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ABSTRACT

South Carolina public school districts are confeahivith a series of difficult
circumstances and rely more on female superintéadiean the national average. The
investigation of female South Carolina superintenisievas guided by the glass cliff
conceptual framework. The glass cliff represeittaons where females are promoted
over males to risky or precarious leadership pmsstiwhere the chance of failure is high.

The purpose of this quantitative, non-experimestiadly was to examine the
relationship between the sex of South Carolinaipwahool superintendents to (a) self-
reported transformational leadership behaviors(apdelect district indicators indicative
of the difficult circumstances confronted by puldahool districts. The indicators
selected for this study were the Elementary andi&#sry Education Act (ESEA)
composite indices, identified priority schools, awthool district poverty indices. The
Multifactor Leadership Questionnaire (ML@ps selected to obtain self-reported
transformational leadership behaviors.

Female South Carolina public school superintendeté¢sl themselves higher on
all transformational leadership MLQ subscales tth@nmale South Carolina public
school superintendents but not at significant kevélemale South Carolina public school
superintendents had significantly lower ESEA conifeaadices than did male South

Carolina public school superintendents. No sigaifit difference was found for priority



schools or poverty indices based on the sex o$diperintendent. Implications and

recommendations for future research are included.
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CHAPTER 1: INTRODUCTION

School boards depend on superintendents to pre¥idetive leadership to raise
student achievement and meet organizational goaleruncreasing pressures. The
stressful nature of the superintendency and thdicatpns for superintendent longevity
and turnover are compounded by an increasing &tistr with the political environment
(Byrd, Drews & Johnson, 2007), allocation of lingiteudget resources (Blair, 2010;
Bowers, 2009; Hohenstein, 2008), difficult schoo&ld relations (Hohenstein, 2008;
Yoder, 1994), and mounting federal accountabiBhair, 2010). Cultural, political, and
gender biases favor men when school boards seekistgmdent candidates (Dana,
2009). However, over the last decade, the natipaadentage of female superintendents
increased by 10.9% (Kowalski, McCord, Peterson,n{p& Ellerson, 2011). As
pressures and demands for federal and state aednlitptincrease, schools boards desire
superintendent candidates with relationship shilisch are stereotypically viewed as
female. Superintendent search expert Benjamin dzareinforced that relationship skills
are essential for the superintendency (Thomas,)2011

A 2010 study completed by the American Associatib8chool Administrators
(Kowalski et al., 2011) revealed that women arkwtiderrepresented in the
superintendency. Historically, the majority of stiptendents were married male white
Protestants (de Santa Ana, 2008). Nationallyntimaber of female superintendents is
increasing but women are still marginalized in lEatip positions and do not reflect that

75% of teaching positions in the United Stateshatd by females (Katz, 2010). The



national percentage of female superintendentsasec:from 13.2% in 2000 to 24.1% in
2010 (Kowalski et al., 2011). South Carolina héwgher percentage of female
superintendents, 38% (South Carolina AssociatioBabiool Administrators, 2013), than
the national average of 24.1%. The reason fohitjeer percentage of female
superintendents in South Carolina is unclear.

Purpose of the Study

Recent research on female leadership has focusteatass cliff versus the
glass ceiling (Ashby, Ryan, & Haslam, 2007; Baryr&gan, and Schmitt, 2009;
Bruckmiller & Branscombe, 2010; Haslam & Ryan, 2Z0Rgan & Haslam, 2005; Ryan,
Haslam, Hersby, & Bongiomo, 2011; Ryan, Haslam sHgrKulich, & Wilson-Kovacs,
2009). The glass ceiling approaches the exclusievomen in leadership positions from
the point of view of inequality and gender biasarf®to, Ryan, and Schmitt (2009) give a
more precise definition:

The wordceiling implies that women encounter an upper limit on tnigh they

can climb on the organizational ladder, whermglassrefers to the relative

subtlety and transparency of this barrier, whichdsnecessarily apparent to the

observer (p. 5).

Alternatively, the glass cliff means that women ap@ointed to leadership positions
when a company is in a time of crisis or failurey&mduller & Branscombe, 2010; Ryan
& Haslam, 2005). Ryan, Haslam, Hersby, Kulich, &vitson-Kovacs (2009)
differentiate the glass ceiling and the glass elplaining:

In this research we have demonstrated that womendetpass through the glass

ceiling are more likely than men to confront a glabff, such that their



leadership positions are more precarious than tbbdeir male counterparts.
These positions are consequently associated wethteyr risk of failure and

criticism (p. 156).

Bruckmuller and Branscombe (2010) found that pgexkstereotypical female
leadership characteristics were believed to be mesaable in crisis situations than male
leadership characteristics. The changing leadersités and organizational practices,
closely associated with transformational leaderbleipaviors, have resulted in a female
leadership advantage (Eagly & Carli, 2003). Tramsftional leadership (Burns, 1978;
Bass, 1985) is focused on the future rather thasgmt and strengthens organizations by
inspiring followers’ commitment and creativity (Hag Carli, 2003).

The purpose of this quantitative, non-experimestiadly is to investigate district
indicators associated with South Carolina femajesgntendents. Factors examined
were self-reported transformational leadership bieins, district Elementary and
Secondary Education Act (ESEA) composite indicagsniified priority schools, and
school district poverty indices. Since the peragatof female superintendents in South
Carolina is higher (38%) than the national aver@gdel%), this study uses the premise
that school districts with low ESEA composite ireicidentified priority schools, and
greater district poverty indices will have a higpercentage of female superintendents.
The conceptual framework for this study is the glagf.

Glass Cliff

The investigation of female South Carolina supendents was guided by the

glass cliff framework. Ryan and Haslam (2005) dedithe term glass cliff to represent



women who were promoted to leadership in riskyrecarious positions where the
chance of failure is high.

Research regarding the glass cliff claimed that emw@re hired for leadership
positions over males in companies facing a cri&ghbpy, Ryan, & Haslam, 2007; Ryan
& Haslam, 2005). Women are selected for these pslsitions because of stereotypical
beliefs regarding female leadership skills. Thelsls, which are associated with
transformational leadership behaviors, includeatmlation, mentorship, and
empowerment and are viewed as more appropriagatetship for modern organizations
(Eagly & Carli, 2007). Ryan, Haslam, Hersby, &whgiomo (2011) hypothesized the
think crisis - think femaleonnotation may result because females are viasedore
suitable when the leader is expected to manageogmeygs through a crisis or the
company has performed poorly.

To better understand the leadership styles of mdnamen, Eagly and
Johannesen-Schmidt (2001) completed a meta-anédygan an understanding of the
leadership roles of men and women. Women weredidoilisplay more
transformational leadership behaviors in the afeadividualized consideration because
stereotypical feminine roles present women as b&ioge attentive, nurturing,
encouraging, supporting, and considerate. RyarHastam (2009) claimed a consistent
finding in their research revealed women attainléeship positions ahead of equally
gualified men only in situations where there idgrareased risk of organizational failure.
Because female leadership styles may be seen asamarismatic or transformational,

their skills are particularly valuable in timesafsis (Haslam & Ryan, 2008).



Transformational leader ship

During the superintendent selection process, sdhaaids place a high priority
on candidates who are confident, personable, amthgalement strategies to move the
district to greater levels of student achievem&ainjpson, 2009). Leadership qualities
desired by these organizations are changing witlitiadal emphasis placed on
individuals who possess adept relationship buildikijs. Burns (1978) emphasized that
power and leadership must be viewed in terms aficgiships. Effective superintendents
build relationships through respecting the opiniohsthers, involving those with
different ideas and perspectives, and caring albmse they lead. Grogan (2000)
indicated that leadership depends on the relatipashsuperintendent develops and
maintains. Relationship orientation is viewed abaracteristic of transformational
leadership. Transformational leaders are attuogabdple’s emotions as evidenced
through the evaluation and satisfaction of theliofeers’ needs (Northouse, 2010).

Kouzes and Posner (2002) suggest leaders mustimaability to manage their
own emotions. The authors stressed emotionaliggake is vital to leadership. In a
study that analyzed the relationship of emotiontdliigence and transformational
leadership, Mandell and Pherwani (2003) identiiezignificant gender difference exists
between male and female managers’ emotional igégitie scores. They found females’
emotional intelligence scores were higher than malkhe researchers claimed their
results indicate females may be better managingeh®otions and the emotions of
others. They determined a significant predictationship exists between
transformational leadership behaviors and emotiotalligence. The shift to
transformational leadership behaviors has beerritdesicas the feminization of

leadership (Aymen & Korabik, 2010; Eagly & CarlQ@3). As noted in one business



journal, boards search for CEOs who can demongsateptional people skills when
working with employees or other stakeholders whistaining consistent results
(Tischler, 2005).

