimitations
	Definitions of Terms

	Organization of the Study

	Chapter II  Literature Review
	Introduction
	Superintendency: Conflict, Turnover, and Shortages
	Female Superintendents
	Stage One:  Absence of Women in the Superintendency
	Stage Two: The Search for Women Superintendents
	Stage Three:  Women as Disadvantaged or Subordinate
	Stage Four:  Women Studied on Their Own Terms
	Stage Five: Challenges to Theory
	Stage Six: Transformation of Theory
	Women of Color

	Exiting the Superintendency
	Females Who Exit the Superintendency
	Feminist Theory: Gender Issues
	Conclusion

	Chapter III  Methodology
	Introduction
	Purpose of the Study
	Research Questions
	Research Design
	Rationale
	Context of the Study
	Data Collection Procedures
	Sequence of Data Collection
	Interviews and Focus Group
	Archival Data

	Participants
	Data Analysis
	Formal Data Analysis
	Trustworthiness
	Credibility
	Triangulation
	Member checking
	Transferability
	Dependability
	Audit trail
	Confirmability

	Context of the Researcher

	Summary

	Chapter IV  Beth
	Beth’s Story
	Educational Background
	Career Leading Up to the Superintendency
	Context of the Superintendency
	Major Challenges
	Personnel Issues
	The Turning Point

	Exiting the Superintendency

	Research Findings
	Band of Brothers: The Face of the Superintendency
	A Higher Power
	One Day at a Time
	The Organization as the Family
	Yearning for a New Adventure
	Life in a Fishbowl

	Summary of Research Findings
	Attainment of the Superintendency
	Tenure of the Superintendency
	Exiting the Superintendency


	Chapter V Megan
	Megan’s Story
	Educational Background
	Career Leading Up to the Superintendency
	Moving into Administration
	Context of Superintendency
	Major challenges

	Exiting the Superintendency
	The Turning Point
	The Last Straw


	Research Findings
	Politics vs. Children
	Is Integrity Optional?
	Preparation and Expectations
	No Best Girlfriends at Work!
	Is it a Good Fit?
	Salary Does Matter
	The Best Kept Secret
	A Feminine Perspective
	Sometimes You Have to Walk

	Summary of Research Findings
	Attainment of the Superintendency
	Tenure in the Superintendency
	Exiting the Superintendency


	Chapter VI  Georgia
	Georgia’s Story
	Educational Background
	Career Leading Up to the Superintendency
	Context of Superintendency
	The Third Time is a Charm
	Personnel
	Accomplishments
	Embedded in the Community

	Exiting the Superintendency

	Research Findings
	We’ve Always Had a Man
	I Knew of a Woman...
	Followed by a Woman
	What Next?

	Summary of Research Findings
	Attainment of the Superintendency
	Tenure in the Superintendency
	Exiting the Superintendency


	Chapter VII  Themes
	School Board Members
	Governance vs. Management
	Spouses of Board Members
	Favors for the Family
	Renegade Board Members
	Superintendent Evaluations

	The Male Network
	The Golf Course
	Coffee Shops

	Mentors, Influential Colleagues and Role Models
	Support Systems
	Gender and Mentoring Other Women
	Gifts in Gender
	Put Your Big Girl Panties On
	Gender Equity...Work in Progress
	Mentoring Other Women

	Conclusion

	Chapter VIII  Conclusions, Implications for Practice, And Suggestions for Future Research
	Summary of Findings
	Conclusions
	Implications for Practice
	Suggestions for Future Research

	7BReferences
	Appendix A   Texas Regional Education Service Centers Map and Executive Directors, January 2010
	Appendix B   Percentages of Female Superintendents in Texas by ESC Region
	Appendix C   Turnover Rates of Male and Female Superintendents in Texas by ESC Region
	Appendix D   Audit Trail Chart
	Appendix E   Interview Protocol
	Appendix F   Focus Group Interview Protocol


