DIGITALCOMMONS

— @WAYNESTATE— Wayne State University

Wayne State University Dissertations

1-1-2011

metropohtan detroit principa S an
superintendents’ perceptions regarding barriers and

facilitators for job attainment

Women and the high school rincgﬁalship:

Heidi Schnabel Kattula
Wayne State University,

Follow this and additional works at: http://digitalcommons.wayne.edu/oa_dissertations

b Part of the Educational Administration and Supervision Commons, Other Education Commons,
and the Secondary Education and Teaching Commons

Recommended Citation

Schnabel Kattula, Heidi, "Women and the high school principalship: metropolitan detroit principals' and superintendents' perceptions
regarding barriers and facilitators for job attainment" (2011). Wayne State University Dissertations. Paper 395.

This Open Access Dissertation is brought to you for free and open access by Digital Commons@WayneState. It has been accepted for inclusion in
‘Wayne State University Dissertations by an authorized administrator of Digital Commons@WayneState.

www.manharaa.com



http://digitalcommons.wayne.edu/?utm_source=digitalcommons.wayne.edu%2Foa_dissertations%2F395&utm_medium=PDF&utm_campaign=PDFCoverPages
http://digitalcommons.wayne.edu/?utm_source=digitalcommons.wayne.edu%2Foa_dissertations%2F395&utm_medium=PDF&utm_campaign=PDFCoverPages
http://digitalcommons.wayne.edu/oa_dissertations?utm_source=digitalcommons.wayne.edu%2Foa_dissertations%2F395&utm_medium=PDF&utm_campaign=PDFCoverPages
http://digitalcommons.wayne.edu/oa_dissertations?utm_source=digitalcommons.wayne.edu%2Foa_dissertations%2F395&utm_medium=PDF&utm_campaign=PDFCoverPages
http://network.bepress.com/hgg/discipline/787?utm_source=digitalcommons.wayne.edu%2Foa_dissertations%2F395&utm_medium=PDF&utm_campaign=PDFCoverPages
http://network.bepress.com/hgg/discipline/811?utm_source=digitalcommons.wayne.edu%2Foa_dissertations%2F395&utm_medium=PDF&utm_campaign=PDFCoverPages
http://network.bepress.com/hgg/discipline/809?utm_source=digitalcommons.wayne.edu%2Foa_dissertations%2F395&utm_medium=PDF&utm_campaign=PDFCoverPages
http://digitalcommons.wayne.edu/oa_dissertations/395?utm_source=digitalcommons.wayne.edu%2Foa_dissertations%2F395&utm_medium=PDF&utm_campaign=PDFCoverPages

WOMEN AND THE HIGH SCHOOL PRINCIPALSHIP:
METROPOLITAN DETROIT PRINCIPALS’ AND SUPERINTENDENT S’
PERCEPTIONS REGARDING BARRIERS AND FACILITATORS
FOR JOB ATTAINMENT

by
HEIDI SCHNABEL KATTULA
DISSERTATION
Submitted to the Graduate School
of Wayne State University,
Detroit, Michigan
in partial fulfillment of the requirements
for the degree of
DOCTOR OF EDUCATION
2011

MAJOR: EDUCATIONAL LEADERSHIP
AND POLICY STUDIES

Approved by:

Advisor Date

www.manaraa.com



© COPYRIGHT BY
HEIDI SCHNABEL KATTULA
2011

All Rights Reserved

www.manaraa.com




ACKNOWLEDGEMENTS
To my family and friends, thank you for your ongmiunconditional support and
patience. | would like to thank my advisor, Dr. M&el Addonizio, for your guidance,
patience and dedication; my cognate advisor, DitorBb Sawilowsky, for all of your
support, patience and incredible knowledge; myettation committee member, Dr. Monte
Piliawsky for your incredible attention to detdilymor and ongoing support; and Dr. Bulent

Ozkan for all your expertise and assistance withstatistical data analysis.

www.manaraa.com




TABLE OF CONTENTS

Acknowledgements . . ... ... i
List Of Tables. . ... vi
CHAPTER 1 — INtroduCtion . . . . . .o oo e e e e e e e e e e e e e e e 1
Purpose of the Study . . . . ... oo e 8
Significance of the Study. . . . ... . . . . 8
Definition of Key Terms . . .. ... et e e e 10
Limitations of the Study . ... i 11
Variables inthe Study . . ... ... i 11

Research Questions and Null Hypotheses . ..o o012

CHAPTER 2 — Review of related literature . . . .. ... ... e 15
INrOdUCHION . . . . i 15
A history of the role of women in educational adistration. . . ............... 15

Limited research about women principals . . ..ccoco oo oo oL AT
Limited research about women principals within ¢&aschools. . .. ........... 18

Barriers for women in acquiring a high school pipa¢ship . .. ............... 20

Leadership styles and differences. . . . . e oo L 2]

Characteristics, attributes, and career pathsméle public administrators . . . . .. 28

Preparation programs for principals. . . . .cuw. ..o oo oo o3l

Mentors and sponsors for aspiring female admin@tsa. . . .................. 34

Personal and professional support for female adtnators . . . ................ 36

The existing leadership crisis in educational adsiiation. . .. ................ 37
iii

www.manaraa.com



Policy implications. . . . . .. ... . 39

SUMMATY .« .ot e e e e e e e e e e e 40

CHAPTER 3= Methodology . .. ... ... e e 42
INtrodUCHION. . . . ..o e 42
Research QUESHIONS. . . . .. .. e e 43
Research Design . . . ... 44
Variables inthe Study. . . ... e 45
Setting forthe Study. . .. ... . e 46
Participants. . ... ... 46
Data ColleCtion. . . . . ... 46
INStUMENES. . . . e e e 47
POWEr ANalYSiS . . 48
Exploratory Factor Analysis. . . .. ..ot o 50
NON-respondent Bias. . . . . . ..ottt e ettt e e 52
Reliability. . . .. .. e 52
Data ANalySIS . . . . e e e 52
SUMMATY . .o e et e e e e 56

CHAPTER 4 — RESUIS. . . . . ot e e e e i e e 58
Description of Sample. . . ... ... 59
Data ANalysis. . . . oo o e 69

CHAPTER 5 = DISCUSSION .. .. ... e e 72
OVEIVIEBW . . o e e e e e 72
FINAINGS . .. e 73

v

Ol LAC U Zyl_ilsl

www.manaraa.com




Limitations . . . . . . o e 78
Recommendations for Further Research. . .. ......... ... .. . .. 78
Appendix A — Principal SUIVEY . . . . ..o e 82

Appendix B — Superintendent Survey. . ... e i e e ... 8D

Appendix C — Human Investigation Committee Appraval . . .. ................. 88

REfEIENCES. . . . o 89
ADSIIACT . . .o e e 94
Autobiographical Statement . . .. ... ... 95

www.manaraa.com




LIST OF TABLES

Table 1: Oakland County Superintendent & High Stiwmcipal Gender 1998-20009. . . .. 7

Table 2: Multiple Regression Power Analysis for tlependent variable Barriers. . . ... .. 49
Table 3: Multiple Regression Power Analysis for tiependent variable Facilitators. . . . . . 49
Table 4: EFA Total Variance Explained. . . ... s 50
Table 5: EFA Rotated Component MatriX. . . ...o. oo i e ... 01
Table 6: Statistical ANalySIS. . . . ..ot v 54
Table 7: Demographics Frequency DistributionS...... . .. .......... vt .. 59
Table 8: Principal & Superintendent Frequency bstions. . . ................ ... 60
Table 9: Descriptive Statistics — Barriers. . . ... ... e 62
Table 10: Descriptive Statistics — Facilitators. . . . . ........ ... .. ... 66
Table 11: Multiple & Multivariate Analysis. . . ... .. o 69
Vi

www.manaraa.com



CHAPTER 1
Introduction

Public schools are supposed to be equal opportenifyloyers. Because of this fact,
they should contain a diverse group of individualso were hired based on their level of
qualifications—not their gender, race, age, or ligg. However, upon entering a public
school it becomes apparent that diversity amongethmeloyees still does not exist. This
disparity is particularly the case with respecgender. For decades, each gender has held
distinct and separate roles within education (BelChase, 1993). “The message women
teach and men manage still remains,” (McGovern-Retbi& Ovando, 2002, p. 2).

Throughout the last century, the role of femaleselementary and secondary
education has undergone many changes. In the gtlemntury, teaching was and continues
to be primarily a female profession (Shakeshaf§9)9Female presence has dominated the
educational field; however, male presence has moati to dominate the administrative
positions within education. In recent decades, niemales have begun to appear in these
roles, but they are still seen only in small nurslhi@hakeshaft, 1999).

One element that is essential for nurturing antefosy student learning, aspirations,
and goals is the presence of effective role modethicators tell students that they can
become anything they want as long as they haven#dwessary will, determination and
perseverance. However, tomorrow’s future leadeksgatoday’s youth) continue to develop
in an environment that reinforces and perpetuatsder stratification. After all, “what
happens in schools influences what happens in tyoar& vice versa” (Blount, 1998, p.

165).
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The gender stratification that once existed in jpudthools still exists today. Blount
(1998) contended that “the present configurationrsdiool administration is inextricably
woven with traditional gender definitions that @remised on males controlling females” (p.
161). Women are viewed as capable and competent futfdling the role as a classroom
teacher; however, when it comes to the adminisgdevel, women are not viewed in the
same capacity. Over time, men have made greakestiid increasing their representation
within the teaching ranks. Currently, 43% of pulsecondary teachers are male and 57% are
female (National Center for Education Statistic80&). However, when examining gender
representation among secondary administratorscahgposition does not reflect the same
parity (NCES, 1996).

In 1985, the National Center for Education StaistfiNCES) undertook a critical
review of schools and school personnel. As a redluthis review, NCES redesigned the
Schools and Staffing Survey (SASS) to solicit infation regarding teacher demand and
shortage, teacher and administrator characterisgéashers’ and administrators’ perceptions
regarding school climate and decision-making pcasti as well as general conditions in
schools. In April of 1997, NCES published “PublindaPrivate School Principals in the
United States: A Statistical Profile 1987-88 to 3@81.” The data for this report came from
SASS data from 1987-88 to 1993-94. This report iplexy an extensive analysis regarding
educational administration. One of the findingsluded the fact that while females have
made progress at acquiring elementary principasstirpm 30% in 1987-88 to 41% in 1993-
94, unfortunately, they still have made little pregs in acquiring secondary principalships,

9% in 1987-88 to 14% in 1993-94 (NCES, 1997, p.7).
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Locating current gender research within educati@thinistration is not a simple
task. There is no reliable nationwide database tifaaks gender in school administration
(Shakeshaft, 1999). The 2007-08 SASS report inglicttat there are 21,550 principals at the
secondary level; however, it did not disaggregagedata by gender. The only disaggregated
data currently available through SASS regardingseéary principals include: distribution
by race/ethnicity, highest degree earned, expezidacels, average salaries and average
hours per week worked. Since there is no otheabdae, or survey, which contains
disaggregated principal gender, in order to acqelementary or secondary principals’
gender distribution, state or intermediate schastridt directories must be examined in
order to count the number of males and femalesanglhThe SASS data provide a great deal
of insightful information regarding principals; hewer, with the omission of gender
disaggregation by level, the SASS report clearlysitates a concerning limitation in
educational research. It is important for studeexamine gender representation by level
because although women have made inroads at timerdary principalship, they continue to
struggle for equity among secondary administraspscifically at the high school level.

Since there are no national data available whikistiate women’s employment in
school administration, there is a need to studyreturhigh school administrators and
examine the gender representation that existsx lyears’ time, the increase for the nation at
the secondary level was only five percentage pointgould be most helpful to compare the
1993-94 data to 2010-11 data; however, currentgrethare no national data regarding
principal gender by level. Thus, it is worthwhiteéxamine state or county data.

The Michigan Center for Educational Performance laformation (CEPI) maintains

a School Code Master (SCM), which is a databas#l achool building-related information
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for districts and public school academies in tlaesbf Michigan. The SCM includes general
directory information as well as the official distrand school identification codes of all K-
12 public facilities. The SCM is available on CEPWebsite and can be downloaded and
converted to an Excel spreadsheet. After examitiiegspreadsheet, the percent of male and
female high school principals in the state of Mgan can be computed.

During the 2006-07 school year, there were 870ipuigh schools in Michigan. Of
these, 108 were public school academies (PSA)a(ackarter schools) and 762 were Local
Education Agency (LEA) schools. As a whole, n=63@%) of public high schools had a
male principal while only n=240 (28%) of the scloblad a female principal. Within the
LEA group the discrepancy was consistent, n=5720)76f the principals were male while
only n=190 (25%) were female; however, within th®APgroup, there was only a slight
discrepancy, n=57 (53%) of the principals were maldle n=51 (47%) were female.
Comparing the disaggregated data leads to furthestmpns pertaining to gender within
educational administration with respect to LEAs &8As.

During the 2008-09 school year, within Michigan’akiand County there were 80
public high schools. Of these, five were PSAs ahdré LEAs. As a whole, n=53 (66%) of
public high schools had a male principal and n=34%) of the schools had a female
principal. With respect to the PSA group, four werale and one was female. With respect
to the LEA group, the discrepancy was consistettt thie state of Michigan data from 2006-
07: n=49 (65%) of the principals were male whiléyam=26 (35%) were female. However,
within the LEAs, there were 25 alternative high eals whose principal gender did not

reflect the same discrepancy. In fact, for theradftBve schools, n=10 (40%) had a male
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principal while n=15 (60%) had a female principalithin the non-alternative LEAs, n=39
(78%) of the principals were male and only n=11%22vere female.

An alternative high school offers high school s@m# in an untraditional setting.
Students who attend alternative schools typicatlysd because they were not able to find
success in a traditional high school or becausg #dre in need of high school credit
recovery. Alternative high schools offer studentsare individualized approach to their
learning with a smaller student to teacher ratioe Tiours of operation at an alternative high
school are more flexible to meet the students' sie€dachers at alternative high schools
must meet highly qualified requirements; howeveeytoften are certified to teach more than
one subject area. Administrators at alternativeh teghools are more likely to be women
because these high schools are not viewed as ugaso demanding as traditional high
schools. They also tend to require a leader whan@e empathetic, nurturing and
understanding of the different needs of the stigjecttaracteristics more often associated
with women than men.

Oakland County’'s data are extremely telling wheanmexing each subgroup. While
there were 108 PSAs in the state of Michigan in6200, there were only five PSAs in
Oakland County during the 2008-09 school year. Thibkely to be a function of charter
schools’ tendency to be established in urban areesus suburban or rural areas. There is
more demand/need for public educational choicaglian areas where schools tend to have
lower standardized test scores than in suburbas gre. Oakland County) where test scores
are higher. However, what is a bit surprising ie ¢ender representation that exists within
the Oakland County PSAs (four were male and oneferasle) when compared to the state

of Michigan’s 2006-07 data regarding PSAs (n =53% of the principals were male while
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n=51 (47%) were female). Also surprising is the l@a# County alternative LEAs gender
representation: (n=10 (40%) had a male principdlenti=15 (60%) had a female principal),
which could imply that it is easier to become anki@ad County female high school
principal within alternative schools.