Although there are various instruments that assassformational leadership, the
Multifactor Leadership Questionnaire (MLQ) (AvoldoBass, 2004) is the most widely
used instrument to measure transformational lehge(slorthouse, 2012). A component
of the MLQ provides a self-rater form for leade&ubstantial evidence exists that
transformational leadership, as measured by the Migpificantly correlates with
transformational leadership behaviors (Bass & Rigg006).

Statement of the Problem

To meet the increasing demands of the superinteygdenhool boards seek
candidates whose leadership behaviors promotesthigation of organizational goals
and increased student achievement during perioddwfational reform and system
change. Such a period exists in South CarolinecoAling to KidsCount.org (The Annie
E. Casey Foundation, 2013), in 2011, South Caretinied nationally as 45n children
living in poverty, 49%in teens aged 16 to 18 who were not in schoolgir kchool
graduates, and 38n unemployment.

The focus of the issues addressed in this studyives around the fact that South
Carolina school districts are confronted with aeseof difficult circumstances and rely
more on female superintendents than the natioreabge. This study examines the
relationship between South Carolina superintendexiand self-reported
transformational leadership behaviors. It examtheselationship between
superintendent sex and three measures associatedtwisk school districts: low ESEA

composite indices, identified priority schools, awthool district poverty.



Background of the Study

Pressure from No Child Left Behind Act (NCLB) (2002 depressed economy,
reduced fiscal resources, increased accountab#itysions of curriculum, increased
diversity, and the lack of qualified teachers itical content areas require that South
Carolina superintendents use effective leadersliabiors to promote organizational
growth and improve student achievement. Moffedtl® reported that most
superintendents and board presidents believed wimg@upil performance was the most
important superintendent objective.

In a climate of changing instructional, politicahd managerial adversities, South
Carolina superintendents strive to improve studehtevement under difficult
circumstances and an evolving series of accouittabilallenges. Affirming the strain
of the superintendency, Michael Casserly, Execulivector of the Council of the Great
City Schools, declared that the superintendencyant@igh-pressure position under the
best circumstances and now the pressure has iedreaponentially (Pascopella , 2011).
Three indicators of at-risk school districts in 8oGarolina are low ESEA composite
indices, identified priority schools, and schodtdct poverty.

The education goals of NCLB include reducing the gatween low-income and
minority students and their peers in graduation@ilkge access by 2020 (U. S.
Department of Education, n. d.). In 2012, the Bdtarolina Department of Education
(SCDE) petitioned and received an Elementary amnd@ary Education Act (ESEA)
flexibility waiver from the United States Departnief Education (State of South
Carolina, 2012). The ESEA waiver replaced the NG@id@quate yearly progress rating
of ‘Met’ or ‘Not Met’ with a district and school gding scale of A, B, C, D, or F. The

waiver overhauled the teacher evaluation procesxtode student growth and



connections to student learning outcomes (Sta&path Carolina, 2012). The ESEA
waiver established guidelines that determine ggiachools. The rationale written in the
ESEA waiver asserted that letter grades increasedparency and helped the public
understand the rating system.

The ESEA composite index is generated from a coxnplatrix with categorical
weighting to calculate a district or school numakigrade. The numerical grade falls in a
range which is used to determine a letter gradee SCDE's rationale to submit the
waiver was that the all or nothing AYP of ‘Met’ ot Met’ resulted in an over-
identification of schools and districts needingstesice. Schools and districts were
imposed with sanctions or punishments becausedigayot meet the AYP criteria which
required the state to provide financial assistaasalting in a reduction of state resources
(State of South Carolina, 2011). Only one schasdfidt in South Carolina, Saluda
School District One, made AYP in 2011 (State oftBdCarolina, 2011).

Priority schools, defined in the ESEA waiver, dre lowest 5% of Title 1
schools. Priority schools are identified basedhenpercentage of students who do not
perform at proficient levels or have significantfpemance gaps between subgroups
(State of South Carolina, 2012). These schoolseapaired to work with parents,
community members, and district administratorsstalglish turnaround plans. The
turnaround plans must follow the US Departmentaddation’s turnaround principles
and address the needs of the student populatioarity?schools will hold their status for
three years, unless they meet the exit criteriaes€ schools are required to set aside

20% of their Title 1 funds for efforts related teetr turnaround plan (State of South



Carolina, 2012). Priority schools were first idéatl for the 2012-13 school year by the
SCDE.

Poverty negatively impacts student performancee d¢hievement gap between
high-income and low-income students grew to ne&dBs in a 25-year period with
family income almost as predictive of a child’s eslement level as parental educational
(Reardon, 2011). The Southern Education Found§20h0) defines extreme poverty as
a family of four living on an income of approximpt&11,000 per year. South Carolina
has 10.3% of children living in extreme poverty efhpresents enormous challenges for
schools (Southern Education Foundation, 2010).08shand districts with high poverty
rates are viewed negatively by the media, the conityyuand by other educators because
of poor academic performance on school report d@dber, 2011). The poverty index,
a measure for school report card ratings, is caledlby dividing the number of students
who receive free and reduced lunch by the averaije miembership on the 18%lay of
school. A high poverty index is associated witir@ater level of poverty.

Resear ch Questions

The purpose of this study is to investigate vadalassociated with South
Carolina female superintendents. Factors examirezd self-reported transformational
leadership behaviors, district ESEA composite iesljédentified priority schools, and
school district poverty indices. The researchstjoas are:

1. Is there a relationship between the sex of thetSGatolina public school
superintendents and the self-reported use of wamsitional leadership
behaviors?

2. Is there a relationship between the sex of Soutbl@a public school

superintendents and district indicators associiddat-risk school districts?



Significance

The importance of effective superintendent leadprisehaviors, the challenges
faced by educational leaders in South Carolina,thedactors associated with more
reliance on female superintendents in South Caahake this study significant.
Women represent 24.1% of superintendents natioftatiyalski et al., 2011). Gender-
specific investigations are important because tiedy our understanding of factors
related to female superintendent leadership.

South Carolina is a critical case (Patton, 2002phbsee of the South’s patriarchal
history. If patriarchal beliefs are still prevalem society, then these beliefs are likely
manifested in South Carolina. Political statissapport the generally patriarchal views
of South Carolinians. The Southeastern Institatéfomen in Politics (n.d.) reported
that South Carolina ranked B@ationally in the percentage of women in the state
legislature. Historically, South Carolinians hanever elected a female U. S. Senator
(United States Senate, n. d.). There have begnfigrlfemale U.S. Representatives with
four of them elected upon the death of their hudbdBouthern Institute for Women in
Politics, n.d.). Nuwer (2000) claimed that, “Retdjass of the fact that the South has
experienced many historical and political changj@s,region has retained one
continuous aspect of its culture: it maintains ipathal attitudes toward women” (p.
449).

Understanding differences in leadership behavilated to sex is important.
More women are aspiring to and securing the suggrilency in South Carolina. How
these women perceive their leadership style isaéuto them, to universities with
programs in educational administration, and to B&drolina school boards. Since

South Carolina has a higher percentage of femgersuendents than other states,

10



studying their leadership behavior preferencesuarttrlying district variables like
accountability ratings, identified at-risk scho@sd poverty will provide deeper insight
regarding females in the superintendent position.

This study will add to previous knowledge regardsedf-reported
transformational leadership behaviors of superiais, how these behaviors are
associated with the sex of superintendents in SGatblina, and patterns associated with
female superintendent leadership in South Carolirfae proposed research may reveal
implications for educators who aspire to distreadership in South Carolina and the
district leaders who employ them.

Ddlimitations

Delimitations are factors controlled by the resbar@and describe the scope and
boundaries of a study, the information that wasuited or excluded, and criteria for the

study (Roberts, 2010).

1. This study is limited to practicing, public schaltrict superintendents in South
Carolina who responded to an invitation to paratgoin the study during the
2012-2013 school year.

2. Data for the South Carolina Department of Juvehiigtice, the South Carolina
Public Charter School District, and the Palmettdafigdd School District are not
included in this study.

3. Three Marion school districts (Marion 1, Mariona&d Marion 7) were
consolidated into one district in April 23, 201Rata files obtained from the
SCDE for the year 2011-12 contained the three Madlistricts. This data was

included when analyzing the three factors indi@b¥ at-risk districts: the ESEA

11



Composite Index, identified priority Schools, ahé school district poverty
index.

4. Because of the consolidation of the three Maridrostdistricts in April 23,
2012, only 81 surveys were mailed to the 2012-1&ts€arolina public school

superintendents in May 2013.

Definition of Terms

1. Adequate Yearly Progress (AYP): A NCLB annual nuieasient of student
progress based on standardized tests.

2. Barrier: A barrier is any circumstance or factuattrestricts females’ leadership
advancement in an educational setting (Edgeho@88)2

3. Emotional Intelligence: Daniel Goleman’s definitiof emotional intelligence
comprises four fundamental capabilities: self-awass, self-management, social
awareness, and social skill (Kouzes & Posner, 2002)

4. Effective superintendent: Based on standardseoAtherican Association of
School Administrators (AASA) and the work of RMlarzano, the Educational
Consultants and Research Associates (ECRA) Grduf®Djzroduced a
superintendent assessment that represents sixibehaikeffective
superintendents. These are vision and values,igstreictional competencies,
instructional leadership, community and relatiopshcommunication and
collaboration, and management.

5. Leadership: Bass defines leadership as encour&glogiers to act on the goals

held by the leaders and followers (Marzano, WatiglcNulty, 2005).
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Figure1.1 Conceptual Framework. The conceptual analysis of the relationship
between South Carolina superintendent sex andegadited transformational leadership
behaviors and district indicators associated withsk school districts.

Organization of Dissertation

The study is organized into five chapters. ChaPtee contains the purpose of
the study, the statement of the focus, the backgtad the problem, research questions,
significance, conceptual framework, delimitatioasd definition of terms. Chapter Two
includes a review of literature and research rdlédga) a historical review of female
superintendents, (b) superintendent longevity afidrdnces in longevity based on
gender, (c) barriers to gender equality, and (d)ftii range leadership model and the
relationship between gender and transformatioraldeship. Chapter Three explains the
research methods, research instrument, validityrelability of the research instrument,

participant selection, process of data collectaord data analysis. Chapter Four provides

13



descriptive data analysis. In Chapter Five, caiols, implications, and

recommendations for future research are presented.
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CHAPTER 2: REVIEW OF LITERATURE

The quality of all our lives is dependent on thaldgy of our leadership.
Warren Bennis

The review of literature situates this study in éxésting knowledge regarding
female superintendents and provides a tool to exahie relationship between female
superintendents in South Carolina and the challen@the districts they lead. The
relevant literature is divided into four sections.

First is a review of the historical representatidiemales in the superintendency.
This literature helps position the current représtgon of female South Carolina
superintendents within a historical perspective.

Second, superintendent longevity and gender diitagg in longevity are
presented. The literature regarding instabilitguperintendent tenure, job pressures, and
longevity provides insight into potential opportiies for female leadership.

Third, barriers to gender equality are includeatigh an examination of the glass
cliff, females’ access to the superintendency,\ardtions in career paths based on
gender. The organization of this section will hietpadly situate the challenges faced by
females who seek the superintendency.

Fourth, the review of literature ends with the falhge leadership model.
Transformational leadership is one of the behavieeership styles of the model. The

relationship between transformational leadershigpbgender is examined. Literature
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from recent studies illustrates the need for furtkeearch concerning the representation
of female superintendents in South Carolina.

The review of literature provides the foundationdtudying female South
Carolina superintendents and the districts theyeseThis review also provides a
background to better understand the pressureshanchallenges encountered by female
superintendents in South Carolina.

Historical Female Superintendent Representation

When she became the superintendent of Chicago kscimot©09, Ella Flagg
Young was the first female superintendent of adarigy school district. When elected
as president of the National Education AssociathdiBA) in 1910, she optimistically
proclaimed that soon more women than men wouldeserexecutive school leadership
positions (Tyack & Hansot, 1982). Although womead®a modest gains in educational
leadership during the first portion of the"2€entury, Ella Flagg Young’s prediction has
yet to be realized.

Tallerico and Blount (2004) described the compositf the superintendency by
sex in three distinct periods. During thé"2@ntury, the authors affirmed the
superintendency was a male occupation. From 1®1070, the number of female
superintendents increased from 9% in 1910 to a &idhi% in 1930, and then declined
to approximately 3% in 1970. Between 1970 and 1€88percentage of female
superintendents increased to approximately 10%dfieb & Blount, 2004). Nationally,
during these three historical periods, the perggntd female superintendents ranged
from a high in 1930 of 11% to a low in 1970 of 3%.

The first period, prior to 1910, reflected thatiety was segregated by sex and

paralleled the sexual separation found in othekw®allerico & Blount, 2004). Tyack
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and Hansot (1982) described this period as oneentherfeminization of teaching was
closely connected to educational bureaucracy anerad the power given to men in
society. Men were viewed as leaders with auth@niyy women were seen in the role of
teachers whose primary function was cooperationsance (Tallerico & Blount, 2004).

The second period occurred from 1910 to 1970 héretarly portion of this
period, the number of female superintendents isea The increase in female
superintendents was attributed to the suffrage mew and superintendents were
elected to the office (Tallerico & Blount, 2004y the early twentieth century, women
were securing a greater number of supervisoryipositTyack & Hansot, 1982). States
west of the Mississippi allowed women to vote iodbelections which resulted in a
greater number of female county superintendentisatwWest (Tyack & Hansot, 1982).

However, from 1930 to 1970, the number of femajeesuntendents actually
decreased. States implemented special trainingm@u@ntial requirements and the
predominately male educational administration ebes recruited and sponsored
primarily males (Tyack & Hansot, 1982). Tyack &ri$at (1982) acknowledged that,
“the sponsor system was not called the ‘old-boyimoek by accident” (p. 192). This
system of sponsorship:

placed a premium on similarity of opinions and lgaokind characteristics

and probably did much unconsciously to insure thatop positions in public

education rarely went to women, to minorities,mothers deviating from the

male, white, Anglo-Saxon Protestant norm (p. 143).

Other factors contributed to the decline of fenglperintendents. After World

War Il, the Gl bill provided financial support fpredominately males to attain advanced
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degrees (Tallerico & Blount, 2004) and schooldatetd aggressive campaigns to recruit
men for the classroom with plans to promote thetm agministration (Blount, 1999).
Women also had fewer opportunities to become schgqmtrintendents because districts
consolidated during the 1950s (Tallerico & Blouz@ap4). By 1970, the superintendency
mirrored extreme occupational sex segregation €fiah & Blount, 2004). School
administration was structured and maintained fon mesducation to surround and judge
themselves by other men (Blount, 1999).

During the third period from 1970 to 1998, the 8/4.0% increase in female
superintendents was attributed to the feminist muarg, increased career opportunities
for women, and the recruitment of females to lesltierpositions (Tallerico & Blount,
2004). However, gains for female superintendemtisevinconsistent. Even in a liberal
state such as Wisconsin, no female superintenearts hired between 1970 and 1975
(Tyack and Hansot, 1982).

In the most recent 2010 American Association ofd®tisuperintendents
(AASA) study, Kowalski et al. (2011) found a sigoént increase in the percentage of
female superintendents. The number of female sutpadents rose from 13.2% in 2000
to 24.1% in 2010. Although approximately one-foust superintendents nationwide are
female, that number remains far below Ella Flagginds hopeful 1910 prediction.

While various reasons are presented to explaihigterical fluctuation in the
percentage of female superintendents, the factinsnti@at the current percentage of
female South Carolina superintendents is 13.9%sdmigian the national average

(Kowalski et al., 2011; South Carolina Associatadrschool Administrators, 2013).
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Superintendent L ongevity

In the current political climate of accountabildgpd educational reform,
superintendents not only strive to increase studeimievement but must also navigate the
politics of the position to maintain their jobsotB female and male superintendents
express they feel stressed from increased demamiiglex problems, and complicated
and ambiguous expectations (Orr, 2006).