When examining the combined group of PSAs and LEA&rms of high school
principal gender within Oakland County over thetpa$ years, Table 1 illustrates that
principal gender ranges from 84%--16% (male--fepnale1999-00 to 61%--39% (male—
female) in 2004-05 (see Table 1 below). The rangkinvthe LEA subgroup is 86%--14%
(male—female) in 1999-00 to 63%--37% (male—femahe2004-05. The range within the
PSA subgroup is 80%--20% (male—female) in 2008-®2@%--80% (male—female) in
2002-03. In summary, female representation haseasad over time within the LEA

subgroup; however, it has significantly decreasgdimthe small PSA subgroup.
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Table 1

Oakland County Superintendent & High School Principal Gender 1998-2009

Principals Superintendents
LEAs PSAs Xz(l) Total Principals
M F M F M F M F

1998-99 80% 20% 75% 25% 0.72 80% 20% 79% 21%
1999-00 86% 14% 50% 50% 29.78" 84% 16% 79% 21%
2000-01 NA NA NA NA NA NA NA NA
2001-02 77% 23% 60% 40% 6.70** 76% 24% 86% 14%
2002-03 80% 20% 20% 80% 72.00** 70% 30% 86% 14%
2003-04 65% 35% 25% 75% 32.32** 63% 37% 82% 18%
2004-05 63% 37% 33% 67% 18.03** 61% 39% 79% 21%
2005-06 67% 33% 50% 50% 5.95%* 65% 35% 64% 36%
2006-07 64% 36% 40% 60% 11.54* 62% 38% 61% 39%
2007-08 67% 33% 80% 20% 4.34* 66% 34% 57% 43%
2008-09 65% 35% 80% 20% 5.64** 66% 34% 57% 43%

2008-09 n=75 n=5 n=80 n=28

Source: Oakland Intermediate School District Directory (1998-99 through 2008-09)
NA=Data Not Available
*p<.05 *p<.01

The process that districts use when hiring a hajtosl principal can vary. There are
occasions when districts will use a committee psecavhich often includes a site visit.
Committees can consist of students, parents, tescheilding level administrators within
the district, central office personnel and boardniers. Another common process involves
districts’ central office personnel conducting timerviews and being the sole decision
makers. The central office personnel in this exangainsist of: the assistant superintendent
of instruction (who is typically the high schoolinmipal’s direct supervisor), the assistant
superintendent of personnel or human relationsta@duperintendent. The superintendent’s
management and leadership style will determindlitheee central office personnel have
equal decision-making power or if the decision gesilely with the superintendent. More
often than not, the superintendent has the finalsd®. Thus, it is worthwhile to examine
the superintendent gender within Oakland County.rifigu the last 11 years, the

superintendent gender ranged from 86%--14% (24 malé female) in 2002-03 to 57%--
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43% (17 male — 11 female) in 2008-09 (see TableAgjpin, female representation within
this group also increased over time. The data mayige some insight regarding whether or
not superintendent gender positively or negatiadlgcts the high school principal gender.

The difference between the national data in 1993%férhales represented 14% of
secondary principals) and the Michigan data in 200§females represent 28% of secondary
principals) equates to 14 percentage points ol year time period. While this comparison
represents a part versus a whole, what is impottargécognize is the lack of progress that
has been made in achieving gender equity amongagdnal administrators, specifically at
the secondary level. Ideally, researchers shoutangme longitudinal data for public school
administrators in Michigan and the United Stateswéwver, there are no national data
available to examine.

Purpose of the Study

The purpose of this study was to determine if thegesignificant difference between
the perceptions of men and women high school aisiand superintendents regarding
barriers and facilitators for women who aspire #tnga position as a public high school
principal in Michigan. For the purposes of thisdstugender and other variables that may
influence perceptions of high schools principalshimi Michigan’s Oakland, Macomb and
Wayne County public high schools were examined.

Significance of the Study
After more than two decades of research, many tiguess still remain

unanswered regarding the underrepresentation of emom school administration. The
literature on this topic provides some evidencetl® underrepresentation, as well as

common barriers for women who aspire to becomecipats. However, it is limited in
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providing insight and recommendations regarding rewrent principals may overcome
these barriers. Research needs to provide infoomategarding principals who have
overcome barriers and also strategies, solutiodsfagilitators that will help to ameliorate
the gender discrepancy that currently exists. Tineey data that was collected and analyzed
in this study will contribute to this much needewlarstanding.

Until the late eighteenth century, all formal schteaching in the United States was
done by men. Once women entered into the fieldeafching (1820’s), they still had
difficulty entering into the administrative rankBetween 1820 and 1900, only a handful of
women held administrative positions (Shakeshaf®9)9However, between 1900 and 1930,
women began to receive positions in school admatish. This rise in representation was
not long lived. After the 1930s, women’s represeota within administration began to
decline. Large contributors to the decline inclixd¢h the movement for equal pay and the
economic depression of the late 1930s (Shakeshff9). Blount (1998) analyzed the
number of women in the superintendency from 1910960 and found that overall the
representation of women in the 1930s had not yeedbeen equaled.

The rise and fall of women in the superintenderey reen well documented (Blount,
1998). However, little research exists regardingdge within the high school principalship.
The high school prinicpalship is seen as one okteps on the ladder that must be climbed
in order to achieve a superintendent position; hanethere is not much research regarding
gender at this level of educational administratibn.fact, current national or state data
regarding principal gender by level are unavailable any form (i.e. aggregate or

disaggregate).
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The continual absence of principal gender resealmhg with the ongoing disparity
with respect to gender confirms the fact that aold#l research needs to be conducted to
discover why women continue to struggle to earnakgepresentation at the high school
administrative level. Purposeful and relevant reseaegarding education’s glass ceiling and
the barriers that preclude women from entering ldasership ranks along with possible
solutions may result in positive action being takdgthin both the profession and society.
This information is critical in assisting centrdfioe personnel, educational policy makers
and institutional leaders in their efforts to prepand hire effective and diverse principals.

Definition of Key Terms
Administrator: Any person employed as a principal in a Michigablic high school.
Alternative High School:
“Alternative Education is a K-12 program that varia its delivery
from the traditional kindergarten through twelftrade setting. These
pupils may attend on a part-time basis for sevieaairs per day for
specified subjects or a pupil may attend a one+m4@acher/pupil
session several times a week. The classes mudtsubijects that are
acceptable for a pupil to earn credit toward a tsghool diploma or
grade level progressidn(Michigan Department of Education, Pupil

Accounting Manual, August, 2008).

Barriers: Behaviors, structures, practices, activities, état prevent or limit
equity or equal opportunity from occurring.

Equity: A fairness or impartiality in action and treatrhef others.
Gender: Membership in the same sex group (i.e. malewaie).
Glass Ceiling: Artificial barriers within organizations that abased on attitudinal or

organizational bias, which preclude qualified indials from
advancing upward into leadership positions.

Mentor: An individual who provides guidance, advice, suppetc. to a less
experienced person.

Perception: “An attitude or understanding based on what iseoked or thought”
(Encarta World English Dictionary, 1999).
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Public School Academy:

“Also referred to as a “charter school,” is a stsu@ported public

school without geographical boundaries. A publibcsd academy

may include any grade up to grade 12, includingdérgarten and

early childhood education, or any configurationtbbse grades as

specified in its contract” (Michigan School Code &, 2008).
Secondary principalAny person employed as a public high school ppailci

Limitations of the Study
Since the 2008-09 Oakland County LEA’s high schmatcipal gender composition
(68% male and 32% female) mirrors the 2006-07 stditéMichigan’s principal gender
composition (72% male and 28% female), this suhgralong with two other counties’
(Macomb and Wayne) subgroups within state of Miahigvill be used for this study. The
sample size consisted of 257 public high schoots &h superintendents within Michigan’s
Oakland, Macomb and Wayne Counties during the Z school year; therefore, the
findings may not be generalizable to high schoahgdpals in other states or counties.
Further, since the study is limited to principalshe high school level, the results may not be
generalizable to middle or elementary schools. Shaly will examine principals’ and
superintendents’ perceptions of the barriers ardititors for women acquiring a high
school principalship. It will be assumed that resgents will disclose an authentic response
regarding their perception of these barriers.
Variables in the Study
There are two theoretical models and correspondiets of dependent and

independent variables in this study. The first nhofie which data will be collected with the
principal survey, consists of: (a) current age loé frincipal, (b) principal gender, (c)

principal ethnicity, (d) number of years as a hgginool principal, (e) principal leadership

style, and (f) principal’s highest level of educatl attainment. The dependent variable in
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this model is the perception of men and women Biiool principals regarding (a) potential
barriers and (b) potential facilitators for womerhavwant to acquire a high school
principalship in Michigan.

The second model, for which data will be collectgth the superintendent survey,
consists of: (a) current age of the superintendd€h), superintendent gender, (c)
superintendent years of experience as a high sghouatipal, (d) years of experience as a
superintendent, (e) superintendent ethnicity, dhtlighest level of educational attainment.
The dependent variable in this model is the perceptf men and women superintendents
regarding (a) potential barriers and (b) poteriaallitators for women who want to acquire a
high school principalship in Michigan.

Research Questions and Null Hypotheses

This study was guided by two research questionsagadciated hypotheses. The null
hypotheses will be tested at the .05 level of icgmce.

Research question 1s there a significant difference between perosstiof men and
women high school principals regarding the barrfersvomen who want to acquire a high
school principalship?

Null Hypothesis 1There is no significant difference between thecgptions of men
and women high school principals regarding theiéafor women who want to acquire a
public high school principalship.

Alternative Hypothesis IThere is significant difference between the petioep of
men and women high school principals regarding bhegiers for women who want to

acquire a public high school principalship.
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Research question 2s there a significant difference between perosstiof men and
women high school principals regarding facilitatéos women who want to acquire a high
school principalship?

Null Hypothesis 2There is no significant difference between thecgptions of men
and women high school principals regarding thdifatdrs for women who want to acquire a
public high school principalship.

Alternative Hypothesis ZThere is significant difference between the petioep of
men and women high school principals regardingféoditators for women who want to
acquire a public high school principalship.

Research question 3s there a significant difference between perosstiof men and
women superintendents regarding the barriers fanevowho want to acquire a high school
principalship?

Null Hypothesis 3There is no significant difference between thecgptions of men
and women superintendents regarding the barrierasrdonen who want to acquire a public
high school principalship.

Alternative Hypothesis 3There is significant difference between the petioep of
men and women superintendents regarding the barfieerwomen who want to acquire a
public high school principalship.

Research question 4s there a significant difference between perosstiof men and
women superintendents regarding the facilitatorswomen who want to acquire a high

school principalship?
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Null Hypothesis 4There is no significant difference between thecgptions of men
and women superintendents regarding the faciléafor women who want to acquire a
public high school principalship.

Alternative Hypothesis 4There is significant difference between the petioep of
men and women superintendents regarding the oitg for women who want to acquire a

public high school principalship.
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Chapter I
Review of Related Literature

Introduction

This review of literature will focus on currentsearch regarding females’ role in
educational administration. It will also presensearch regarding possible barriers for
women acquiring a high school principalship and ribes that result in gender
discrimination. Some of the main topics coveredhis review include: a history of the role
of women in educational administration; limited easch about women principals; limited
research about women principals within charter sishdarriers for women in acquiring a
high school principalship; leadership styles anffiecknces; characteristics, attributes, and
career paths of female educational administratpreparation programs for principals;
mentors and sponsors for aspiring female admingsapersonal and professional support
for female administrators; the existing leaderstrigis in educational administration; and

policy implications.

A history of the role of women in educational adstmtion

The history of the role of women in educational adstration has been strongly
impacted by the female’s role in teaching. Durihg early 1900’s, women were seen as
appropriate candidates for teaching positions, their qualifications for administrative
positions were viewed much differently. Consequendl majority of the administrative
positions were given to men (Blount, 1998).

During the 1960’s, female teachers and adminmtsavere viewed as extensions of a
mother’s protective role, emasculating male stusleahd only utilizing teaching methods

that corresponded with feminine values (Shakesh889). In response to these views, there
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was a push from the community to bring more matés the profession. The timing was
perfect. If young men were interested in becomearhers, they could do so and avoid the
Vietnam draft. The result of the male surge intacadion also had a significant impact on
the administrative structure. A number of the nteat entered the profession only taught for
a short period of time before they were promotdd administrative positions (Shakeshaft,

1999).

For decades, administrative leadership positione lieeen associated with men and
masculinity, whereas teaching has been associatademales or as a feminine profession
(Blount, 1998). Women were not hired into schoomadstration due to the stereotypic
attitudes toward them and the belief that they wereas competent as men. “Women were
thought to be constitutionally incapable of disiipl and order, primarily because of their
size and supposed lack of strength” (Shakesha®9,1®. 105).

Another reason why women were not hired into adsiiative positions is because of
their leadership style. Women’s leadership stylesewviewed as subordinate to men’s
(Grogan, 1999). Predominately, women were viewed b&sng motherly, caring,
compassionate, and collaborative (Grogan, 199@xifj women in educational leadership
roles could jeopardize the traditional hierarchgttbxisted within the school organization.
With women at the helm, decisions may no longemagle at the “top” of the hierarchical
chain. Rather, decisions might be made collababtiwith all major stakeholders having an
opportunity to give input.

Throughout the years, women have experienced ciggteand setbacks in acquiring
administrative positions within education. Whilemfales are viewed as the appropriate

gender to fulfill teaching responsibilities, th@iresence in administrative roles continues to
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be scrutinized and undervalued. Unfortunately, ptiBosophy that women teach and men
manage still remains today.
Limited research about women principals

Women leading schools at the secondary level enUhited States is still quite a
rarity. In Shakeshaft’'s (1999) conceptual work, pbses a question regarding equity: “Are
women represented in administration in equal promes to their representation in
teaching?” (p.100). In this piece, she examines ntheerical representation of female
administrators and points out the fact that resemarcin this area lack reliable nationwide
databases to track the number of females in schdoiinistration. Even administrative
professional organizations (i.e. National Assoomatdf Secondary School Principals) do not
have reliable data because their numbers represiynthose administrators who choose to

be members, and not all administrators.

Tyack and Hansot (as cited in Shakeshaft, 1998)t mut that the absence of such

data is no mistake and has historical precedent:

Amid proliferation of other kinds of statisticagporting in an age enamored of
numbers—reports so detailed that one could gieeptiecise salary of staff in every
community across the country and exact informatiorall sorts of other variables—
data by sex became strangely inaccessible. A gaeypof silence could hardly have
been unintentional. (p. 99)

In order to achieve parity among educational adstiafors, annual comparisons by gender
need to be examined. This analysis has not existére past and still fails to exist.

Due to this lack of reliable data, Shakeshaft @98ilized school staff data that were
collected for 1993-94 U.S. Department of Educatider findings showed that although

women constitute 51% of the population and 51%chbsl children, 65% of all the teachers
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were female while only 43% of the principals (52%etementary and 26% of secondary)
and 7% of the superintendents were female (p. I0®se data illustrate that women are
overrepresented in teaching and the elementarycipalship (65% teachers and 52% of
elementary principals versus 51% of the populateomd underrepresented in the secondary
principalship and superintendency (26% of secongaincipals and 7% of superintendents
versus 51% of the population). She also found féraales and female members of minority
groups are receiving their administrative certifica in much greater proportions than they
are being chosen for administrative positions. €rdiscrepancies further support her finding

that females are overrepresented in teaching adercepresented in administration.

Limited research about women principals within ¢deaischools
In order to fully examine gender within public higchools, one needs to also
examine the charter school subgroup. Currentlyrésearch that does exist regarding female
secondary principals is based on their represemtatithin traditional public schools. Even
less research has been done regarding female seggorihcipals within charter schools. In
order to determine if the same gender disparityragncharter school administrators exists,

one has to manually calculate the data.

Research regarding charter schools is primarilpded on the effect charter schools
have as a reform effort, particularly on studenthievement. Charter school research
typically illustrates the history, challenges, sggths and weaknesses of today’s charter
school systems. For the purposes of this studyrdabearch provided below references the
state of Michigan and their charter school system.

The first charter school legislation was passellimnesota in 1991. Charter schools

were conceived as yet another educational refofontefAs a public school, a charter school
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is open to all students, is paid for with tax ddlaand is accountable for its results to an
authoritative public body as well as to those winook and teach in it (Manno, Finn &
Vanourek, 2000).