Leadership ability has less impact when therepglraurnover in the
superintendent’s office (Pascopella, 2011). Supendent turnover creates an insecure
atmosphere that lacks consistency in instructiomatives as well as evaluations of
district office personnel and principals. Speakoug regarding the lack of superintendent
longevity, AASA Executive Director Dan Domenech xped that even three years in
the superintendency is inadequate to create refantdsnitiate programs which impact
student achievement (Pascopella, 2011).

Superintendents are being asked to do more wigh legreased accountability,
in addition to the aging of experienced superinggrts, has created a shortage in
gualified candidates for the superintendency. rimeuperintendents are in high
demand, yet the exact number of interim superirgatglis hard to ascertain (Black,
2009). In 2007, superintendent longevity was 6 y@ars (Byrd, Drews, & Johnson,
2007). A study by the Council of the Great Cityh8als (2010) reported that
superintendent tenure expanded from 2.33 year898 fo 3.64 years in 2010. Research
indicates the academic environment is impacteddiyuent superintendent turnover
(Libka, 2012; Plotts, 2011; Scherz, 2004: Sybra@f,2). Stability in district leadership

makes a difference.
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Some recent studies have examined factors contribtd reduced superintendent
longevity. Mid-west principals and superintendee{sorted they were living in survival
mode where cutbacks forced them to focus on fundtahprocesses and nothing more
(Ginsberg & Multon, 2011). Reporting on a 2012 lRuSchool Superintendent Salary &
Career Report by the District Administration Leasthép Institute, Solomon (2012)
attributed superintendent dissatisfaction to uridaded mandates, difficulty in reducing
academic achievement gaps, negotiating politiagsemely long work hours, and
managing job cuts. Many superintendents acknowedigat the job was becoming
untenable, and retirement or other avenues of were more appealing (Ginsberg &
Multon, 2011).

In a quantitative study of Texas superintendemntduer, the average tenure of the
145 participants was five years (Byrd, Drews & Jim 2007). The average tenure for
female participants was 6.2 years while the avenagle tenure was 4.8 years.
Superintendents expressed increased political ymesss the primary factor in
professional instability. As the ratings of théerpolitics played in career instability
increased, longevity decreased. Problems workitiy tve board president, the inability
of the board to make decisions, and superinteraighboard relations were statistically
significant factors in determining Texas publicsohsuperintendent tenure. The results
of this study reinforced the importance of goo@tiehships with the school board and,
especially, the board president.

Another Texas superintendent study found statistisggnificant relationships
existed between longevity and superintendents’qptians of inadequate funding and

personnel challenges (Trevino, Braley, Brown & &|&008). The less time South Texas
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superintendents served in their district, the ntikedy they were to report that economic
and personnel challenges were important concerhsse researchers noted that the
number of female superintendents was low, as woelexpected.

Recent studies of South Carolina superintendemtdangevity addressed its
relationship to change style preferences (Melt@092, characteristics of school districts
(Anderson, 2009), accountability (Greer, 2011), egabons for superintendent turnover
(Goodman, 2012).

Change style preferences and their relationshguperintendent longevity and
student achievement was researched through a meé#tbds study by Melton in 2009.
Melton defined change style preferences as howsgme'sonality relates to an approach
to change. Although no significant relationshipsr@vfound, follow-up interviews
revealed that South Carolina superintendents stsanathrities in systems thinking and
transformational leadership. Superintendentsvigered generally expressed
transformational leadership behaviors when disagssmployee motivation,
collaboration, and relationships.

Anderson (2009) defined successful school distic&outh Carolina as those
that sustained performance ratings of Average, GooBxcellent during the study’s
seven-year period. Struggling school districtesthwith lower absolute ratings, suffered
from difficult circumstances. More challenged sahdistricts had higher levels of
poverty, lower teacher retention rates, and smatlatent enroliments. Anderson
emphasized that struggling districts were forcedaiafront more complex instructional

needs with less experienced teachers. Of the ssitte&South Carolina school districts,
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76% had stable superintendent leadership. Only @6€hallenged districts maintained
superintendent stability.

A guantitative study by Greer (2011) examined Sd@idholina superintendent
longevity since the implementation of NCLB. Grémund that greater superintendent
longevity was associated with improved accountghiivels. Of the 16 schools
identified as challenged-based on their 2006 regad, no principal or superintendent
remained in place by 2010-2011.

Analyzing shorter superintendent longevity in SoQ#rolina, Goodman (2012)
concluded that 54.8% of South Carolina superintetsdeemained in their position for
three years or less. The average longevity offs@atolina superintendents between
2000 and 2010 was 3.1 years. Results of supedatennterviews found that 53% of
South Carolina superintendents believed inadeduaténg inhibited success. South
Carolina superintendents sometimes moved from leriopming smaller districts to high
performing larger districts for salary increased pob security. However, through
interviews, superintendents revealed that schoatdelationships were the most
important factor determining superintendent longevGoodman’s study noted that
small, underperforming districts often suffer beszaof the challenges superintendents
must overcome to be successful.

In the 2010 AASA study, 32.7% of superintendentBdated they served as a
superintendent five years or less (Kowalski et20111). Information reported by gender
revealed that 7% of female superintendents had/eaeof experience and 36.2% of the
female superintendents had 2 to 4 years of expexrie®f the male superintendents,

5.7% had one year of experience and 24.2% hadi¥éars of experience. In this study,
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43.2 % of female superintendents had four yealsssrexperience while only 29.9% of
male superintendents were in the same group. Xperience level of female
superintendents was decidedly less than male sueedents.

Superintendent success depends on the ability tvaw® people, improve
curriculum, and manage finances to support stu@anting. Small school districts have
the greatest superintendent turnover rate, medhatguperintendents often lack the
tenure necessary to make a substantial differenttesir district and student achievement
(Scherz, 2004).

Together, these studies indicate that superintérdegevity is influenced by
economic factors, personnel issues, and schootivetationships. As reported by
Kowalski et al. (2011), 50.7% of superintendentnpb leave the superintendency by
2015 which forecasts the probability of substarttiahover. The potential for
superintendent turnover may have a considerablactrgn the opportunity for females
to successfully secure a superintendency if feroahelidates overcome barriers to
advancement.

Barriersto Gender Equality

Although obstacles are often difficult to see, baeriers to gender equality
influence females’ access to leadership positial®emen who fail to recognize barriers
to their advancement will have difficulty overcomgithem (Schmitt, Spoor, Danaher, &
Branscombe, 2009). Because of the breadth of geneguality, it is useful to consider
three major barriers to gender equality in the sapendency. These barriers are the
glass cliff, access to the superintendency, anekecgraths. Due to the often hidden force
of gender discrimination, each one of these toianportant for placing the study of

female South Carolina superintendents within agdaogntext.
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The first barrier is the glass cliff. Gender disgnation has been described by
many terms, but one of the most common is the gladiang. The glass ceiling was first
used in aVall Street Journaarticle by Hymowitz and Schellhardt in 1986 (Béotre
Ryan, & Schmitt, 2009) and represents the phenomem@reby men dominate upper
levels of management. Researchers have usedas® @giling as a metaphor to explain
the underrepresentation of women in managemenleadership positions by unseen
barriers founded in stereotypical beliefs (Barr&gan, & Schmitt, 2009). Other
researchers and writers have coined different téomspresent gender discrimination. In
2005, the glass cliff was first used by Ryan andl&fa to represent a “new and subtle
form of gender discrimination” (Barreto, Ryan, &Haitt, 2009, p. 10) where women are
hired in high-risk leadership positions associatgt criticism and potential failure.

The 2005 Ryan and Haslam study was in reaction tartecle which claimed that
poor company performance was caused by women looamtbers. Ryan and Haslam
believed that it was because of the company’s pedormance that women rather than
men were appointed to the board. Their archivadysbf prominent companies found
that women were more likely to attain leadershipifpans in companies with financial
downturns or deteriorating performance.

Extending the research of the glass cliff, Ashbyai and Haslam (2007) sought
to determine if women attorneys were more likelypéoselected to take on problematic
legal cases. They found that females were moedylilo be appointed as lead counsel on
a high-risk legal case than male candidates. diitiad, female attorneys were seen to
have better leadership skills for high-risk casé#en a case was low-risk, gender was

not a factor in deciding who to appoint. The reskeers claimed evidence suggests that
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women are more transformational in their leadershyfes and possess the skills needed
to handle change and crisis.

Gender inequality is often represented by the sgyimk manager-think male
(Ryan, Haslam, Hersby, & Bongiorno , 2011). Wlisadeen as acceptable managerial
behavior for men is often viewed as unacceptablevtomen. Ryan and Haslam (2007)
defined an alternative glass cliff connotatiorttask crisis - think femal€eThree studies
by Ryan et al. (2011) further examined the glagspthenomena by investigating
perceptions that women may be more suitable leadeirmes of crisis. Their study
revealed that feminine characteristics were moseralele under conditions of poor
company performance such as managing people, tegapgnsibility for poor company
performance, or silently enduring the crisis in blaekground (Ryan et al., 2011). The
opposite was found when the managers were expaxtatrove performance or be
spokespersons (Ryan et al., 2011). The authoreetethat when a scapegoat was
needed, there was a clear preference for femats.tra

There are mixed opinions as to why women accefitdif leadership positions.
To determine if women accepted glass cliff pos#ianthout evaluating the
circumstances, Rink, Ryan, and Stocker (2012) fabhattwomen and men understand
the resources available for the positions, anddteaeotypical beliefs influence the type
of positions women and men accept.

The literature on the glass cliff has focused ondke leadership in the business
environment. However, although no studies weradociting female superintendents
and the glass cliff, there is evidence that fersalgerintendents are aware of this type of

discrimination. One female administrator jokingymmented that women should go
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“where things are in so much trouble that nobodynatice that you are a woman” (as
cited by Tyack & Hansot, 1982, p. 233).

The second barrier is females’ access to the supedency. Research regarding
females’ access to the superintendency has takeyusapproaches including
perceptions of gender bias (Garn & Brown, 2008j;isgosed barriers (Derrington &
Sharratt, 2008), the influence of mentoring (PraaiBynum, 2010), limited networking
and negotiating skills (Montz & Wanat, 2008), amdess influenced by marketing
constraints (Mahitivanichcha & Rorrer, 2006). Tingb an examination of females’
access to the superintendency, the uniqueness bigher proportion of female South
Carolina superintendents becomes evident.

Barriers for aspiring female superintendents inelbdth gender bias and self-
imposed barriers. Gender inequity is prevalenhwithe career cycle for women in
leadership (Mullen, 2009). While there is grealigersity in national superintendent
population as more females and minorities holdotieeiously male-dominated
superintendent position, gender bias remains agbdor aspiring female superintendents
(Garn & Brown, 2008; Mahitivanichcha & Rorrer, 20@allin & Crippen, 2007).

When females are employed as superintendentsatieayore likely to be in smaller
districts that have financial difficulties, commtyncontroversy, or declining enrollment
(Montz & Wanat, 2008).

Gender bias remains a factor in superintendemtises. Beliefs still prevail that
females lack assertiveness, self-confidence, desigower, and motivation to aspire to
the superintendency (Newton, 2006). Even femalesetimes fail to support other

females in leadership positions because they leefewales lack a public presence or do
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not lead like men (Dana, 2009). Alternatively, Bdes perpetuate gender bias by
remaining silent when they feel ignored, degradedreated unfairly and change jobs
instead of voicing their concerns (Bafuelos, 2008).

Some females perceive barriers to the superint@yddderrington and Sharratt
(2008) used questions from a 1993 study and repticthe study in 2007. Their findings
revealed females think immovable barriers stilsestnat prevent them from securing a
superintendency but barrier rankings changed duhisgtime period. Sex role
stereotyping and sex discrimination were ranketthasop barriers in 1993, but self-
imposed barriers rose to the top in the 2007. pgriveary self-imposed barriers were
family obligations and unwillingness to relocatdany females are unwilling or unable
to resolve responsibilities of child-rearing, honakmg, or caring for elderly parents.
Katz (2008) found female superintendents descrijsgatlered differences to include a
greater focus on establishing relationships, |daketworking skills, few trusted friends,
longer work hours, and a heightened work ethic beedemales feel they must be
perfect. Many females overcome barriers becausdyfand community members
encourage them to maximize their potential by segkirther education to expand their
careers choices (Lane-Washington & Wilson-JonesQR0

The old boys’ network is identified as a barrier &spiring female
superintendents (McDonald, Lin, & Ao, 2009; MontA/anat, 2008; Ryder, 2008;
Tyack & Hansot, 1982). The old boys’ network giveen a network of informal
friendships that excludes females (Montz & Wan@08&). Social and professional
networks provide vital information to aspiring stupéndents about job openings and

are crucial because potential applicant namesas®eol on to search committees (de
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Santa Ana, 2008; McDonald et al., 2009). Althotmyhale leadership opportunities have
improved, females receive less information and remeore isolated because they are
not members of networks. To alleviate the netwgag for females, researchers suggest
veteran female leaders create formalized netwankadpiring female leaders (Grogan &
Brunner, 2005; Sherman, Muioz, & Pankake, 2008).

Recruitment language and established networksanfie female and minority job
access. When seeking superintendent candidatesyldmards often favor men over
women because of gender bias, cultural beliefppbtical views (Dana, 2009).
Language used in superintendent recruitment messag@ficantly influences job
attraction ratings (Newton, 2006). There remaimshde male advantage to job access
information because the white male advantageits atrongest in the highest levels of
management (McDonald et al., 2009).

Females are underrepresented in the superintenddhayy women feel gender
and social barriers persist, with their chancestdining a superintendency remaining
significantly lower than men (Peckham, 2007).

The third barrier, career paths, further weakensynogportunities for females to
attain the superintendency. Female career patiineteuperintendency are more
complicated than male career paths. Many femabe€ear choices lead them into areas of
curriculum and instruction, district office experee (Edgehouse, 2008), or assistant
superintendent positions prior to becoming a supemident (Pascopella, 2008).
Numerous researchers have studied female supetariesi career paths (Brunner &

Kim, 2010; Edgehouse, 2008; Koenig, Mitchell, EaghyRistikari, 2011; Mullan, 2009;
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Tallerico, 2000). Few research studies addressdd career paths to the
superintendency (Maienza, 1986; McDonald et alD92Miller, 2008; Newton, 2006).

In a study of Texas superintendents whose partitspaere 91% male, the most
common superintendent career path was secondatyeteaecondary principal, and
superintendent (Farmer, 2005). Farmer specifiatttie position cited as key for
superintendent preparation, no matter the disdraet, was the secondary principalship.
Similarly, in a national sample, the typical carpath for a male superintendent was
secondary teacher, athletic coach, assistant sagppdncipal, secondary principal, and
superintendent (Kim & Brunner, 2009). Many malesvendirectly from a secondary
principalship to the superintendency, skipping @ndffice employment (Kim &
Brunner, 2009).

Glass, Bjork and Brunner (as cited by Glass, 2@@&)ted out that over 70% of
superintendents previously held a secondary sghrawipalship which gave them extra
opportunities to work with budgets, manage faeitifiand participate in personnel
activities. However, the National Center for Edimaal Statistics reported 59% of
elementary principals were female as compared % R8lding secondary principalships
(Aud, Hussar, Kena, Bianco, Frohlich, Kemp, & Tah2®11). Secondary principalships
allow for greater visibility and access to distiwgde activities (de Santa Ana, 2008).
The background experience for most females wharddaa superintendency included a
secondary principalship (Brunner & Kim, 2010). Taek of a secondary principalship
experience reduced the chances that female caedidaiuld advance directly from a

principalship to the superintendency.
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Female superintendents’ career paths often inwdisteict office positions. In a
Texas study, female superintendents were moreylikefollow a director career path to
the superintendency more often than males (Far20€§). However, positions in
curriculum and instruction, without a secondarypipalship, result in school boards
who are not confident that these female candidsdgs the ability and experience to
manage budgets and finances (Brunner & Kim, 20Ena) 2009). The low number of
practicing female superintendents may signal teealence of gender-biased career
access (Brunner & Kim, 2010). Brunner and Kim adjthowever, that women’s career
paths give them additional experience in areasiofaulum and instruction which
actually better prepares them for the superintecyen

In a 2010 quantitative study, Styles examined Hreer paths, skills necessary for
career advancement, and barriers of female Southli@asuperintendents. Career paths
varied, but the most common path was teacher, ipah@and central office/curriculum.
Only 10.7% of female respondents moved directlynfeprincipalship to the
superintendency. Additionally, 79.3% of female exitendents held only one
superintendent position with 62% being appointeth&superintendency in their same
district. Skills viewed as most essential to casslyancement were relationships,
interpersonal skills, and being responsive to garand the community. Improving
instruction was ranked as the most important sopedent skill at 82.7%. Female
superintendents perceived their school boards Hivexh to be change agents. As noted
by Styles (2010), this perception was differentrfrthe 2003 AASA study which found

that female superintendents believed they wera@lliode instructional leaders. Styles
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stated that since female South Carolina superietgisdziew their primary role as change
agents, there may be a shift in the way femalersupeadents perceive their roles.