While they have a number of similarities to trahitl public schools, they also share
some important luxuries of private schools. Simitaprivate schools, charter schools can be
created by almost anyone. Depending on the statehioh they are housed, they may be
exempt from most state and local regulations anaddmentally autonomous in their
operations. Charter schools that receive TitlendBimust comply wittNo Child Left Behind
requirements. Also, since charter schools are pudaghools, they also must provide special
education services. The students who attend arftl ek are employed within charter
schools do so by choice. While traditional publeh®ols are accountable for state and
federal regulations, charter schools are oversaednr@sponsible to the governing authority
which authorizes them. The governing body can \depending on individual state laws.
The governing body that establishes a charter $dlsoalso responsible for establishing
results that the charter school must satisfact@itsin in order to keep their authorization.
These criteria do not have to align with state &ukral criteria, but instead they can be
whichever criteria the governing body thinks is tb@herefore, charter schools are self-
governing institutions with wide-ranging control esvtheir own curriculum, instruction,
staffing, budget, internal organization and mucher(®anno, Finn & Vanourek, 2000).

Michigan passed charter legislation in 1993 andli@rter laws are among the most
detailed in the states. “According to the Centar Ealucation Reform (CER), Michigan
scores approximately 45 on a 50 point scale ohgtheof charter laws” (Toma, Zimmer &

Jones, 2006, p. 8). Strength of charter laws rfldee most critical components of a good
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charter school law (multiple authorizers, numbesdfools allowed, operational autonomy,
and fiscal equity). In 2009, Michigan rankel &nd for 2010, Michigan ranked 6th strongest
of the nation's 40 charter laws.

Charter schools in Michigan may not charge tuititmstead, they receive their
funding largely through the same process that qthblic schools receive theirs, through per
pupil foundation allowances from the state of Mgam. Most of their operating revenue
comes from the state; they receive no local taemae. They are eligible for federal funds
for programs such as special education and Titesdistance for low-income children.
Charter schools’ 2009-2010 average per pupil reedram the State of Michigan is $9,021.
They are required to: follomo Child Left Behindthe Michigan School Code, fulfill special
education requirements, hire certified teacherd, thrir students are required to participate
in state assessments (MEAP, MME, ELPA, etc.).

Barriers for women in acquiring a high school pripalship

Earlier research consisted of barriers to femalatdvancement and overall
comparisons between male and female administré@nsgan, 1999). While much of what
confronts a principal is gender neutral, the predesplace to become a principal is often
gender biased. Tallerico and Tingley (2001) contémat if specific actions are taken to
remove the barriers that inhibit women’s abilityltecome administrators, then more women

will fill administrative jobs.

Barriers for women in acquiring a high school mpalship include: negative
attitudes toward women; public perception that woraee not as capable/competent as their
male counterparts; the belief that women are ctsthally incapable of discipline and

order, primarily because of their size and suppdaek of strength; the belief that women
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lead with too much emotion---they would not be aomlly able to handle the stress that
accompanies the job; the demands of family and walificult balancing act for women

who are traditionally held responsible for mainiagn the home on top of their work

commitments; educational administrative preparagioygrams that are unrealistically based
(i.e. theory rather than practice); age and expeédevel (women tend to be hired at an
older age than their male counterparts); absenca ofientor; lack of membership in

professional organizations; urban/suburban/rur#tingss (urban areas can range from all
female to all male shops depending on the cityudedm areas tend to contain “boys’ clubs”
within administration; rural areas have fewer peogho have the qualifications and desire
to go into administration, which often results iron males at the high school level);
educational attainment level (typically men arestiifor a principalship with only a masters
degree while women more often must have their sfists or doctorate degree); bias in the
principal search process; male-dominated profeasinatworks; number of required nights
and weekends; and the frequent clash betweenrtieg at home and at work (Bell & Chase,
1993; Eagly & Carli, 2007; Hale & Moorman, 2003;aRhshaft, 1989; Shakeshaft, 1999;

Tallerico & Tingley, 2001; Young & McLeod, 2001).

Leadership styles and differences
Leadership has been the central focus of researcthe field of educational
administration (McGovern-Robinett & Ovando, 200ZJhroughout the vyears, little
consideration and research has been done in tlze cdirgender, even though there is a
disproportionate underutilization of women natiodein educational administration (Bell &
Chase, 1993; Grogan, 1999). Lougheed’s (2000) tatiak study assesses the attitudes of

women and men toward women leaders and compardedtership styles of women and
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men. Data were collected from a stratified sampleducators and non-educators through
structured interviews with 17 major questions andlistening portions. The total sample
size was 3649 with 1846 women (50.6%) and 1803 (8m%). Data were separated by
gender and then analyzed. The results indicatddabmen and men in the sample believe
the following: (2) women can be successful lead@gswomen are discriminated against as
leaders; (c) women’s behavior in the workplace iifecent, but is being viewed more
positively; (d) and a higher percentage of both worand men would choose to work for a
woman leader if they were afforded the chance. Wthen results were separated and
analyzed by gender and occupation, the findingsnftbe female respondents were the
following: (a) all women strongly agreed that wonem be successful leaders and that all
women leaders are discriminated against, (b) akexthat women and men have similar
professional goals, (c) and a majority of the woragreed that they would select a women
as a leader if given the choice. There was a sogmf difference in the findings among the
male respondents. Men in business, teaching, adoeatadministration, and higher
education had little agreement on choosing a woleader when given a choice. Men in
medicine, law, and central office administrationtfim education) indicated that they would
not choose a woman leader.

Eagly and Carli (2007) examine executive leadersimig the shortage of women in
top executive (i.e. chief executive officer (CE@})ief operating officer, chairman and
president) positions across the United States. Véispect to this group, currently only 6%
are women (2% of CEOs and 15% of the seats ondaslb of directors). While this percent
is extremely small, it is larger than in years p&uiring the 1980s-era, the barriers for a

woman to obtain a top leadership position were labsoComments made by President
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Richard Nixon echo the beliefs of that time perididjon’t think a woman should be in any
government job whatsoever...mainly because they amaiee And emotional. Men are
erratic and emotional, too, but the point is a worisamore likely to be” (Eagly & Carli,
2007, p. 64).

Women who aspire to top leadership positions irfass often refer to the barriers
they encounter as a “glass ceiling.” This metaphastrates the frustration of a goal within
sight but somehow unattainable. However, womenonbdt experience barriers at the upper
end of their career, but also at many points alinegway. Eagly and Carli (2007) argue a
better metaphor for what confronts women in theafgssional endeavors is the labyrinth.
The image “conveys the idea of a complex journeyard a goal worth striving for. Passage
through a labyrinth is not simple or direct, buguges persistence, awareness of one’s
progress, and a careful analysis of the puzzladithahead” (p. 64). The metaphor they use
recognizes obstacles along the way; however, bectugse is a viable route, the ultimate
goals are attainable.

According to Eagly and Carli (2007), barriers tmamen encounter in executive
leadership include: vestiges of prejudice---meraagroup still have the benefit of higher
wages and faster promotions; resistance to wonteadership---conscious and unconscious
mental associations about women, men and leadsges of leadership style---the need to
create a leadership style males are comfortable; W@émands of family life---even in 2007,
women continue to be the ones who sacrifice traeers for the benefit of their families and
because of this fact, “decision makers often assuimd mothers have domestic
responsibilities that make it inappropriate to poventhem to demanding positions” (p. 68);

and underinvestment in social capital---becaugteivork/family balancing act, women are
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often unable to accrue the social capital from stmdnessential” parts of work (i.e. from
socializing, networking, politicking, and interaagi with outsiders) which may turn out to be
quite essential indeed.

Eagly and Carli (2007) share a study which fourat #ocial capital was “even more
necessary to managers’ advancement than skillftfoppeance of traditional managerial
tasks” (p. 69). Yet, even if women find/make thendi becoming engaged in social
networking can be difficult when they are of a dnmainority. “In such a setting, the
influential networks are composed entirely or altmastirely of men. Breaking into those
male networks can be hard, especially when menecdheir networks on masculine
activities” (p. 69). To support their claim, the tlaors refer to the recent gender
discrimination lawsuit against Wal-Mart:

For instance, an executive retreat took the forma gliail-hunting expedition
at Sam Walton’s ranch in Texas. Middle managersttings included visits to strip
clubs and Hooters restaurants, and a sales conéeegtended by thousands of store
managers featured a football theme. One executeeived feedback that she
probably would not advance in the company becauselsin’t hunt or fish. (p. 69)
Eagly and Carli (2007) refer to the U.S. Governm&atountability Office (GAO)

study to illustrate vestiges of prejudice. In thigdy, the GAO studied survey data from 1983
to 2000 from a representative sample of Americaiise researchers tested whether
individuals’ total wages could be predicted by sexl other characteristics. Without controls
for variables that might effect earnings (i.e. eation level and work experience), the data
showed that women earned about 44% less than nten.GRO researchers found most
variables affected the wages of men and women ailyiil however, there were some

exceptions. Marriage and parenthood were assoomtachigher wages for men but not for

women. Years of education had a more positive efflacwomen’s wages than on men'’s.
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The findings of the study correlate with numerottseo studies regarding gender which also
show that women’s wages still remain lower than'sien

According to Eagly and Carli (2007), men typicatBceive promotions faster than
women with equivalent qualifications. “Even in aulilly feminine settings such as nursing,
librarianship, elementary education, and social kwvanen ascend to supervisory and
administrative positions more quickly than womemp. 5). One reason men are given
leadership positions over women is because of tigeiag resistance to women’s leadership.
Women typically tend to be associated with commuyallities, which convey a concern for
the compassionate treatment of others. Some exanmaeide: being especially affectionate,
helpful, friendly, kind, sympathetic and interparally sensitive, gentle and soft-spoken.
Men, on the other hand, are associated with geslitvhich convey assertion and control.
These include: being especially aggressive, amlsfi@ominant, self-confident, forceful,
self-reliant and individualistic. Most people bekethese qualities are more often associated
with effective leadership.

Young and McLeod’s (2001) qualitative study foalisen the “how” and “why”
women enter the field of educational administrationtheir study, they examined women'’s
accounts of their own experiences through qualiaititerviews of 20 female administrators
and educational administration students in thesthtowa. In addition to the interviews, the
researchers also reviewed the records of all stadeho were enrolled at the time of the
research study in an educational administratiorgam in one educational administration
department in the state of lowa. The results ofstiidy indicated that there were three main

factors that influenced a female’s decision to emigministration: (a) administrative role
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models, (b) exposure to transformative leadershybes and (c) endorsements and/or

opportunities to garner support for entering adstration.

Interestingly, none of the female intervieweesoregd entering the field of education
with the intention of pursuing administration. Ewehen these individuals were enrolled in
their educational administrative programs, manycaigd that they were not certain whether
they would pursue an administrative position. Sahe¢he reasons they gave for entering
educational administrative programs included: fidig a personal goal, continuing
individual personal growth, to learn more aboutdézahip, to enable them as teachers to
work more effectively with administrators, and teep abreast of new strategies that would

ultimately help all children.

The actual administrative positions the female iatstrators and administration
candidates aspired to reflect the gender segregtiet has existed in school administration
for years (Shakeshaft, 1999). All of the interviesesaw themselves eventually becoming
elementary principals, secondary assistant pritgipar curriculum directors as these
positions tended to be more common for females.eNohthe females interviewed had
aspirations to become secondary principals or supadents. The females in the study
indicated that they had no interest in becomingoséary principals or superintendents
because they did not see themselves (or their geimdéhese positions. In fact, those who
currently occupied such positions indicated thaiythad never intended to move into these
positions. Rather they described their career gssgon as ‘it just sort of evolved” (Young

& McLeod, 2001, p. 473).

McGovern-Robinett and Ovando (2002) examined théure of the leadership

experiences of female high school principals. M questions they sought to answer were:
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“how do female high school principals interpret antéract with societal constructions of
leadership and the high school principalship iatieh to gender role expectations; and, what
are the perspectives on leadership provided byetli@sale principals and how do they
contribute to new understandings or theories ofcational leadership” (p. 6). The
researchers used qualitative methods and a mukgde study approach to examine the
experiences of three current Texas female highdqgtrincipals. The three principals were
chosen through three purposeful sampling techniquesnsity---pursue information rich
cases with the potential of manifesting phenomenaxperiences intensely; homogeneity---
draw from a similar group of subjects, useful irciligating group interaction; and
convenience---utilize the proximity of subject ielection. Interviews were the primary
source of data collection in the analysis. Two épith individual interviews and one

collaborative group interview were conducted widicle of the participants.

McGovern-Robinett and Ovando (2002) found thatdknprincipals feel that they
are working in the shadow of a male image. All ¢hygarticipants spoke of the male-
dominated and defined construction of the high etpdncipal. They also believed that they
constantly had to prove themselves in their actidhgey sensed that they had to demonstrate
over and over again their competence and leadesgillp when stereotypes and questioning
of their abilities as female administrators aroBleey also spoke about the struggles they
encountered when trying to become included in titernal networks among high school
principals (“the boys’ club”) and in the collegiaetworks within their own districts (“the
brethren”). The participants felt that the lack sgfonsorship and mentorship for aspiring

female leaders was a significant limitation. Thégoaexpressed their need to suppress the
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encounters they had experienced regarding gendeessas female leaders in order to

survive in their present capacity.

Many women in education aspire to and approachlelship positions much
differently than men. Their reasons for entering &aving administration differ as well as
the leadership styles they model when they arkerd positions. Women deal with a number
of challenges when fulfilling leadership positioddot only do they struggle with internal
challenges, but also external challenges such @stabnorms. These norms are reinforced
through the proliferation of stereotypes and exgiéms that exist in our society (Shakeshatft,
1999). Unfortunately, our societal norms have rettgmbraced the notion that women are
just as capable as men of becoming successful &trabors. Nonetheless, women must

confront and work past these challenges in ordesutaeed as administrators.
Characteristics, attributes, and career paths oh#e public administrators

Studies on gender and administration have docwededifferences in career paths
between male and female administrators. Women firstesought for teaching because men
were unavailable (Shakeshaft, 1999). However, esecaptions have expanded for women,
there has been a movement to discourage some acatlgrable women from entering the
educational field (Shakeshaft, 1999). This movenseports the notion that teaching and
administration are not appropriate careers for mmggority of high-achieving females.
Interestingly, this pattern follows the historiclvice that was most frequently given to

males.

Skrobarcek and Stark’'s (2002) quantitative studegntified useful information

regarding career paths for women who aspire tocheaional administrators. All of the
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female superintendents (including associate, asgjsand deputy positions) in Texas were
surveyed. The data indicated that very few supemoiénts had emerged from exactly the
same career paths. More superintendents reportedrierce as an elementary principal
rather than as a secondary principal with 4.73hasmean number of “career stops” in
attaining the position of superintendent. The etianal level of the respondents varied by
geographic location. “Female superintendents frammam/suburban school districts held
more Doctorate degrees than Masters; whereas, desglerintendents from town/rural
school districts held more Masters degrees tharidbaes” (p. 15). These data reinforce that

women need to plan career moves with respect aiitocand educational levels.

Salleh-Barone’s (2002) qualitative study idendfigow Asian American women are
able to secure administrative positions and how {herceive themselves as leaders with
respect to their race, culture and gender. Theystodsisted of semi-structured interviews
with 12 Asian American female administrators frdimois and Washington. The results of
this study supported Young and McLeod’s (2001) igd in that 10 out of the 12
participants had not planned to become adminissatmt did so at the encouragement of
others. The participants also reported that thegfepr establishing and maintaining
relationships, collaboration, sharing of power, ardpowering others as their styles of
leadership, which supports exposure to transfoumaleadership as in the Young and
McLeod (2001) study. On a separate note, the paatits expressed that other minority
groups (i.e. African American, Latino, etc.) quesgd their commitment and level of
understanding in dealing with racism in their sdeoar their institutions. Other minority

groups felt that because the population of AsianeAcans accounted for so little of the
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population within their schools, they really didtriave a basis for understanding the true

minority issues (i.e. racism) that existed for &rgiinority groups.

Ruhl-Smith, Shen and Cooley (1999) conducted atifaéive study to investigate
whether men and women decide to enter and pos&aiye educational administration for
different reasons. Their survey data were colledtedh 457 students in 29 educational
administration programs across the United Statederographic breakdown of their diverse
sample included: 37.6% men and 62.4% women; 75.3%eVénd 24.7% minority groups.
The respondents were asked to indicate on a seviahipkert-type scale the importance of
each factor in their decision to seek administeapwesitions and reasons that would motivate
them to leave administration. The researchers ageduwo discriminant function analyses
between items. The results of the study indicatet tn comparison with men: women
decided to enter administration more because d¢égiality and intrinsic reward of the job;
women were less likely to leave administration lbiseaof administration-related problems
and student-related problems, but instead were rikeb to leave administration for an

opportunity to do something more rewarding.

The results of the Ruhl-Smith, Shen and Coole@9)%tudy are aligned with other
current research. Women enter education with ofgmls and value systems that stress
service, caring and relationships (Shakeshaft, 198®men come into the educational field
with a strong instructional background and focuscorriculum and student achievement
(Grogan, 1999). They tend to be problem solvesk taiented, and have high expectations
of self and others (Grady & O’Connell, 1993). A eaped theme in most literature supports
the fact that women are relational and transforveateaders who strive to get to know

students, teachers and other members of the schowhunity (Grogan, 1999).
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In further research on characteristics and atefuHoltkamp (2002) performed a
study to identify and gain a greater understandhghe characteristics, attributes, and
attitudes of female public school principals andd&anonstrate that personal characteristics
are similar across cultural and ethnic boundaties. qualitative design method consisted of
semi-structured interviews with nine purposefullelested female principals. The
composition of the nine principals consisted ofot@osta Rican, two Mexican American,
two African American, two White, and one Australidine research questions were designed
to collect information for comparative analysis cmmmon themes. The research findings
indicated that there were five personal charadiesighat the participants shared. These
characteristics consisted of: (a) drive to achie(®, spirituality, (c) involvement in
professional organizations, (d) valuing personkti@nships, and (e) community leadership.
In conclusion, the author stressed the significanteher findings with regard to the

consistency in similar beliefs and values acrofsrmint ethnic groups and cultures.

Women'’s involvement in professional organizatidunsher supports their belief and
pursuit of collegiality. Women seem to find greatlue and reward in maintaining
relationships, empowering others, and helping sitedeto succeed. Through their
transformative leadership traits, women createsarstiain their intrinsic rewards that support

their passion to be educational administrators.
Preparation programs for principals

An effective principal preparation program is aessary component for creating a
successful career as an educational administrafbe knowledge and experiences
prospective administrators should gain in thesg@nams can be invaluable in preparing them

to meet the tasks and responsibilities of an adnative position.
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Efforts to prepare school leaders require advecatbo understand that school
leadership is a multi-faceted issue that includestigal, managerial, instructional and
educational components (Hale & Moorman, 2003). Teaeral belief is that principal
preparation programs are ineffective because oif tamphasis on theory and lack of
information and experiences related to the dailynaieds educational administrators’
experience. In McGovern-Robinett and Ovando’s (208Rdy, their female respondents
indicated principal preparation programs lack “camcy between what they are taught and
what they encounter in the field as female leadgus™3). In order to meet the leadership
needs of today, principal preparation programs riegdconsider the conceptual framework

upon which they are based and also the conterdwtes that create their existence.

Educational attainment supports women’s ability toecome successful
administrators. In order for them to promote studrrccess, they need to be strong in their
content knowledge as well as have the ability amoltedge that is necessary to lead others.
While the lessons that are taught in principal prappon programs are essential, experience
in the field is invaluable. Similar to teacher paegtions programs, administrative programs
need to include a number of field experiences. Regadbout leading and actually leading
are two separate entities. The authentic knowleshgegains from actually “running” a staff
meeting as opposed to writing an agenda for a steféting is exponentially different.
Students in administrative programs need to se¢kand include real-life experiences to

better prepare them for a principal’s role.

In the United States, each state has autonomy terrdming certification and re-
certification requirements, overseeing licensurend ain most cases, approving

college/university programs that prepare schoobdem Job duties of principals have
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changed dramatically. Theo Child Left Behind Ac{NCLB) of 2001 required holding
principals to new standards. Today, principalsardy have to manage the daily operation of
their school, but they also must ensure they aretinge every student’s academic needs.
NCLB requires that all students are 100% proficieptthe year 2014, regardless of their
cognitive ability, family environment, and socioe@omic status. Since 2001, all students, as
well as all subgroups (i.e. students with disabait African American, Latino, Asian, etc.),
must show yearly improvement in the areas of Ehglisd mathematics. If they do not, then
the school runs the risk of not making AdequaterlyeBrogress (AYP) and becoming a
“failing” school.

If a school does not make AYP for two years in &,rtederal sanctions will occur
during the third year. These sanctions can incladess of funding, offering students the
chance to transfer to higher-performing local séfiobusing students to another school of
their choice, and dismissal of the principal. Cautum has to be articulated and aligned K-
12 in order to ensure students do not receive gaptheir education. In addition to
overseeing the entire curriculum, principals alsostrensure that their school is making
efforts to close achievement gaps that may existvden different subgroups. To help close
these gaps, principals must be strong instructitezaers. They need to facilitate curriculum
discussions and planning among their faculty. Talsg have to provide faculty with student
assessment data and be able to educate them regaml to read and interpret the data to
ensure that strides can be made in closing thethapgxist.

Principal preparation programs do not prepare tsdayncipals for the demands and
accountability they will face in today’s schools. drder to successfully prepare candidates

for the principalship, institutional leaders (ideans) need to reflect and incorporate concepts
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that will support the increased demands princigate. Otherwise, principal preparation
programs will continue to add to the list of barsiéor prospective principals. In addition to
institutional leaders, state policy makers are &spplayers in determining changes that will
improve principal preparation programs. Togethethlgroups have the ability and power to
make the necessary changes occur.

Mentors and sponsors for aspiring female administis

Effective principal preparation programs and sesfid mentoring experiences are
both critical elements in preparing to become amiastrator. Mentors serve as advisors,
sharing their knowledge and experiences with tkeninof enriching and improving the skills
of someone else (Barth, 2000; Kouzes & Posner, ;28@8giovanni, 2000). Although the
literature on women in education has documentedcptitential importance of mentors and
sponsors in assisting women'’s entry into and psxyvathin administration, few discussions
of women’s entry into the field of administratioota the relevance of administrative role

models in women'’s decisions to pursue a careednmrastration (Young & McLeod, 2001).

Allen, Jacobson, and Lomotey’s (1995) empiricatkuvs an illustration of a research
study that focuses on the importance of mentorssgashsors. In this empirical work, the
researchers conducted a study with 38 African Acaerivomen who were either enrolled in
administrative certification or doctoral programseiducational administration, or working in
or applying for an administrative position in tHald. The data were collected from 38
guestionnaires and eight in-depth interviews froooavenience sample of aspiring African
American women administrators in western New Yaidé& The purpose of the study was to
learn more about African American women’s profesaloaspirations, obstacles they

confront as they pursue their goals, and roles eftors and sponsors in advancing their
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careers. The researchers used expectancy theorya aonceptual framework for
understanding the limited representation of Afridemerican women in school leadership,
the barriers they confront, and the roles and ingmme of mentors and sponsors in their

professional lives. Expectancy theory consist$efriotion that:

...that the more attractive a reward is to an irdiral the more effort he or she will
expend to obtain it. However, this increase irfivill occur only if the individual
can see an instrumental link between his or héiorgs) and the likelihood of
obtaining the desired reward. (p. 410)

The respondents’ most common reasons for entezthgcational administration
consisted of: (a) desire to serve as a role mgggl,need for professional growth and
challenge, and (c) belief that they would be bedi@gministrators than their current bosses.
When asked whether race or gender was a greateerbr their success, 28 ranked race
first, two rated the two forces equally, and seweticated that neither was a barrier. None of
the respondents rated gender as first. In regamhdntors and sponsors, 21 respondents
indicated the existence of a mentor in their praifasal lives who provided counsel and
moral support, while 19 acknowledged the preserfca sponsor who helped them to
consider and make decisions regarding employmepbrtynities. Regarding affirmative

action, 28 of the respondents felt that it assithtedh personally.

Allen, Jacobson, and Lomotey (1995) also found tfese African American women
perceived sponsors as essential components in lbiegto attain top-level administrative
positions. However, the majority of the respondémtiscated that sponsoring was not taking
place for them or for many African American women their field. The respondents
indicated that White males, in particular, were molling to sponsor African American

women. The women in this study believed that crédisnand academic achievement, rather
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than sponsors, were more effective in leveling pkeying field in terms of their career

advancement.

Acquiring mentors and sponsors in educational athtnation is not an easy task;
however, it can prove quite beneficial. Mentoringagiices help mentees to accomplish
higher career goals, particularly women (Ragins @&t@nh, 1999). Whether the practices are
formal or informal, mentees are able to learn ametbp both interpersonal/social
relationships that may help further develop thaireer goals. In addition to the relationship
and networking piece, mentors also provide an irggpced administrator with a wealth of
knowledge. Rather than having to learn from theinanistakes, with a supportive mentor,
administrators have an opportunity to learn from mhistakes of others. A large portion of
learning is through sharing. Mentors support tmeéntees by guiding them through their
careers. Walking down a rocky path alone can beismne and time consuming. Walking
down the same path with a guide, who has walkegd#tle before, is much more reassuring

and comforting than walking the path alone.
Personal and professional support for female adstiators

Research regarding female’s aspirations to beceduzational administrators has
shown the importance and impact of personal andegs®mnal support (Blount, 1998;
Grogan, 1999). In Young and McLeod’s (2001) stddgnds who were involved in the field
of education were particularly influential in suptiog the interviewees in their pursuit to
become administrators. Supportive individuals wheeha connection to education can better

relate to the struggles that administrators expege
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Although rhetoric exists regarding administratioesng family oriented, there is still a
tension for those who try to meet the demands ofilfaand administration equally well
(Grogan, 1999). Spousal support can have a craffedt on career aspirations. For instance,
female administrators with families cannot alwaglky ron their spouses to share household
and childcare responsibilities. Societal normsl €tdpect females to be responsible for
maintaining and managing the family environment ardigess of their employment
opportunities. Research has shown that women’opat$alance between family and career
is a central component to success, and that womeeless likely than men to give up one or
the other (Shakeshaft, 1999). However, women doaiways have the option of moving

their families to pursue a career interest.

While it may not be fair to assume that women rasponsible for maintaining the
family environment, it is still a common belief thexists in our society. However, just as
women are equally capable of maintaining successfutational leadership positions, men
are just as capable of providing the necessaryatippthin the family environment. As it
currently stands, the notion of men fulfilling tihele of cooking and cleaning within the
home is not a societal norm. Perhaps with time,sth@etal view of men’s role within the

family environment will evolve into a more suppuediand collaborative effort.
The existing leadership crisis in educational adstmation

Administrative positions entail high stress, iraged responsibilities, endless days,
and thankless duties. Across the nation, statsllgrs and administrator organizations have
predicted a future shortage of educational admmatists (Young & McLeod, 2001). Not as
many people are interested in being on the “firiimg” and dealing with the additional

stresses that exist. As Shakeshaft (1999) pointstioere are women who are certified for
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administration, but are not current administratdigl they plan on attaining certification and
then not utilizing it? In an effort to understarte tlow number of females in educational
administration, it is helpful to know what factorsfluence females’ decision to become

school administrators.

There are a number of reasons for the lack ofreéstein administrative positions.
McAdams (1998) believes some of deterrents incluttke impact of two-income
households; changing demands of work and famiky;etffiect of higher teacher salaries; the
loss of job security and the financial impact agged with moving to a new area for an
administrative position” (p. 37). Also, principaige now held directly accountable for
student performance on standardized tests. Thedsed pressure by the state and federal
government along with parental pressure put praisipf today in higher-stress and more

conflict-oriented roles.

Along with the stress load increasing over tinme, workload for principals has also
continued to climb each year. Principals 30 yearswaould typically work a 45- to 50-hour
week. Today, modern principals often must devotetd®50-hours in order to keep up with
the ever-increasing demands (McAdams, 1998). Type tof workload may have been
sustainable in the days of the male breadwinnertb@dtay-at-home mom, but today two-
income couples are considered the norm. Becaudesé reasons, teachers are less inclined
to give up their comparable salaries so that they mork longer, harder and with more

stress and responsibility.
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Policy implications

The number of individuals with administrative cretlals has not declined; however,
the number of applicants for administrative posiccontinues to decline. “The stressful
working conditions, inadequate job incentives, fieetive hiring practices, and increasingly
formidable expectations for success are deterrnoggective candidates from entering the
field” (Mittgang, 2003, p. 8).

Tallerico and Tingley (2001) recommend five polayd practice changes that will
help improve equity among educational administeatdqa) examine the discriminatory
consequences of recent state policy directionsatbministrative certification; (b) initiate
policies that facilitate teachers’ entry into adisirative leadership; (c) increase incentives
for experienced teachers to move into educatiotaiistration; (d) mentor strategically so
men, women and educators of color are all encodregpursue school leadership positions;
and (e) provide equity training for school boaradministrators, selection committees and
others who influence administrative hiring. Alongttwthese recommendations, they also
offer several strategies which can be used asiadditsupport.

Policies and practices need to include effortsnsuee equitable representation exists
within administrative positions. Research regardimggender discrepancy that exists within
educational administration will provide policy makeeducational institutional leaders and
school central office administrators with pertinand relevant information to assist them in
their efforts to create an equitable environmertbaay’s schools. If the traditional structures
that exist within today’s school system are notometructed, society risks perpetuating the

same power inequities that currently exist (Blod®198).
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Summary

Blount’'s (1998) work on women in the superintertderposition provides an
excellent account of the impact of women'’s leadersim education over time. Women will
continue to struggle in attaining leadership possiin the field of education unless efforts
are made to understand and support women’s desistoanter educational administration.
Young and McLeod (2001) identify five implicatiorfer facilitating this support: (a)
developing educational administration programs thia more relevant for women, (b)
actively recruiting women with leadership abilitieso educational administration programs,
(c) affording women opportunities to experienceraative leadership styles early in their
educational careers, (d) reaching women in thed,fidnd (e) working to change

commonplace ideas about women and leadership.

Attitudes are formed at an early age and aregsiefl by society’s expectations and
traditions. Unfortunately, societal views have stesl the proliferation of gender biases
within educational administration. In an effortaddress the gender discrepancies that exist
within educational roles, those that hire (printspg@ersonnel directors and superintendents)
need to be cognizant of each individual's strengthegardless of their gender. Individuals

should be given positions based on ability and theoit gender.

The number of women in educational administrapesitions has grown in recent
years (Shakeshaft, 1999). In order for these nusntoecontinue growing, women need to be
encouraged, supported, and empowered to achiedertdap positions. Barriers that affect
women'’s decisions to enter educational adminisinaéilso need to be eliminated. Societal
norms need to be reconstructed to reflect a welegnaind supportive view of female

administrators. A number of the studies in thisrbture review were designed on the belief
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that awareness is the first step to changing atsito. Awareness levels need to continue to
be raised in an effort to influence societal noans to provide each gender with an equal

opportunity in educational administration.
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Chapter IlI
Methodology
Introduction

The methods that were used to collect and analsgtze needed to answer the research
guestions of this study are discussed in this @rafthe topics included include: research
guestions, research design, variables in the stselying for the study, participants, data
collection, instruments, reliability, and data ass.

The purpose of this study is to determine if thera significant difference between
the perceptions of men and women high school aisiand superintendents regarding
barriers for women who aspire to gain a positionaapublic high school principal in
Michigan. For the purposes of this study, gendet ather variables that may influence
perception of high schools principals within Micargs Oakland, Macomb and Wayne
County public high schools were examined.