Full Range L eadership M odel

Transformational leadership is one component ofuli@ange of leadership
model described by Avolio and Bass (Antonakis, Awo& Sivasubramaniam, 2003).
Based on the relationship between the leader antbtlower, the model places
leadership behaviors on a continuum from laissee-fa transactional then to
transformational leadership (Bass, 1999). Laidage-leaders avoid action.
Transactional leaders use rewards or punishmé@messformational leaders emphasize
follower development (Hogg, 2010).

Particular behaviors are associated with each btieedhree leadership styles in
the full range model. These leadership behavi@msassessed by the Multifactor
Leadership Questionnaire (MLQ) (Avolio, Bass, & Juh999). The literature describes
the full range leadership model starting with lais$aire leadership on the low end of the
continuum, progressing to transactional, and catstuwith transformational leadership
at the upper end of the continuum (Figure 2.1he ihfluence on follower performance

increases from the lower to the upper end of thndiicoum.
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on Follower Performance

Figure 2.1 The Full Range L eadership Continuum. Adapted from Kirkbride (2006).

The lowest level of the full range leadership madéhissez-faire leadership.
These supervisors fail to utilize leadership betwsyiavoid making decisions, and
abdicate duties (Avolio & Bass, 2002). This resultemployee ineffectiveness,
dissatisfaction, and conflict (Bass, 1999). Laisdaire leadership is characterized by
passiveness, avoidance of decision-making, ontailb take corrective action until a
problem becomes worse (Bass, 1999). Laissezitaders reject employee management
duties (Eagly & Johannesen-Schmidt, 2001).

Promoting a more sinister view of laissez-fairedatrs, Skogstad, Einarsen,
Torsheim, Aasland, and Hetland (2007) argued #iaséz-faire leadership is a
destructive, counterproductive leadership behawiuch is better described as zero
leadership. Laissez-faire behaviors create stibg&irk environments characterized by
significant role stress and social conflict. Bexmworkplace stressors are not handled,

bullying and high levels of psychological anxietycar (Skogstad et al., 2007).
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Transactional leadership behaviors fall in the r@duf the full range of
leadership continuum. Transactional leadershi@belns are characterized by
punishment or rewards based on the follower’s perémce (Avolio & Bass, 2002,
Bielenia, 2011) and built on equitable exchangeg/(@&w®an, 2010). Transactional leaders
construct their reputation centered on subordinatdtinterest and often fail because
they cannot deliver rewards (Bass, 1985). Tranwaaitleadership behaviors are either
classified as management-by-exception or contingemard.

Although management-by-exception leadership maydoessary in some
situations, it is the least effective of transaatiibbehaviors. These leaders take punitive
action if followers do not meet expectations (Aweafi Bass, 2002). This leadership style
may be either active or passive. In the activenfdhe leader actively monitors followers
looking for mistakes, errors, or deviations fromngtards and takes disciplinary action
(Avolio & Bass, 2002). Active management-by-exe@pieaders constantly monitor
subordinates through observation (Bielenia, 2011).

In the passive form, the leader waits for followtrsnake errors or mistakes and
then takes corrective action (Avolio & Bass, 200Rgaders who exhibit the passive
form only intervene when something goes wrong (B&985; Bielenia, 2011). Often,
these leaders believe poor performance is relatéaketfollower’s lack of ability, so they
often distort their feedback making it more pogtthan it should be (Bass, 1985).

Another transactional leadership behavior, contitgeward, incentivizes
employees, through follower self-interest, to parfdAvolio & Bass, 2002). Using
contingent reward behaviors, the leader assiggetsrfollower consensus on required

tasks and promises rewards or actually reward#otloaver for successfully
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accomplishing the duties (Avolio & Bass, 2002). ntimgent reward behaviors are
perceived as a task-oriented approach becausedhs is on goal attainment (Bielenia,
2011). Contingent reward leadership is relativedfgctive as long as the leader awards
the incentive (Bielenia, 2011).

On the upper end of the end of continuum of ther&rige of leadership model is
transformational leadership. Transformational &alip is a behavioral theory.
Behavioral theories focus on identifying effectieadership behaviors that can be taught
(Kirkbride, 2006; Tichy & Devanna, 1986; WarricK)21). Drucker (2006) professed
that leadership effectiveness can be learned.

The initial concept of transforming leadership wassented by James Burns in
1978, and by the mid-1980s Bernard Bass extendechbdel to transformational
leadership (Hogg, 2010). The transformational éegulomotes higher quality, increased
innovativeness, and enhanced follower developnigagg, 1985) which greatly
influences follower’s job satisfaction (Bass, 1999yansformational leaders earn the
trust and confidence of members of their organiratare innovative, are mentors,
empower others, and encourage those around thess,(B399; Eagly, 2007).

Transformational leaders create relationshipsrtiate followers beyond their
own self-interest by inspiring, influencing, andsd®ping their leadership abilities
(Bass, 1999; Bass & Riggio, 2006). Walumbwa, Avoéind Hartnell (2010) emphasized
that transformational leaders increase group mitinaconfidence, and performance by
affirming mission, collaboration, and encouragihg alignment of individual goals with
collective goals. These leaders inspire employ@egvelop innovative solutions, create

vision, display moral maturity, be mentors, cultevzéheir intellectual growth, and exceed
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their own expectations (Avolio, 2011; Hobb, 201@ukes & Posner, 2002; Vinkenburg,
van Engen, Eagly, & Johannensen-Schmidt, 2011ansformational leadership has a
significant impact on employees’ work engagemeut@ganizational knowledge
creation (Hoon Song, Kolb, Hee Lee, & Kyoung Kin12).

Empirical research on effective schools identifieshsformational leadership as a
critical factor in organizational effectiveness atddent engagement (Bass & Riggio,
2006; Leithwood & Jantzi, 2005). These leaderg&i@paviors improve human behavior,
generating a transforming effect (Kouzes & Posp@02). Northouse (2010) identified
transformational leaders as ones who are:

Recognized as change agents who are good rolelspe¢ho can create and

articulate a clear vision for an organization, vemopower followers to meet

higher standards, who act in ways that make otlarg to trust them, and who

give meaning to organizational life (p. 200).

Avolio (2011) described the four components oftth@sformational leadership
model as the four I's: individualized consideratioriellectual stimulation, inspirational
motivation, and idealized influence. The firstqmonent, individualized consideration,
means the manager is responsive to the individnaksl for growth and achievement
and serves as a mentor, teacher, and counseloligA2611). Using individualized
consideration, the leader is aware of the follog@spirations, provides support, and
delegates duties which promote individual growth48 1999). The leader focuses on
the uniqueness of each person and gives someiati¢nteveryone (Bielenia, 2011).

Leaders display intellectual stimulation, the secoamponent of

transformational leadership, when they questionragsions, ask followers to use
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intuition, encourage innovation, and stimulate rnieivking (Avolio, 2011; Bass, 1985).
Leaders who exhibit intellectual stimulation drasidwers into problem-solving
activities and decision-making processes (Biele2id,1). Jandaghi, Matin, and Farjami
(2009) asserted that intellectual stimulation engasses advocating nontraditional
thinking to resolve traditional problems.