The other variables that were examined include: a@¢ of the respondent, (b)
ethnicity of the respondent, (c) number of years d&sgh school principal, (d) highest level
of educational attainment, and (e) respondent’sideship style. Although gender based
differences regarding perceptions of barriers wascypal interest in this study, gender was
correlated with the aforementioned variables toemeine their possible influence on
perception. The other variables were chosen becalusigeir probable influence over the
individuals’ perception regarding gender within thigh school principalship.

Age, gender and ethnicity may have the most effadndividual responses (Blount,
1998; Grogan, 1999; Lougheed, 2000; Shakeshaft9)1%r instance, a 50-60 year old

white male high school principal or superintendemay have a completely different
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perception regarding possible barriers than a 39e40 old black female in the same role. A
50-60 year old white male principal or superintartdprobably went into administration
when it was a true boys’ club. Today, educatiordrhiaistration is often referred to as a
boys’ club even though there are more female adtnators now than there were 30 years
ago. A careful comparison of the differences incpption between the two groups will
provide valuable insight for women who aspire todyee high school principals.

Length of time as a high school principal and legki@ style may influence an
individual's responses as well. Men and women wheehrecently become a high school
principal may have a different perception of bagithan men and women who have been
principals for a decade or more. Also, individuaducational attainment may influence their
perception of barriers. Research has shown thatatidnal attainment does have an
influence on administrative job acquisition (Skratek & Stark, 2002). Therefore, it could
also be assumed that it has an influence on thieargh perceived barriers individuals
experience while trying to obtain an administragaessition.

Research Questions

The following four research questions were addmsgl) Is there a significant
difference between perceptions of men and womeh bithool principals regarding the
barriers for women who want to acquire a high stipoocipalship in Metropolitan Detroit;
(2) Is there a significant difference between pgtioas of men and women high school
principals regarding the facilitators for women wheant to acquire a high school
principalship in Metropolitan Detroit; (3) Is tlera significant difference between
perceptions of men and women superintendents rieggtide barriers for women who want

to acquire a high school principalship in Metrofali Detroit; and (4) Is there a significant
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difference between perceptions of men and womeargupndents regarding the facilitators
for women who want to acquire a high school priatship in Metropolitan Detroit.

The responses to the first question were analyzdd respect to: (a) current age of
the principal, (b) principal gender, (c) principathnicity, (d) number of years as a high
school principal, (e) principal leadership styleddf) principal’s highest level of educational
attainment.

The responses to the second question were analyitecespect to: (a) current age of
the superintendent, (b) superintendent gendersipgrintendent years of experience as a
high school principal, (d) years of experience asuperintendent, (e) superintendent
ethnicity, and (f) highest level of educationahatment.

Research Design

A survey design was used to examine gender withenhigh school principalship.
This type of research design is appropriate bec#iuse is no intervention or treatment
provided to the participants.

Separate surveys for principals (see Appendix) superintendents (see Appendix
B) were designed to elicit feedback from currentblu high school principals and
superintendents regarding perceived barriers form&o acquiring a high school
principalship. The surveys were approved by WaytateSJniversity’'s Human Investigation
Committee and field tested to ensure reliability.

The principal survey was converted to electronionfaand sent to all public high
school principals in Michigan’s Oakland, Macomb anéyne Counties. Respondents had
two weeks to respond to the survey. A reminder bmas sent to principals approximately

one week after the surveys were due. The supedatgrsurvey was converted to electronic
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form and sent to all superintendents in Oakland¢cdvigb and Wayne County. As with the
principals, a reminder email was sent to superoleats approximately one week after the
surveys were due. Additionally, hard copies of slperintendent survey were sent to the
Oakland and Wayne Intermediate School District {(ISEdperintendents for them to
administer at their monthly county superintendeeretimgs. Superintendents had a choice of
completing a hard copy of the survey (at the meggtor an electronic copy. In total, 55
superintendent surveys and 114 principal surveys wempleted and entered into a data file.
Variables in the Study
There are two sets of independent variables s ghidy. The first set in the
principals’ survey consisted of: (a) current agetlsd principal, (b) principal gender, (c)
principal ethnicity, (d) number of years as a hggiool principal, (e) principal leadership
style, and (f) principal’s highest level of educatl attainment. The dependent variable for
this set is the perception of men and women hiditoaicprincipals regarding (a) potential
barriers and (b) potential facilitators for womerhavwant to acquire a high school
principalship in Metropolitan Detroit.
The second set of independent variables in thersueedents’ survey consisted of:
(a) current age of the superintendent, (b) supsmdent gender, (c) superintendent years of
experience as a high school principal, (d) yearsexjerience as a superintendent, (e)
superintendent ethnicity, and (f) highest level enfucational attainment. The dependent
variable for this set is the perception of men ammen superintendents regarding (a)
potential barriers and (b) potential facilitatoos 'vomen who want to acquire a high school

principalship in Metropolitan Detroit.
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Setting for the Study

The population consisted of all current public thigchool principals and
superintendents within Michigan’s Oakland, Macomid &/ayne Counties. For this study, a
high school is defined as any public school thabksstudents in grades 9 through 12. This
definition would include, therefore, schools witlhyagrade configuration that includes 9-12.

Participants

The target population, or universe, consisted btratlitional local school districts
(LEAS) and public school academies (PSAs) withirkl&ad, Macomb and Wayne Counties
during the 2010-11 school year. The populationtha principal survey consisted of 257
public high schools principals. The population flee superintendent survey consisted of 83
public superintendents.

Data Collection

Data collection began after successful completainthe dissertation proposal
defense. Data was aggregated and analyzed to etisareno individual principal or
superintendent was identifiable from the reseaata was represented in both tabular and
graphical form.

Both surveys were converted into electronic fofithe surveys consist of a Likert-
type scale to record participant responses that tte¢ extent to which each item on the
guestionnaire is perceived to be a barrier for woraecessing the position of public high
school principal. A link to the respective elecimaurvey was emailed to every practicing
public high school principal and superintendenOakland, Macomb and Wayne County.

(i.e. Survey Gizmo)
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The email to principals and superintendents iretu@ cover letter outlining the
purpose of the study and a disclaimer indicatireg #ach participant’s identity and school
are not linked to his/her survey responses andphdicipation in the study is completely
voluntary. A reminder email was sent to all pap#nts one week after the initial emalil
reminding them of the request to participate inghaly. The data collected were placed into
a spreadsheet removing all school and personadytiithble information. Each survey
consisted of a variety of questions, designed amdemted to elicit the barriers and the
perceptions of barriers to women gaining accesisedigh school principalship.

Instruments

Both survey instruments were designed to colleengjtative data. The first section
of both surveys, titled Barriers, gathered inforimatpertaining to the degree to which each
participant feels that individuals may encountertipalar barriers to employment as a
principal. These items are based on a Likert-tyggesfrom one to five with a five being
strongly agree and one being strongly disagrees 3&ction contained 15 questions on both
the principal survey and superintendent surveyclvpiertain to the perceived role of women
within administrative positions. The second sectiditled Facilitators, contained 15
guestions on both the principal and superintendemntey, which pertain to specific job
related skills that individuals should possibly pess in order to acquire or succeed in the
position of high school principal. The third sectiof each survey, titled Demographics,
gathers information such as respondent’s age, @ty\ngender, leadership style, years of
experience and educational attainment. This secioained six questions on the principal

survey and six questions on the superintendenegurv
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The questions on both survey instruments weregdediafter conducting a thorough
literature review, which included closely examiniugrious doctoral studies and surveys
regarding principal and superintendent gender. Deenographics section includes items
which previous studies have shown to have potemtilalence regarding barriers for women
in acquiring a high school principalship. Resporngate asked to provide their: (a) age, (b)
gender, (c) ethnicity, (d) year's experience asgh Ischool principal, (e) leadership style,
and (f) highest level of educational attainment.

The Barriers and Facilitators sections were coostdi based on findings from
various studies. The questions in the Barriersi@eatonsist of common barriers women
experience, including: (a) demands of family andky@b) perception that women are not as
capable/competent as their male counterparts, bgflthat women lead with too much
emotion, (d) ineffective educational administratpreparation programs, (e) lack of mentor
opportunities, (f) bias in the principal searchqass, and (g) lack of professional networks.
The questions in the Facilitators section consftst@ammon areas that are essential in
acquiring an administrative position, including krledge of: (a) mentoring, (b) curriculum,
(b) school improvement, (c) assessment, (d) sefekbpment, (e) staff evaluation and (f)
student discipline. The questions used in thisystug designed to elicit the best response
from the individuals being interviewed. Both surgewere field tested and revised
accordingly to ensure reliability and validity.

Power Analysis
For the dependent variable Barriers, a sample &iz80 achieves 99% power to

detect an R-Squared of 0.24 attributed to one iedéent variable using an F-Test with a
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significance level (alpha) of 0.05. The variablestéd are adjusted for an additional 5
independent variables with an R-Squared of 0. (&ble 2)
Table 2
Multiple Regression Power Analysis for the dependaniable Barriers

Numeric Results
Ind. Variables Ind. Variables

Tested Controlled
Power N Alpha Beta Cnt R2 Cnt R2
0.99203 50 0.05000 0.00797 1 0.24000 5 0.16000

Based on the R-squared change by the control Vesili6) and test variable (.24).
Dependent Variable: Barriers.Average

Control Variables: Current Age, HS Principal Ye&ducation (Dummy), Time Spent
(Dummy), Ethnicity (Dummy)

Test Variable: Female (Dummy)

For the dependent variable Facilitators, a samipke &f 200 achieves 78% power to
detect an R-Squared of 0.03 attributed to one iedeéent variable using an F-Test with a
significance level (alpha) of 0.05. The variablestéd are adjusted for an additional 5
independent variables with an R-Squared of 0. T&able 3)

Table 3
Multiple Regression Power Analysis for the dependaniable Facilitators
Numeric Results
Ind. Variables Ind. Variables
Tested Controlled

Power N Alpha Beta Cnt R2 Cnt R2

0.78295 200 0.05000 0.21705 1 0.03000 5 0.18000

Based on the R-squared change by the control Jesi@li8) and test variable (.03).

Dependent Variable: Facilitators.Average

Control Variables: Current Age, HS Principal YeaEjucation (Dummy), Time Spent

(Dummy), Ethnicity (Dummy)
Test Variable: Female (Dummy)
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Exploratory Factor Analysis
When exploratory factor analysis (EFA) was conddcon the first step, the EFA
yielded seven factors. On the second step whenuhwer of factor solutions was restricted
to two factors, then the EFA vyielded the correabuging to two factors (Barriers and
Facilitators), which supports the model that wasdus this study utilizing distinct questions
geared at examining superintendents’ and principaiception of Barriers and Facilitators.
Table 4 and 5 outline the shared variance andedtdmponent matrix.

Table 4

EFA Total Variance Explained

Rotation Sums of Squared Loadings
Component Total % of Variance Cumulative %
Facilitators 9.534 31.781 31.781
Barriers 6.627 22.091 53.872
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Table 5: Rotated component matrix for item fact@dings

Component
Facilitators Barriers
q28 .928
420 918
q25 .894
q23 892
q24 .882
g21 .882
30 826
q22 .809
026 798
ql7 .780
ql8 754
q29 751
q19 590
q27 436
g5 323
ql6 314
ql0 .805
q9 .800
ql1 782
ql3 774
q15 751
a8 740
ql4 .691
q7 .679
q12 607
q6 .554
ql -.439
q2 -.431
q3 -.314
q4 -.228

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser Normalization.

a. Rotation converged in 3 iterations.
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Non-respondent Bias

Although it cannot be eliminated, this study haal serious non-respondent bias.
Those who chose to participate or not participagesahomogenous group. The responses
that were received in the pilot sample concur vetinrent research findings in the area of
gender differences within educational administrati®@hakeshaft, 1999)

Reliability

The instruments were field tested with a small demm=24) of high school
principals. The principals were asked to take thevesy and respond to the following
guestions: (a) do you have any questions regartiegnstructions of the survey? (b) are
there any questions in the survey that are unclaad?c) are there any additional questions
that should be included in the survey? Based orfighe test data analysis and qualitative
feedback, it was recommended the survey instrunmasitbe revised. A reliability analysis of
internal consistency was conducted using Cronbaatpbha within SPSS. The reliability
coefficients for the Barriers were 0.81 and 0.96 tfee Facilitators, which are considered
satisfactory.

Data Analysis

Data collected from the surveys was entered intoraputer file for analysis using

SPSS- Windows, version 19.0. The research questi@re answered by estimating the

following regression models:

(1) Principals’ perceptions =

B, + B,Age+ B,Gender+ S,Ethnicity+ 8,PYearst S HighestDegee+ S,LeadStyle
(ratio) (dummy) (set of dummies)tigh (set of dummies) (dummy)
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(2) Superintendents’ perceptions =

B, + BAge+ B,Gendet S, Ethnicity 8, PYeats3, SYear8, Highestbe
(ratio) (dummy) (set of dummies) i@at (ratio) (set of dummies)

www.manaraa.com




54

Table 6
Statistical Analysis

Research Questions

Variables

Statistical Analysis

1. Is there a significant
difference between
perceptions of men and
women high school
principals regarding the
barriers for women who
want to acquire a high
school principalship in
Michigan

2. Is there a significant
difference between
perceptions of men and
women high school
principals regarding the
facilitators for women who
want to acquire a high
school principalship in
Michigan

Independent Variables:

e current age of the
principal (ratio)

» principal gender
(nominal)

» principal ethnicity
(nominal)

* principal leadership
style (nominal)

e number of years as
high school
principal (ratio)

e principal’s highest
level of educational
attainment.
(nominal)

Dependent variable:

» the perceptions of
men and women
high school
principals regarding
potential barriers for
women who want to
acquire a high
school principalship
in Metropolitan
Detroit. (interval)

* the perceptions of
men and women
high school
principals regarding
potential facilitators
for women who
want to acquire a
high school
principalship in
Metropolitan
Detroit. (interval)

Regression analysis with
dummy variable coding
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3. Is there a significant
difference between
perceptions of men and
women superintendents
regarding the barriers for
women who want to acquir
a high school principalship
in Michigan

4. Is there a significant
difference between
perceptions of men and
women superintendents
regarding the facilitators fo
women who want to acquir
a high school principalship
in Michigan

e gender (nominal)

e (ratio)

Independent Variables:

e current age of the

superintendent
(ratio)

* superintendent

e superintendent
ethnicity (nominal)

e superintendent year
of experience as a
high school
principal (ratio)

» years of experience
as a superintendent

e superintendent’s
highest level of
educational
attainment.
(nominal)

Dependent variable:

» the perceptions of
men and women
superintendents
regarding potential
barriers for women
who want to acquire
a high school
principalship in
Metropolitan
Detroit. (interval)

» the perceptions of
men and women
superintendents
regarding potential
facilitators for
women who want to
acquire a high
school principalship
in Metropolitan

[2)

Detroit. (interval)

Regression analysis with
dummy variable coding

www.manaraa.com



56

Summary

Currently, 43% of public secondary teachers inWméted States are male and 57%
are female (National Center for Education Stassti2006). However, when examining
gender representation among secondary adminigrdtee composition does not reflect the
same parity (NCES, 1996). Examining gender reptafen within educational
administrators can be a laborious task since tisene reliable nationwide or state database
that tracks gender in school administration (Shia&ks1999). In order to acquire elementary
or secondary principals’ gender distribution, statentermediate school district directories
must be examined in order to count the number désrand females by hand. The fact these
data are neither readily available nor trackedrbtedlustrates a concerning limitation in
educational research. Not only is this a limitatibnt to some, an inconvenient truth that
society does not want to recognize or ameliorate.

The literature on this topic provides some evideotéhe under representation, as
well as common barriers for women who aspire tmbez principals. However, it is limited
in providing information and recommendations regagdhow current principals may
overcome these barriers. Research needs to in@hfiolenation regarding principals who
have overcome barriers and also strategies, sokitand facilitators that will help to
ameliorate the gender discrepancy that curreniist&x

Upon examining a tri-county area within the statéMachigan, it is apparent that a
gender disparity still exists within secondary adistrators. Over the past decade within
these counties, men have continued to out numbenemoin secondary administrative

positions. Unfortunately, women are still viewedcapable and competent when fulfilling
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the role as a classroom teacher; however, wheonies to the administrative level, women
are not viewed in the same capacity.

This study determined if there is a significarffedence between the perceptions of
men and women high school principals and superitgets regarding barriers for women
who aspire to gain a position as a public high stipaincipal in Metropolitan Detroit. Other
variables that may influence perception of highostiprincipals were also examined as well
as correlated with gender to study their overdéatf This study utilized two surveys to elicit
opinions of practicing high school principals angharintendents concerning the barriers and
facilitators of women attempting to enter the ramkshigh school principal. The survey
guestions were designed after examining variougodalcand research studies regarding
gender within educational administration. The syrgiata obtained in this study contributes
to the much-needed educational research regareindeg within educational administration.
Hopefully, with the findings from this study, womenll gain insight on how to overcome
the barriers that exist so that parity will be &t not only within the teaching ranks but

also at the administrative level.
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Chapter IV
Results

The results of the data analyses that were usddderibe the sample and address the
four research questions are presented in this ehaphis chapter is divided into two
sections. The first section uses frequency distivbs to provide a profile of the participants
(superintendents and principals) in this study. Tésearch questions are addressed in the
second section of this chapter.

The purpose of this study was to determine if thegesignificant difference between
the perceptions of men and women high school gaisiand superintendents regarding
barriers and facilitators for women who aspire tnga position as a public high school
principal in Michigan.

The target population consisted of all traditiof@dal school districts (LEAS) and
public school academies (PSAs) within Oakland, Maz@and Wayne Counties in the State
of Michigan during the 2010-11 school year. Theeasthle population for the principal
survey consisted of 257 public high schools prialsp The accessible population for the
superintendent survey consisted of 83 public sopmrdents. Of the 257 principals, 110
completed the survey for a response rate of 42@fthe 83 superintendents, 51 completed
the survey for a response rate of 61%. Combiniegwlo categories yields a response rate of
161 from 340. Assuming no missing values, 100%dvadisponses, and an a priori 50%
response distribution, this approximately yieldsyenmetric 95% confidence interval with a
+ 5.5% precision level for the survey. Note thds tbonfidence interval does not apply to

breakdown (i.e. subgroup) analyses.
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The principals and superintendents were askeddwige demographic information.

Their responses were summarized using frequentybdisons in Table 7.

Table 7

Demographics Frequency Distributions

Demographic (n = 169)* Number Percent
Gender
Male 103 61.3
Female 65 38.7
Profession
Principal 114 67.5
Superintendent 55 32.5
Ethnicity
Caucasian 139 82.7
African American 19 11.3
Hispanic/Latino 5 3.0
Middle Eastern 3 1.8
Native American/Alaska Native 2 1.2
Native Hawaiian/Pacific Islander 0
Total
Education
BA/BS 1 .6
MA/MS 57 33.9
Ed. Specialist 69 41.1
Ed.D./Ph.D. 41 24.4
Administrator Leadership Style
Managerial 95 83.3
Instructional 19 16.7

*169 total responses, figures under each columresgnt responses received.

The majority of participants (n = 103, 61.3%) warale. One hundred and thirty nine

participants (82.7%) were Caucasian. The two masthngon degrees were Education
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Specialist (41.1%) and Masters (33.9%). A majoafythe participants (n = 95, 83.3%)
reported having a managerial leadership style geasunstructional leadership style.
Additional demographic information disaggregatedpbyncipals and superintendents
is summarized in Table 8.
Table 8

Principals’ & Superintendents’ Frequency Distrilouts

Principals Superintendents
(n=114) (n=54)
Men Women Men Women
(n=73) (n=41) (n=30) (n=24)
Average age 49 50 55 51
Minmum age 32 36 42 47
Average years' experience
as a high school principal 9 5 4* 3**
Average years' experience
as a superintendent 8 5
Degree most frequently Ed.
held Masters Specialist Ed.D./Ph.D.Ed.D./Ph.D.

*Only 40% (12/30) men superintendents were evagh school principal
**Only 21% (5/24) women superintendents were evieigh school principal

The principals’ demographic data support researcictwindicates female principals
tend to have higher degrees (Ed. Specialist) tham inale counterparts (Masters) and they
often enter the field of administration at an oldge (36) than males (32) (Skrobarcek &
Stark, 2002; Shakeshaft, 1999). The superintenddetaographic data did not have the
same consistency. While the youngest female supedent (47) is still five years older than
the youngest male superintendent (42), the aveaggeof female superintendents was (51)
four years younger than the average age of malerisindents (55). Research also states

most female superintendents follow a career pattergvhthey skip the high school
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principalship and instead jump directly from a sta®m teaching position or elementary
principalship to a central office position beforecbming a superintendent (Natale, 1992).
These results support this research with only 21%amen superintendents having ever
been a high school principal.

The participants were asked to indicate their l@fedgreement or disagreement that

the following were barriers to women acquiring ghhschool principalship. The results are

presented in Table 9.
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Table 9: Descriptive Statistics - Barriers

Gende
1 Male 2 Femal Total

Groups Mear SD Mear SD Mear SD
1. Women married to men 1 Principal 2.86* 1.12 2.68 111 2.80 111
;’;’2\?;'3 CAreersrequire 5 superintendent ~ 2.27 117 3.00 138 259 131
2. Family/Career conflict 1 Principal 3.51* 1.06 33. 111 3.46 1.07

2 Superintendent 2.67 1.15 3.54 1.18 3.06 1.23
3. Women who plan on 1 Principal 3.15 1.10 3.46 1.07 3.26 1.10
having a family 2 Superintendent ~ 2.90 99 3.17 1.20 3.02 1.09
4. Childcare Stress 1 Principal 3.21 1.13 3.61 1.07 3.35 1.12

2 Superintendent 2.67 1.09 3.42 1.32 3.00 1.24
5. The responsibility and 1 Principal 3.41* 1.20 3.59 1.26 3.47 1.22
stress of evening and
weekend work make it an .
unattractive career to 2 Superintendent 2.60 1.38 3.29 1.52 291 1.47
women
6. Limited/Absence of 1 Principal 2.77 1.10 3.15 1.22 2.90 1.15
mentoring .

2 Superintendent 2.43 1.01 2.67 1.09 2.54 1.04
7. Lack of professional 1 Principal 2.29 .99 3.10 1.20 2.58 1.14
networks .

2 Superintendent 2.50 1.25 2.58 1.18 2.54 1.21
8. Lack of opportunities to 1 Principal 2.10 .87 2.88 1.23 2.38 1.08
gain administrative .
experience 2 Superintendent 2.30 1.18 2.52 1.24 2.40 1.20
9. There is a “glass 1 Principal 1.89 .83 271 1.25 2.18 1.07
ceiling” limiting women’s .
career opportunities 2 Superintendent 2.07 1.28 2.75 1.39 2.37 1.36
10. The perception that 1 Principal 2.25 1.00 2.78 1.21 2.44 1.11
women are emotional .
decision makers 2 Superintendent 1.97 1.10 2.71 1.30 2.30 1.24
11. There is a "good old 1 Principal 221 1.04 3.73 1.16 2.75 1.31
boys™ club that limits .
women's opportunities 2 Superintendent 2.73 1.23 3.67 1.05 3.15 1.23
12. Staff members are 1 Principal 2.03 .83 2.12 .81 2.06 .82
reluctant to work for a .
female boss 2 Superintendent 2.23 1.07 2.46 1.18 2.33 1.12
13. The perception that 1 Principal 1.79 .73 2.32 .99 1.98 .87
‘é":vrc;” are not politically -, o serintendent 163 76 238 1.24 1.96 1.06
14. The perception that 1 Principal 1.59 74 2.05 1.00 1.75 .87
women are not strong .
instructional leaders 2 Superintendent 1.33 .55 1.58 72 1.44 .63
15. Women are perceived 1 Principal 1.78 .79 2.17 1.02 1.92 .89
as having curricular skills
that limit their leadership 2 Superintendent 1.60 72 2.26 1.25 1.89 1.03
ability

*p<.017 (Bonferroni corrected nominal Alpha level)
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The Likert scale for both surveys ranged from 1troi®yly Disagree to 5 = Strongly
Agree. Principals reported a higher mean on 79%l&)1of the questions which shows that
principals viewed and rated these items as beiegter barriers than the superintendents.
The highest mean for principals was 3.47 for qoestive (The responsibility and stress of
evening and weekend work make it an unattractiveezao women). This finding supports
current research in the area of why fewer candsdapply for the high school principalship
(Grogan, 1999). People are not interested in apglfor a position that includes a great deal
more stress with minimal increase in salary (Mitigga2003). Also, the largest difference
(0.56) in means between principals and superintgsdevas for question five, which
indicates that principals and superintendents dsee this barrier in the same light. Perhaps
that is part of the problem with the high schoahgipalship. The work load within the
position is not going to change until superinteideand boards of education recognize the
onerous responsibilities that the job entails. Gngabetter conditions for leaders and
providing the right incentives may make the positiore favorable (Mittgang, 2003).

The highest mean for superintendents (and seca$ti mean for principals (3.46))
was 3.07 for question two (Family/Career confligith superintendents rating this as their
highest barrier, it confirms the research that shdamily/career conflict as one of the
leading barriers for women (Shakeshaft, 1999). Algth superintendents viewing it as their
greatest barrier shows that they may operate uhéebelief that it is a barrier for women
and therefore perhaps less likely to hire a womesm evhen it may not be a true barrier.

Both groups had the lowest mean of (Principals,1Superintendents=1.45) with

qguestion 14 (The perception that women are nongtinstructional leaders). This finding
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supports current research indicating women tenldatee a strong instructional background
and focus on curriculum and student achievemerdag&r, 1999).

Male principals had the highest mean (3.51) forstjpa two (Family/Career
conflict). Male superintendents had the highestrm@a90) for question three (Women who
plan on having a family). Male principals’ mean westatistically significantly larger than
male superintendents’ mean on question one (Wonaned to men whose careers require
travel), two (Family/Career conflict) and five (Tihesponsibility and stress of evening and
weekend work make it an unattractive career to wgmehe fact that male principals rated
these barriers significantly larger than superidesis indicates that they operate under the
belief that these are barriers for women and mayesthis belief with others (i.e. mentees,
other principals who may become superintendents) @tring their day-to-day encounters.
Two Barriers that males principals had a higher mga86, 3.51) than female principals
were question one (Women married to men whose msaresjuire travel) and two
(Family/Career conflict). While the results for mabrincipals on question two and five
support current research, the results on questien aontradict current research (Bell &
Chase, 1993). Women tend to indicate question ®meharrier; however, men often do not
view it in the same light. These findings did naipgort current research with female
principals’ mean (2.68) being 0.18 lower than n@iacipals’ mean (2.86).

Overall, male principals’ mean was lower than feanalincipals’ mean 85% (13/15)
of the time. Similarly, male superintendents hadveer mean than female superintendents
on all of the Barriers questions. While men recagdithe same barriers as women, they did

not recognize them to the same degree.
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The differences between male and female principedan scores ranged from .09 to
1.52. The largest difference in means for prin@gal52) occurred on question 11 (There is
a "good old boys™ club that limits women's oppaites). Similarly, the largest difference in
means for male and female superintendents (.94)al&s for question 11. This finding
supports current research that the old boys’ auld$ to be a predominant barrier for women
in many organizations; however, men continue noetmgnize that the club exists or that it
works against women’s advancement (Eagly & CaiD72 Grogan, 1999; Shakeshatft,
1999). Further supporting this area, female ppalsi and superintendents had the highest
mean (3.73, 3.67) for question 11. This findingmus research which indicates that female
superintendents may be more sympathetic to womem agpire to become a high school
principal because they recognize the barriers theigt overcome to obtain such a male
dominated role (Shakeshaft, 1999).

Although a great deal of research recommends wdma@img a mentor or being a
part of a professional network, these barriers gjoe 6: Limited/Absence of mentoring and
question 7: Lack of professional networks) fell &wd the bottom in both principal and
superintendent ratings (Allen, Jacobson, & LomotE995; Barth, 2000; Eagly & Carli,
2007; Grogan, 1996; Ragins,& Cotton, 1999 Sergioya2000; Shakeshaft, 1989; Sobehart
& Giron, 2002). The overall means (aggregate) fahlprincipals and superintendents were
2.90 and 2.54 for question six and 2.58 and 2.54jfestion seven. While research highly
recommends these two areas to help ameliorateebmrthat exist, the feedback from

principals and superintendents in this study dosapport that claim.
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Next, the participants were asked to indicate tlesiel of agreement or disagreement
that the following items (Facilitators) may helpvadce career opportunities for women
aspiring to become a high school principal. Theltesare presented in Table 10.

Table 10: Descriptive Statistics - Facilitators

Gende
Male Female Total

Groups Mean SD Mean SD Mean SD
16. Female mentoring 1 Principal 3.63 91 3.80 .95 3.69 .93

2 Superintendent 3.73 74 4.29 .69 3.98 .76
17. Membership within a 1 Principal 3.73 1.07 3.80 1.01 3.75 1.04
professional network 2 Superintendent 367 92 413 .80 387 .89
18. Proven success as an 1 Principal 4.16 .96 4.27 74 4.20 .88
instructional leader 2 Superintendent 403 96 463 49 430 .84
19. Experience coaching 1 Principal 3.15* .98 3.02 1.25 3.11 1.08
athletic programs 2 Superintendent 253 111 28 119 269 115
20. Experience working on 1 Principal 3.88 1.21 4.00 .92 3.92 111
curriculum development 2 Superintendent 387 104 433 76 407 .95
21. Proven success 1 Principal 4.08 1.08 412 .95 4.10 1.03
:mg'rir\?ee:]gﬂ? :fcfggg' 2 Superintendent 423 101 442 65 431 .86
22. Proven success 1 Principal 4.07 1.10 4.05 .97 4.06 1.05
minimizing achievement gaps , g, arintendent 413 107 442 72 426 .94
23. Experience writing 1 Principal 3.45 111 3.68 1.01 3.54 1.07
standards based assessments g nerintendent 333 112 363 106 346 1.09
24. Experience facilitating 1 Principal 3.92 1.10 4.00 1.00 3.95 1.06
staff professional development )

2 Superintendent 3.80 1.19 4.13 .95 3.94 1.09
25. Experience evaluating 1 Principal 3.73 1.06 3.80 1.01 3.75 1.04
gg#ﬁed and non-certified 5 g herintendent 397 100 421 98 407 .99
26. Experience overseeing 1 Principal 3.86 .92 4.05 .84 3.93 .89
student discipline 2 Superintendent 373 98 408 .78 389 .90
27. Experience negotiating 1 Principal 3.12 1.17 3.32 1.08 3.19 1.14
union contracts 2 Superintendent 337 113 346 125 341 117
28. Established rapport 1 Principal 3.82 1.10 3.78 .88 3.81 1.03
amongst parent groups 2 Superintendent 420 103 442 78 430~ .92
29. A progression of 1 Principal 3.96 1.16 4.20 .90 4.04 1.08
leadership positions 2 Superintendent 410 116 438 88 422 104
30. Advanced degrees beyond1 Principal 3.21 1.21 3.59 1.12 3.34 1.19
the Master's level 2 Superintendent 307 114 396 100 346 116

*p<.017 (Bonferroni corrected nominal Alpha level)
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Overall, superintendents reported a higher mean fhuencipals on 73% (11/15) of
the questions. The highest mean for superintendants second highest mean for principals
(4.10)) was 4.31 for question 21 (Proven succegéeimenting school improvement efforts).
The highest mean for principals was 4.20 for qoesti8 (Proven success as an instructional
leader). These two findings support the currentiiregnents and demands of today’s high
school principal. In a time dflo Child Left BehindAdequate Yearly Progress, state report
cards, achievement gaps and needing to meet 10@%érgtachievement/proficiency by the
year 2014, principals’ primary responsibility iswdocused on instruction and school
improvement. While research has shown that womewd te have strong instructional
backgrounds, research does not show what women decarto better advance their
opportunities for the high school principalship §Gan, 1999). The findings from this study
suggest women should continue to build upon thgdegences as instructional leaders (i.e.
curriculum chairs, assessment coordinators, etwd) sthool improvement facilitators (i.e.
chair school improvement goal(s) or team(s); waldsely with principals in collecting,
reporting and utilizing school improvement dataaictachievement gap subcommittees, etc.)
in order to better position themselves for the teghool principalship.