The third component of transformational leadersimgpirational motivation, is
displayed when leaders present an optimistic viethefuture and are the first to act
even if their action presents a risk to themse{®e®lio, 2011). Leaders who use
inspirational motivation are enthusiastic when dssing work that has to be done, are
confident that the task will be accomplished, agatily take on challenging problems
(Jandaghi et al., 2009). Inspirational motivati®attributed to the leader when
emotional bonds are developed with followers tlkeatlt in employee engagement and
commitment to organizational goals (Bielenia, 2011)

The final component, idealized influence, was owddlly termed charisma by
Avolio and Bass in 1991 (Bass, 1999). Bass (19@8yribed idealized influence as
incorporating power over ideology, ideals, and gigant issues. Leaders who display
idealized influence “set examples for showing deteation, displaying extraordinary
talents, taking risks, creating in followers a ®2o6empowerment, showing dedication
to the cause, creating a sense of joint missiaaljragwith crisis, using radical solutions,
and engendering faith in others” (Avolio, 20117f). Idealized influence behaviors are
demonstrated when leaders are self-aware and ndiéuie entire organization by

modeling behavior and pursuing self-improvemenel@iia, 2011).
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As a final point, leaders benefit when they underditheir own leadership style
which helps them become more effective when leadthgrs (Manz & Sims, 1991,
Pearce; 2007). Since superintendents face martigcpes related to instructional needs
and fiscal shortfalls, understanding their own &xatip behaviors is important to
enhancing their strengths and addressing their messes in order to maximize their
followers’ leadership abilities and performancétransformational leadership behaviors
motivate followers to achieve more, then thesedemdre well-positioned to set the stage
for educational improvement despite difficult cinestances.

With increasing social, political, economic, andnagerial adversities faced by
school districts, it is important to study supegmdents’ transformational leadership
behaviors. Superintendents are responsible fovatotg all stakeholders to move
beyond their own self-interests to achieve theiximam potential. The need for
transformation has placed more emphasis on denmaationship-oriented,
participatory, and considerate leadership (Bas85)19 The presence of a single
transformational leader increases the potentiatesscof an organization (Warrick,
2011).

Gender and Transformational L eader ship

Numerous research studies regarding gender argfdrarational leadership
behaviors have been conducted (Duehr, 2006; EAQ07%; Eagly, Johannesen-Schmidt,
& van Engen, 2003; Lopez-Zafra, Garcia-Retamer®efrios Martos, 2012; Mak &
Kim, 2009; Mandell, & Pherwani, 2003). A meta-aysas by Eagly (2007) found that
female leaders were more transformational than sreale exceeded men in supporting
and encouraging others. Eagly et al. (2003) repldtieir study revealed that femininity

predicted contingent reward. High transformatidaeatiership scores correlate positively
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with contingent reward. Acknowledging that femaiel male leadership styles differ,
Lars Bjork (as cited by Dana and Bourisaw, 2006)aated that female leadership is
characterized by collaboration, instructional leatg, a transformational approach, and
determination to improve student achievement.

School boards look for candidates who have effede@adership skills, strong
communication skills, are sound managers of ressyi@re global/systems thinkers,
imagine the future, promote innovation, are collalive, and focused on student
achievement (de Santa Ana, 2008; Eadie, 2008apE2008b; Glass, 2006; Reed &
Patterson, 2007). Female leaders possess thdgequbhave effective leadership styles,
and are frequently associated with successful basinrganizations (Eagly, 2007).
Democratic and participative leadership stylesnaoee common among women than
men (Eagly & Johnson, 1990). Citing the work ofeDuand Bono (2006), Koenig et al.
(2011) asserted that:

because some of the elements of transformatioadeblship, especially

the mentoring and empowering of subordinates, @pjoebe aligned more

with the feminine than the masculine gender rotalihgs suggest that

transformational leadership is in general androggnar even slightly

feminine (p. 637).

According to Eagly, Johannesen-Schmidt and van E(2@03):

The causes of this sex difference may lie in sé¥actors: (a) the ability

of the transformational repertoire (and contingemtard behaviors) to

resolve some of the incongruity between leadensiigs and the female

gender role, (b) gender roles’ influence on ledderbehavior by means
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of the spillover and internalization of gender-spemorms, and (c) the

glass ceiling itself, whereby a double standardipces more highly

skilled female than male leaders. (p. 587).

Bjork (2000) described female leadership stylesiase collaborative and
democratic. Female leaders promote high levejslo§atisfaction and serve as change
agents deeply invested in reform and developingnmomvisions. Finding a significant
relationship between lllinois superintendents’ @omwl intelligence and transformational
leadership behaviors, Wolf (2010) specified thatdée superintendents scored higher on
transformational leadership than male superintetsden

Of particular interest for this study, Leithwooddarantzi (2005) reasoned that
“transformational leadership is also more likelyetoerge in times of crisis or excessive
turbulence” (p. 185). Transformational leaderghim difficult reality of schools today,
encourage, support, and promote a common sensepige.

In a mixed-methods study, Redish (2010) investjatdf-perceived South
Carolina superintendent leadership practices datigteby race. Using the Leadership
Practices Inventory published by Kouzes and Po@?2), Redish found no significant
relationship between self-perceived leadershiptmax and superintendent longevity,
years of experience in their current position,rdissize, or race. However, through
interviews, Redish inferred that superintendenpoeses initially seemed
transformational. After additional follow-up quiests, Redish determined that
superintendents’ self-perceived leadership prastieere actually transactional.

More limited research has been conducted regatdangformational leadership

behaviors of practicing South Carolina superintetsle No studies were conducted that
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use the MLQ to study the transformational lead@rlehaviors of South Carolina
superintendents.

Summary

The literature regarding historical female supemalent representation,
superintendent longevity, barriers to gender etyyand transformational leadership
provide comparative information for the contextlus study. South Carolina employs a
greater percentage of female superintendents dasjihy barriers to female leadership.
Substantial research reveals an underrepresentdtfemale superintendents. Females
contend with challenges that men do not face, ésibem roles that are traditionally
held by males (Eagly, 2007).

Examination of the history of female superintendentthe United States and
current research on barriers illustrates the diffies women face as they aspire to the
superintendency. The literature served to sugpertinalysis of the conditions

encountered by female superintendents in Southli@aro
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CHAPTER 3: METHODOLOGY

M ethodology

This chapter describes the methodology and proesdhat were used to conduct
research pertaining to female South Carolina sof@rdents. This chapter includes the:
(a) research questions; (b) research design; fm)lpton and sample; (d)
instrumentation; (e) data collection proceduresgéta analysis procedures; and (g)
reliability and validity.

The purpose of this study is to investigate isass®ciated with South Carolina
female superintendents. It examines the relatiprsétween South Carolina
superintendent sex and self-reported transformaltieadership behavior through the
administration of a subset of the MLQ. Furthewyiit examine the relationship between
South Carolina superintendent sex and three schsimict indicators that are indicative
of an at-risk district characteristics.

Resear ch Questions

1. Is there a relationship between the sex of thelSGatolina public school
superintendents and the self-reported use of wamsttional leadership
behaviors?

2. lIs there a relationship between the sex of Soutbl@a public school

superintendents and district indicators associaidtat-risk school districts?
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Resear ch Design
A quantitative, norexperimental design was chosen for this study. nQuaive
data wasollected from practicing South Carolina superidtmts through the use o

survey. Figure 3.1 provideke timeline for the proposed research.

Quantative Data Quantitative Data Interpretation of

olfectionof Data
files from SC
Department of
Education

*April 2013

*June-July 201:

Admininistered
*May - June 2013

Figure 3.1 Sequential Design and Timeline

Population and Sample

The MLQ surveysamplegroup was practicing South Carolipablic schoo
superintendents for trecademicyear 2012-13. The dagad superintendent cont:
information for this inquirywas collected from th&outh Carolina Association of Schc
Administrators (SCASA)South Carolina Association of School Administrat@@1:)
superintendent list and the South Carolina DepartroEEducation (2012)The South
CarolinaDepartment of Juvete Justice, th&outh Carolina Public Charter Schu
District, and the Palmetto Unified School Distiwere not included in theurveysample.

Specific data files from the South Carolina Depa&mnibrof Education include tt
201243 Priority Schools, the 2012 Report Card Povertiek, and the District Data Fi
2012. Marion 1Marion 2, and Marion 7 weiconsolidatedafter the publication cthese

data files so the survey portion only included 81 school ditdr Using the SCDE files
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data for 83 districts were analyzed by superintahdex and district indicators associated
with at-risk districts.

I nstrumentation

Various instruments are available that measufepseteptions of
transformational leadership. With the ever inciregaslemands of district leadership,
effective school leaders often utilize these t@olselp them become more cognizant of
their leadership strengths and limitations.