Superintendents’ mean 4.30 for question 28 (Esthéd rapport amongst parent
groups) was statistically significantly larger thpnncipals’ mean (3.81) with the largest
difference of 0.49. Additionally, female superirdents’ mean (4.42) was statistically
significantly larger than female principals’ meaB78) with a difference of 0.64. This
finding supports the current role of superintendead the primary public relations official

within a school district. Superintendents tend taffadministrative teams with individuals
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who have good parent and community relationshipsespublic relations and politics is a
major role of public administration (Blount, 1998).

Both principals and superintendents lowest mean in¢pals= 3.11,
Superintendents=2.69) was with question 19 (Exped&eoaching athletic programs), which
contradicts research which indicates a large nunalbdrigh school principals (especially
male) have former coaching experience (Grady & @i, 1993; Shakeshaft, 19892).
While female principals’ (3.02) viewed it not awvéaably as male principals (3.15), female
superintendents (2.88) did view it more helpfultimaale superintendents (2.53).

In analyzing the responses by gender within the ftyvoups (principals and
superintendents), male principals had a higher nga# (12/15) of the time. The three
Facilitators that males had a higher mean (3.1%,,43.82) on were question 19 (Experience
coaching athletic programs), question 22 (Proveress minimizing achievement gaps) and
guestion 28 (Established rapport amongst parentpgio Male superintendents had a lower
mean than female superintendents on all of thelitedors questions. Female principals and
superintendents had the highest mean (4.27, 4d@3udestion 18 (Proven success as an
instructional leader). Male principals also had ltiighest mean (4.16) for question 18. While
male superintendents had the highest mean (4.28)qéestion 21 (Proven success
implementing school improvement efforts). Male phoals’ mean was statistically
significantly larger than male superintendents’ mea question 19 (Experience coaching
athletic programs).

Surprisingly, mentoring and professional networkiagain did not receive the
feedback that current research supports (Allenghlan, & Lomotey, 1995; Barth, 2000;

Eagly & Carli, 2007; Grogan, 1996; Ragins,& Cottd899 Sergiovanni, 2000; Shakeshatt,
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1989; Sobehart & Giron, 2002). Both male and fenpaiecipals and superintendents rated
these areas somewhat in the middle; not nearlytragags of a facilitator as instructional
leader (question 18) and school improvement eff@gaestion 21), but also not as weak of a
facilitator as coaching (question 19).
Data Analysis

Participants’ responses were analyzed through iprul{SPSS) and multivariate

(STATA Version 10.0) regression. The results aesented in Table 11.
Table 11

Multiple & Multivariate Analysis

Predictors Outcome: Barriers Outcome: Facilitators  Multivasiat
Follow-up
B S.E.B. BETA B S.E.B. BETA Tests
Principals R2= 205 R2= 018 F(2,100)
Age -.139 124 -.128 -.119 .170 -.089 0.97
Femalt 6.877 1.887% .34¢ 1.64% 2.57¢ .067 7.64**
African.American 4,714 2.469 176 -.026 3.372 -.001 1.51
ME.NativeAm.Alaskan -7.137 4711 -141 5.875 6.435 .095 1.68
Curriculum.Instruction -3.302 2.313 -.129 1.029 3.160 .033 1.3
Years.Principal .149 153 113 .073 .208 .045 0.55
i 2 2
Superintendents R2- 530 R2_ 531 F(2.42)
Age 439 .258 277 .480 .208 .375 2.65
Female 7.536 3.729 .312 6.532 3.004 .335 3.26*
African.American 2.655 5.929 .066 -6.267 4777 -.194 .85
ME.NativeAm.Alaskan 6.006 11.583 .070 14518 9.333 .210 1.17
Curriculum.Instructio 1.66( 812 .30¢€ .70t .65E .161 1.9
Years.Principal -.467 .318 -.253 -.362 .256 -.244 1.66

*p<.05,*p<.01

Follow-up hypothesis testing for each predictoswanducted to determine if each of
the predictors had an effect in all regression ggna simultaneously. Those tests are based
on F statistics with a degrees of freedom of (p-k), where p is the number of dependent
variables and k is the number of parameters (imallsaneous equation setting, regression
coefficients, correlations or covariances are thmmeters). All of the variables included in

this testing procedure i.e., predictors and outcwaeables, in a simultaneous equations
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model setting, only that each predictor's impacabrof the dependent variables was tested
holding the impact of the other predictors constdinie multivariate regressions were done
using "mvreg" procedure and then a follow-up hypeth test for each predictor was
conducted using "test" procedure under "mvreg" n@cedure, using STATA software
(Version 10.0).

Female principals and superintendents had a higlean Barrier and Facilitator. The

difference in Barrier means for male and femalengpals is (X, - X,,) 6.877. The
difference in Facilitator means for male and femaimcipals is X, — X,,) 1.647. The
difference in Barrier means for male and femaleespendents is X, - X,,) 7.536. The

difference in Facilitator means for male and femsigerintendents isX. - X,,) 6.532.

The dummy variable representing the “female” gravgs the only statistically significant
predictor of the Barriers and the Facilitators diameously for the principals
[E(2,100)=7.64p < .01] as well as the superintenderfi§?[42)=3.26p < .05]. None of the
other predictors were statistically significant ¢ictors of the Barriers and Facilitators
simultaneously for both groups (principals and supendents).

An inverse relationship exists for the principatgoup within the Barriers and
Facilitators group. Within the Barriers group, tilwerse relationship exists between the
predictors Age, ethnicity (ME.NativeAm.Alaskan),dateadership style (instructional) and
the dependent variable (Beta = -.128, -.141, .-12@)hin the Facilitators group, a smaller
inverse relationship exists between the predictgs and ethnicity (African.American) and
the dependent variable (Beta = -.089, -.001).

Within the superintendents’ group, an inverse ti@hship also exists within the

Barriers and Facilitators group. Within the Bariggroup, the inverse relationship exists
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between the predictor Years.Principal and the dégrenvariable (Beta = -.253). Within the
Facilitators group, an inverse relationship exidistween the predictors ethnicity

(African.American) and Years.Principal and the dejent variable (Beta = -.194, -.244).

Three of the four shared variance®®] are similar, ranging from 20.5% to 23.1%.
The lowest shared variance occurred in the primggpaup for Facilitators. Based on the
regression analysis, the following general lineadels were estimated.
(1) Principals’ perceptions (Barriers)=
42.606 - .139(Age) + 6.877(Gender) + 4.714 (Afridanerican) -
7.137(ME.NativeAm.Alaskan) - 3.302(Curriculum.Insttion) + .149(Years.Principal) +
residuals
(2) Principals’ perceptions (Facilitators)=
60.381 - .119(Age) + 1.647(Gender) - .026(Africamgican) +
5.875(ME.NativeAm.Alaskan) + 1.029(Curriculum.Insttion) + .073(Years.Principal) +
residuals
(3) Superintendents’ perceptions (Barriers)=
10.426 + .439(Age) + 7.536(Gender) + 2.655(Afri¢anerican) +
6.006(ME.NativeAm.Alaskan) + 1.660(Curriculum.Insttion) - .467(Years.Principal) +
residuals
(4) Superintendents’ perceptions (Facilitators)=
30.57 + .208(Age) + 3.004(Gender) + 4.777(Afri¢anerican) +

9.333(ME.NativeAm.Alaskan) + .655(Curriculum.Ingttion) + .256(Years.Principal) +
residuals
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Chapter V
Discussion
Overview

The purpose of this study was to determine if thegesignificant difference between
the perceptions of men and women high school graisiand superintendents regarding
barriers and facilitators for women who aspire #nga position as a public high school
principal in Michigan. For the purposes of thisdstugender and other variables that may
influence perceptions of high schools principalshwi Michigan’s Oakland, Macomb and
Wayne County public high schools were examined.

After more than two decades of research, womeniragmtto struggle in gaining
equal representation among high principals. Datasdoot currently exist to show the
percentage of female and male administrators ahitjie school level. This study examined
gender differences within high school principalsd asuperintendents in an effort to
contribute to the body of research to gain equitthough the current literature on this topic
provides some evidence of the underrepresenta®myell as common barriers for women
who aspire to become principals, it is limited iroyading insight and recommendations
regarding how current principals may overcome thbagiers. This research provides
information from current high school principals asdperintendents regarding perceived
barriers and facilitators for principals in acqagia high school principalship. The survey
data that were collected and analyzed in this stdly contribute to this much needed

understanding.
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Findings

This study was guided by four research questiomsamsociated hypotheses which
were tested at the nominal alpha level of 0.05.

Research Hypothesis There is significant difference between the petioep of
men and women high school principals regarding bhegiers for women who want to
acquire a public high school principalship.

Research Hypothesis Zhere is significant difference between the petioep of
men and women high school principals regardingféoditators for women who want to
acquire a public high school principalship.

Research Hypothesis Jhere is significant difference between the peicep of
men and women superintendents regarding the barfieerwomen who want to acquire a
public high school principalship.

Research Hypothesis Zhere is significant difference between the peticep of
men and women superintendents regarding the foitg for women who want to acquire a
public high school principalship.

The gender difference in both research questiorss sugported by the multivariate
regression results (the “comparison of female aradetngroup was the only statistically
significant predictor of the Barriers and the HRégaibrs simultaneously). The multiple
regression results showed as principal respondewgis’increased their perceived Barriers
and Facilitators score decreased. In other wolts,nore veteran principals did not see
Barrier items as much of a Barrier as the youngss-lexperienced principals, similarly for
Facilitators. However, as superintendents’ age e@®ed their perceived Barrier and

Facilitator score also increased. Thus, the motterae superintendents recognized that
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Barriers exist and that certain Facilitators thatynmelp improve women’s opportunity to
become a high school principal.

Additional findings that are insightful for womerhwa aspire to become high school
principals are the examination of difference in ne#r both the Barriers and Facilitators
(Table 9 & 10) as a whole and by gender group.fébethat principals had an overall (10/14
guestions) higher Barrier mean than superintendsdraws that principals see job attainment
as a more difficult accomplishment than superinéertsl do. This is insightful information
for superintendents when hiring high school priatsp Knowing that the candidate pool or
potential candidate pool is seeing the positioa asore difficult one to obtain could prompt
superintendents to look at ways in which the posijtiand its obtainment, can be viewed
more favorably. For instance, superintendents cocidelate administrative mentoring
programs within a district to encourage and suppannen who have exhibited leadership
ability and who may also aspire to become a higjoglkcprincipal.

“Family/Career conflict” along with “Responsibilignd stress of night and weekend
work make it an unattractive career to women” gurdi to be the strongest barriers for
aggregated groups which support current researditgévig, 2003; Shakeshaft, 1999). Male
principals and superintendents perceived “Familg@g€aconflict” and “Women who plan on
having a family” as the largest barriers. Theselifigs support current research on gender
issues within educational administration (Blouri9&; Grogan, 1996; Ruhl-Smith, Shen, &
Cooley, 1999; Shakeshaft, 1999; Skrobarcek & S0R2; Young & McLeod, 2001).

With superintendents’ highest Barrier mean beingmiy/Career conflict” this can
provide structural implications and recommendatiors superintendents and the current

organizational structure within educational adntmaon. If the position of high school
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principal could be redesigned so that what is etqueof them is more feasible for women
who have families or plan to have a family then enaromen may want to take on the
position (Mittgang, 2003). Additionally, with prifmals’ highest Barrier mean
“Responsibility and stress of night and weekendkwarake it an unattractive career to
women” it supports the research that the demandbeofposition the way it is currently
configured makes it a difficult position for womexrith a family or one potentially on the
horizon. Not only has does our currently educati@ministrative organizational structure
continue to perpetuate the high demands withinpthstion, but the school community has
also grown accustomed to expecting the high scphootipal be at everything (i.e. sporting
events, concerts, plays, etc.) which makes it 80780 hour a week job (NCES, 1997).
Currently, when administrators are not at eventsisitsometimes viewed as being
unsupportive of the students. Even if the prinkspgb description changed to include
fewer evening and night commitments, it will takee before school communities and board
of education members embrace the idea that highosghnincipals do not have to be at every
event.

By gender within the two groups, male principalsl lealower Barrier mean 85%
(13/15) of the time and higher Facilitator mean 8A%/15) of the time, indicating a majority
of the time, male principals’ perception of Barsiawas lower than females, while their
perception of Facilitators was higher than femaace male principals see the job as not
having the same degree of barriers, this can hapéadations for males that mentor females
who aspire to become a high school principal. Ifenmaentors are able to see the barriers that
exist through a female’s viewpoint, they may beeabl provide more pertinent mentoring. It

may be helpful for male and female mentors to Beedata presented in Table 9 and 10 so
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that they have a better understanding of what Barand Facilitators exist and the
viewpoints from each group (i.e. male, female, @pal, and superintendent).

Male superintendents had a lower mean score thaaléesuperintendents on all of
the Barriers and Facilitators questions. Thereftrey indicated less of a Barrier exists and
from the Facilitators that were presented, theywem them as not as helpful in job
obtainment. In examining the survey responses, argynall percentage of superintendents
(21% of women superintendents and 40% of men sufpedents) were actually high school
principals which may have influenced the smallerrida and Facilitator mean. Out of 54
superintendent responses only 17 (31%) of them weee a high school principal and the
average time in this position (for those 17) waarfgears. Knowing that 69% of the
superintendents that participated in the surveyr®er been a high school principal helps
keep their responses to Barriers and Facilitatorgerspective. A majority of them do not
have first-hand knowledge, only supervisory knowkedf what the position entails.

Female principals and female superintendents betbepved “There is a good old
boys’ club that limits women’s opportunities” agtlargest barrier. The largest difference in
mean scores for principals (1.52) and superinteisd@h94) also occurred for this barrier.
This finding supports current research that thebaolgs’ club tends to be a leading barrier for
women in many organizations; however, men contmatdo recognize that the club exists or
that it works against women’s advancement (Eaglya&li, 2007; Grogan, 1999; Shakeshatft,
1999). As much as organizations try not to hagead old boys’ club, the perception is that

they do exist and they continue to be a barriemfomen in obtaining leadership positions.
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Research has been limited in providing recommeaoadatfor women who aspire to
become high school principals (Grogan, 1999; SHef€s1999). The findings from this
study showed that superintendents and principalcepeed “Proven success as an
instructional leader” and “Proven success implemgnschool improvement efforts” were
the two most beneficial Facilitators in acquiringol as a high school principal. Therefore,
women should continue to build upon their expermsnas instructional leaders and pursue
additional opportunities to work closely with thebuilding principals on school
improvement efforts (i.e. chair school improvemgogl(s) or team(s); work closely with
principals in collecting, reporting and utilizingl®ol improvement data; chair achievement
gap subcommittees, etc.) in order to better paositibemselves for the high school
principalship. Since school improvement efforts tcare to be expanded and required in a
day of No Child Left Behindstandards based assessments, state report car@oamdon
Core State Standards (national curriculum) theoailshbe an abundance of opportunities.

While current research recommends mentoring andegsmnal networking for
women who aspire to become a high school princtpalyesponses obtained in this study do
not reflect recommendations (Allen, Jacobson, & btey, 1995; Barth, 2000; Eagly &
Carli, 2007; Grogan, 1996; Ragins,& Cotton, 1999giwanni, 2000; Shakeshaft, 1989;
Sobehart & Giron, 2002). Both principals and sugendents did not view mentoring
(question 6 & 16) or professional networks (questid &17) as a strong Barrier or
Facilitator. In fact, these two areas consistefely toward the middle to bottom in both
principal and superintendent ratings. Instead omew focusing on finding a mentor or

joining professional networks, the research frons #tudy suggests their time would be
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better spent and more fruitful if they focus theiforts on school improvement and
instructional leadership.
Limitations

The sample consisted of 257 public high schools @Bdsuperintendents within
Michigan’s Oakland, Macomb and Wayne Counties durihe 2010-2011 school year.
Because the sample did not include participants) fother states or counties, the findings
may not be generalizable to high school principalsther states or counties. Further, since
the study is limited to principals at the high sahievel, the results may not be generalizable
to middle or elementary schools. The study examip&dcipals’ and superintendents’
perceptions of the barriers for women acquiringigh tschool principalship. It is assumed
that respondents disclosed an authentic respogaediag their perception of these barriers.

Recommendations for Further Research

Research on gender differences within secondargagidumal administration needs to
continue in order to provide equity among the rankie results of this study provide insight
into the current barriers and facilitators thatséxor females who want to acquire a high
school principalship and implications for futuresearch, mentoring programs, professional
organizations/networks, administrative preparaporgrams, organizational structure within
administrative ranks, and societal expectationangigg the high school principalship.

It would be beneficial for graduate professors gmablic educators to have
disaggregated descriptive statistical informati@yarding high school principals on a
national and state level. By not examining the dgmaphic data a large discussion of what
currently exists within educational administraties missing. In a time where we are

surrounded with data to the degree that we can thedprecise salary of staff in every
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community across the country, yet data by gend@otsobtainable is hardly unintentional
(Tyack & Hansot, 1982). Women who aspire to becantegh school principal need to be
made aware of the gender inequity that exists awodtiged strategies to overcome the
existing barriers. The NCES currently collects gamidformation in the SASS; however, it
does not report these data. It would be insightiuknow what percentage of high school
principals are women and disaggregate these dastal®. Perhaps some states have greater
gender equity and have implemented strategies iotama and support females within the
high school principalship. If so, others (i.e. lwbaf education members, policy makers, and
professors within administrative preparation progsa can learn from these states what
strategies worked and then incorporate them irgo ffrograms and practices in an effort to
support administrative gender equity nationally.

Researchers, professional organizations and pahggeparation programs need to
bring transparency to the gender inequities that exithin educational administration. This
conspiracy of silence has ramifications for inatmsiand society (Shakeshaft, 1999).
Principal preparation programs need to includesfastrategies and scenarios in an effort to
better inform and prepare future administratorsmidstrative internships and graduate
classes could easily be structured to include geedeity issues so that more awareness is
focused on the issue. Also, if professors coulduche disaggregated data that include the
percent of male and female high school principathiw various states into their educational
administrative preparatory courses and ask studerdsme up with theories as to why it has
not been ameliorated or possible strategies that asaist in creating more equity, than
perhaps more equity could be accomplished rathan tlh continuing to be being an

inconvenient truth that is rarely discussed.
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Additionally, the perceived or actual “good old B8yclub is often an elephant that
exists within school organizations and should lsewised within administrative preparation
programs and mentoring sessions. Whether men dli@xists or not, it is a real barrier for
women both at the principal and superintendentleve

Since this study was based on a tri-county arddiamigan, it would be beneficial to
replicate this study on a national level to exanpeeceived and actual gender differences
within the high school principalship. It would albe valuable to disaggregate the findings
by state in order to examine if the gender diffeemnare not as disparate. Findings my show
some states or individual districts that utilizel @upport specific strategies for encouraging
females to become high school principals (i.e. we@mg programs, professional
organizations, what works, does not work, etc.)eskh possible findings could then be
included in principal preparation programs or psiiid in journal that highlight best
practice.

While this study did recognize mentor programs ag@ng Facilitator in becoming a
high school principal, mentor programs should bs&roetured to include a gender equity
piece. Perhaps with this element they may be viewesne beneficially. Additionally,
mentor-mentee pairings could be structured to aela two year relationship where for one
year the mentor is a female and the following yearmentor is a male. This would provide
teachers (male or female) the opportunity to betored by both genders. The mentor
program could also include ongoing conversationamdigg gender equity within the
teaching and administrative ranks to add transggremwhat currently exists within various
institutions. Raising the issue and looking atdh&a would be a step towards creating a more

gender inclusive environment.
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Professional organizations could solicit best pecast from superintendents and
principals that support gender equity among thamks and publish their findings in
scholarly journals or within seminars (professiodavelopment). These organizations often
ask members for input regarding the latest initedi they face (i.e. teacher tenure,
achievement gap, response to intervention, etcowekier, ameliorating the gender
discrepancy within high school administration i$ typically addressed.

Additionally, with both superintendents and priradgsupporting “Proven success as
an instructional leader” and “Proven success impleimg school improvement efforts” as
the two most beneficial Facilitators in acquiringod as a high school principal, making
these two areas transparent and developed withiminggtrative preparation programs and
mentor programs could be beneficial for women isisigg their job attainment. Women
could also be encouraged to volunteer through ditat®n programs (i.e. North Central
Accreditation, Advanced Ed, etc.) to learn more wihthhe process and serve on visiting
teams. This strategy would also provide them arodppity to network and perhaps meet

additional administrators who could serve in a raenapacity.
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APPENDIX A

WOMEN AND THE HIGH SCHOOL PRINCIPALSHIP:
METROPOLITAN DETROIT PRINCIPALS’ AND SUPERINTENDENY
PERCEPTIONS REGARDING BARRIERS AND FACILITATORS
FOR JOB ATTAINMENT

PRINCIPAL SURVEY
Part I: Barriers
Previous research has focused on barriers to wamguiring a high school principalship.

Please indicate your level of agreement or disagea¢ that these items are barriers to
women acquiring a high school principalship. Pleds®se one number per item.

Strongly Disagree 1 2 3 4 5 Strongly Agree

1. Women married to men whose careers requireltrave 12345
2. Family/Career conflict 12345
3. Women who plan on having a family 1234
4. Childcare Stress 12345
5. The respons_,ibility and stress of evening anckesee work make it 12345
an unattractive career to women

6. Limited/Absence of mentoring 12345
7. Lack of professional networks 12345
8. Lack of opportunities to gain administrative expnce 12345
9. There is a “glass ceiling” limiting women’s carepportunities 12345
10. The perception that women are emotional detisiakers 12345
11. There is a "good old boys™ club that limitsmen's opportunities 12345
12. Staff members are reluctant to work for a fentdss 12345
13. The perception that women are not politicadiyvy 12345

www.manaraa.com



14. The perception that women are not strong instmal leaders

15

83

. Women are perceived as having curricular sthbs limit
their leadership ability

Part |l: Facilitators

12345

12345

Please indicate your level of agreement or disagea¢ that the following items may help
advance career opportunities for women aspirirgetmme a high school principal.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30

Strongly Disagree 1 2 3 4

Female mentoring

Membership within a professional network
Proven success as an instructional leader
Experience coaching athletic programs
Experience working on curriculum development
Proven success implementing school improve eiféorts
Proven success minimizing achievement gaps
Experience writing standards based assessments
Experience facilitating staff professional depenent
Experience evaluating certified and non-cextiifstaff
Experience overseeing student discipline
Experience negotiating union contracts
Established rapport amongst parent groups

A progression of leadership positions

. Advanced degrees beyond the Master’s level

Strongly Agree

12345

2345

12345

3145

12345

12345

12345

12345

12345

12345

23145

31425

2345

L5

12345
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Part Ill: Demographics

31. What is your gender? Male Female
32. What is your ethnicity? White __ AfricAmerican ___ Hispanic/Latino
Middle Eastern Asian Native Anzeridlaska Native

Native Hawaiian/Pacific Islander
33. What is your current age?
34. How many years have you been a high schoatipaif

35. What is your highest level of educational attaént? BA/BS MA/MS
Ed. Specialist Ed.D./Ph.D.

36. Which area occupies the majority of your tim@mg a given week?
administrative/managerial issues (i.eergaroncerns, student discipline,
meetings, etc.) OR curriculum/instructio

Thank you very much for your time and input.
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APPENDIX B

WOMEN AND THE HIGH SCHOOL PRINCIPALSHIP:
METROPOLITAN DETROIT PRINCIPALS’ AND SUPERINTENDENS
PERCEPTIONS REGARDING BARRIERS AND FACILITATORS
FOR JOB ATTAINMENT

SUPERINTENDENT SURVEY
Part I: Barriers
Previous research has focused on barriers to wamguiring a high school principalship.

Please indicate your level of agreement or disagea¢ that these items are barriers to
women acquiring a high school principalship. Pledsgse one number per item.

Strongly Disagree 1 2 3 4 5 Strongly Agree

1. Women married to men whose careers requireltrave 12345
2. Family/Career conflict 12345
3. Women who plan on having a family 1234
4. Childcare Stress 12345
5. The responsibility and stress of evening andkeree work make it 12345
an unattractive career to women

6. Limited/Absence of mentoring 12345
7. Lack of professional networks 12345
8. Lack of opportunities to gain administrative expnce 12345
9. There is a “glass ceiling” limiting women’s carepportunities 12345
10. The perception that women are emotional detisiakers 12345
11. There is a "good old boys™ club that limitsmen's opportunities 12345
12. Staff members are reluctant to work for a fentdss 12345
13. The perception that women are not politicaiywy 12345
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14. The perception that women are not strong instmal leaders 12345

15. Women are perceived as having curricular sthis limit 12345
their leadership ability

Part 1I: Facilitators
Please indicate your level of agreement or disagea¢ that the following items may help
advance career opportunities for women aspiringetmme a high school principal.

Strongly Disagree 1 2 3 4 5 Strongly Agree

16. Female mentoring 12345
17. Membership within a professional network 2345
18. Proven success as an instructional leader 12345
19. Experience coaching athletic programs 345
20. Experience working on curriculum development 12345
21. Proven success implementing school improveeiéorts 12345
22. Proven success minimizing achievement gaps 12345
23. Experience writing standards based assessments 12345
24. Experience facilitating staff professional depenent 12345
25. Experience evaluating certified and non-cedifstaff 12345
26. Experience overseeing student discipline 2345
27. Experience negotiating union contracts 31425
28. Established rapport amongst parent groups 2345
29. A progression of leadership positions L5
30. Advanced degrees beyond the Master’s level 12345
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Part Ill: Demographics

31. What is your gender? Male Female
32. What is your ethnicity? White __ Africimerican ____ Hispanic/Latino
Middle Eastern Asian Native Anzeridlaska Native

Native Hawaiian/Pacific Islander
33. What is your current age?
34. How many years were you a high school prin€ipal
35. How many years have you been a superintendent?

36. What is your highest level of educational attaént? BA/BS MA/MS
Ed. Specialist Ed.D./Ph.D.

Thank you very much for your time and input.
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APPENDIX C: Human Investigation Committee Approval

HUMAN INVESTIGATION COMMITTEE
WAYN E STATE 87 East Canfield, Second Floor
Detroit, Michigan 48201
N IVE RS l Phone: (313) 577-1628
FAX: (313) 993-7122

http://hic.wayne.edu

NOTICE OF EXPEDITED APPROVAL

To: Heidi Kattula
College of Education

From: Dr. Scott Millis g : Mf( N / @

Chairperson, Behavioral Institutional Review Board (B3)
Date: November 23, 2010
RE: HIC#: 113710B3E

Protocol Title: Perceptions of Male and Female Principals and Superintendents Regarding the Barriers for
Women in Acquiring a High School Principalship in Michigan

Funding Source:
Protocol #: 1011009029
Expiration Date: November 22, 2011
Risk Level / Category: Research not involving greater than minimal risk

The above-referenced protocol and items listed below (if applicable) were APPROVED following Expedited Review
Category (#7 )* by the Chairperson/designee for the Wayne State University Institutional Review Board (B3) for the
period of 11/23/2010 through 11/22/2011. This approval does not replace any departmental or other approvals that may
be required.

* Internet Inform\ation Sheet (dated 10/20/10)

° Federal regulations require that all research be reviewed at least annually. You may receive a "Continuation Renewal Reminder” approximately
two months prior to the expiration date; however, it is the Principal Investigator's responsibility to obtain review and continued approval before the
expiration date. Data collected during a period of lapsed approval is unapproved research and can never be reported or published as research
data.

° All changes or amendments to the above-referenced protocol require review and approval by the HIC BEFORE implementation.

° Adverse Reactions/Unexpected Events (AR/UE) must be submitted on the appropriate form within the timeframe specified in the HIC Policy
(http://www.hic.wayne.edu/hicpol.html).

NOTE:
1. Upon notification of an impending regulatory site visit, hold notification, and/or external audit the HIC office must be contacted immediately.
2. Forms should be downloaded from the HIC website at each use.

*Based on the Expedited Review List, revised November 1998
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ABSTRACT

WOMEN AND THE HIGH SCHOOL PRINCIPALSHIP:
METROPOLITAN DETROIT PRINCIPALS’ AND SUPERINTENDENT &’
PERCEPTIONS REGARDING BARRIERS AND FACILITATORS
FOR JOB ATTAINMENT

by
HEIDI SCHNABEL KATTULA
December 2011

Advisor: Dr. Michael Addonizio
Major: Educational Leadership and Policy Studies
Degree: Doctor of Education

Through multivariate analysis, this study deterrdiné there was a significant
difference between the perceptions of men and worhigh school principals and
superintendents in Metropolitan Detroit regardiragriers and facilitators for women who
aspire to gain a position as a public high schaolicpal in Michigan. Gender and other
variables that may influence perceptions of highosts principals within Michigan’s
Oakland, Macomb and Wayne County public high scheare examined by administering
an electronic survey to each group. Participargsponses were analyzed through multiple
and multivariate regression. Follow-up hypothesstihg for each predictor was conducted
to determine if each of the predictors had an éffeall regression equations simultaneously.
The dummy variable representing the “female” gravgs the only statistically significant
predictor of the Barriers and Facilitators simudtansly for the principals and

superintendents.
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1999-2000 Adjunct Mathematics Instructor: Gag€&bommunity College, Ironwood, Ml

1999-2000 Physical Education Instruct: Upwardiih Finlandia College, Hancock, Ml

1999-2000 Residence Hall Coordinator: YouthgPaims, Michigan Technological
University, Houghton, Ml

1996-2000 Mathematics Teacher/Department CHaincock High School, Hancock, Ml

1993-1996 Honors Mathematics Teacher/DepartQiair: Bloom Carroll High School,
Carroll, OH

1992-1993 Long-Term Substitute Mathematics ieacColumbus Public Schools,
Columbus, OH

LICENSURE AND CERTIFICATIONS

State of Michigan Administrator Certificate, K-122)09

State of Michigan Professional Teaching Certific&td2 grade, 2001
Mathematics (EX), Computer Science (NR)

State of Michigan Provisional Teaching Certific&el 2 grade, 1992
Mathematics (EX), Computer Science (NR)

State of Ohio Provisional Teaching Certificate,2-1993
Mathematics

PROFESSIONAL MEMBERSHIPS

Association of Supervision and Curriculum Developine
Association for Middle Level Education

Michigan Association of Secondary Principals

National Association of Secondary Principals

National Council of Teachers of Mathematics

National Council of Supervisors of Mathematics

www.manaraa.com
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