Instruments reviewed and considered were the LehgePractices Inventory
(LPI1) (Kouzes & Posner, 2002), the Global Transfational Leadership Scale (GTL)
(Carless, Wearing & Mann, 2000), and the Multifadteadership Questionnaire (MLQ)
(Avolio & Bass, 2004). Two of these instrumerk® LPI and the MLQ, have been
widely used by researchers, as reported in diggBrsaand academic journals, to obtain
transformational leadership self-perception ddthe Leadership Practices Inventory
(LP1) is used to measure the frequency of transébional leadership behaviors (Kouzes
& Posner, 2002). Kouzes and Posner proposed ldréfly;g personal values starts with
becoming self-aware. The LPI consists of five &atip practices: model the way,
inspire a shared vision, challenge the procesdylemdhers to act, and encourage the
heart.

The first organizational scholar to develop anrinsient to measure
transformational leadership was Bernard Bass (Qpd§99). Similar to the LPI
instrument, the Multifactor Leadership QuestionedMLQ) provides a self-rater form
for leaders. The MLQ contains 45 items rated @imeapoint Likert scale. It is designed
to measure leadership across the full range lelgecentinuum with leadership styles

falling into three primary categories. These cat&s are laissez-faire, transactional, and
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transformational leadership behaviors. The ML@sdIng form measures perceptions
of leadership.

The MLQ instrument was selected to obtain selbregd transformational
leadership behaviors because the MLQ is the mdshsely used instrument to assess
transformational leadership behaviors (Northou&@l?2). The MLQ has been used in
numerous research programs and doctoral dissersaifovolio & Bass, 2004). A subset
of 20 questions from the MLQ Leader Form 5x-Shegigned to measure
transformational leadership with one additional dgraphic question regarding
superintendent sex constitute this study’s supamoent survey. Permission to use a
subset of the MLQ was obtained from MindGardene WHLQ instrument is copyrighted
and available at www.mindgarden.com. Bass andi®i®§06) argued that substantial
evidence indicates that the MLQ measures transfioomel leadership. The MLQ uses a
five-point Likert scale with 0 meaning “Not at glit meaning “Once in a while”, 2
meaning “Sometimes”, 3 meaning “Fairly Often”, ahtheaning “Frequently, if not
always.”

The 20 question subset of the MLQ assesses théetndership dimensions
associated with transformational leadership. T¥edimensions are Idealized Influence
Attributed, Idealized Influence Behavior, Individ@onsideration, Inspirational
Motivation, and Intellectual Stimulation. SincethILQ is a copyrighted instrument,
permission by Mindgarden, Inc. to use the instrunaeal five sample MLQ questions are

included in Appendix C.
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Reliability and Validity of the MLQ

The MLQ has had many revisions and refinementsrémgthen its reliability and
validity (Northouse, 2010). Reliability is detemmed by results that are consistent
through multiple tests (Kirk, 2008). Validity is¢ extent to which the instrument
measures what it was designed to measure (Kirkg)20Dhrough a comprehensive
evaluation of reliability and validity, Antonaki8yolio, and Sivasubramaniam (2003)
specified the MLQ (Form 5X) assesses the full ramgelel of leadership and the
supporting theory. The authors conclude that th&)\k.a valid and reliable instrument
which satisfactorily measures the nine componeitiseofull range theory of leadership.

Extensive research was conducted to study transtoynal leadership as
assessed by the MLQ (Avolio & Bass, 2004). Simeedriginal 1985 version, several
revisions and refinements have been completedcoriing to Avolio and Bass (2004),
reliabilities for the six leadership factor scailes replication study ranged from .64 to
.92 and were consistent with previous researctceppfor management-by-exception,
estimates of internal consistency for all scalesevadove .70 (Avolio & Bass, 2004). In
addition, the authors report their results sugtiegtthe MLQ instrument can be expected
to function similarly for both males and females.

Further supporting the reliability and validity thie MLQ, Avolio and Bass
(2004) found that data on key aspects of orgamimaticulture correlated with MLQ
ratings of leadership. Managers who receiveddrigtansformational leadership ratings
were viewed as more innovative, less bureaucratid,willing to take risks (Avolio &

Bass, 2004).
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Data Collections and Procedures

Approval for collection was obtained from the Urrisigy of South Carolina
Institutional Review Board (Appendix D). Using tBarveyMonkey online survey
software, each superintendent received an emdihiexpg the purpose of the study and
to solicit their participation (Appendix B). Thenail document was comprised of a
request for participation in the study and assweamd superintendent participant
confidentiality. Instructions were provided fomgpleting the survey. Completing the
consent form by typing their name or district naseeved as an electronic signature.
After completing the consent form, superintendevese taken directly to the MLQ
survey and the added demographic question. Wisponses were received, the
researcher downloaded the data from SurveyMonkesgrfalysis. Superintendents were
asked to respond to the survey within a two-weelode

The researcher chose to survey superintendentsgimi®urveyMonkey because
of its ability to obtain digitized data, meet timenstraints, and offer a convenient survey
response system for the participating superintetisdefhe 20 MLQ survey questions that
measure self-reported transformational leaderséifabiors include four items for each
of the five leadership dimensions of transformadideadership.

Extensive evidence supports transformational |lesiler as measured by the
MLQ, significantly correlates with measures of stormational leadership (Bass &
Riggio, 2006). Responses to the MLQ survey andlémeographic question were
analyzed to determine if a relationship exists leetwsuperintendent sex and self-
reported transformational leadership behaviors wisaesearch question 1.

To analyze research questions 2, 3 and 4, thresfitks were downloaded

directly from the SCDE and compiled into one MS &xde. The files were the 2012-
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13 Priority Schools, the 2012 Report Card Povertek, and the District Data File 2012.
Since these files contained information regardih&auth Carolina public school
districts but not superintendent sex, the SCASAsitelwas utilized to determine the sex
of each district’s superintendent. The SCASA wiegbgiovides superintendent names
with their pictures. For SCASA members, there doanloadable superintendent
database which contains a list of districts, supendent names, mailing addresses, and
email addresses.

Table 3.1 provides information on the variables, tifpe of data, and the statistics

for analysis for each research question.
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Table 3.1 Purpose of the Study

Questions Variables Sour ce of Data Statistics

Is there a relationship| Independent: Multifactor Independent-test
between the sex of theSuperintendent sex | Leadership for South Carolina

South Carolina public
superintendents and
the self-reported use
of transformational
leadership behaviors?

Dependent:
Multifactor
Leadership
Questionnaire
(MLQ) score

Questionnaire
(MLQ) results

Demographic Data

Superintendent se
and Multifactor
Leadership
Questionnaire
(MLQ) subscale
results

Descriptive
statistics

Is there a relationship
between the sex of
South Carolina public
superintendents and
district indicators
associated with at-rish
school districts?

Independent:
Superintendent sex

Dependent:
ESEA Composite
 Index 2011-12

Number of priority
schools

2012 District
Poverty Index

SCASA District
Superintendent
List 2012-13

SC Department of
Education District
Performance file
2012

SC Department of
Education 2012-13
Priority Schools
File

SC Department of
Education

2012 Report Card
Poverty Index

Independent-test
for South Carolina
Superintendent se
and ESEA
Composite Index

Pearson’s chi-
square statistic for
South Carolina
superintendent sex
and districts with
one or more
priority schools
and no priority
schools

Independent-test

for South Carolina
Superintendent se
and Poverty Index

Descriptive
Statistics

Purpose of the Study. This study examines superintendent sex to selfrtego
transformational leadership behaviors and disiinidicators associated with at-risk

school districts.
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Analysis of Data

Descriptive statistics and independent sanpst statistics with unequal
variances were used to explore if a relationshtpvéen the sex of the South Carolina
public superintendents and the self-reported useangformational leadership behaviors
exists (research question 1). Independent t-testappropriate when the elements
selected in one sample are not influenced by tleetsen of elements in the other sample
(Kirk, 2008).

Descriptive statistics, independent santgkest statistics with unequal variances,
and the Pearson’s chi-square statistic were usddtesmine if a relationship between the
sex of South Carolina public superintendents aedhhee district indicators indicative of
at-risk school districts (research question 2efrendent samplteests were appropriate
for analyzing the ESEA composite index and the pggvadex. The Pearson’s chi-
square statistic was used to analyze superintesgerdand districts with priority schools
based on the categories of no priority schoolsanéast one priority school. Pearson’s
chi-square statistic is appropriate to analyzeridependence of two variables where
each variable has two or more categories (Kirk 8 0@\l statistics were analyzed using
MS Excel and SPSS version 19 statistical software.

Validity of Data Collection

Three data points were used to collect multiplenfoof data that may be
indicative of high-risk school districts. Dataefil from the SCDE that were used are the
2012 District Performance file, 2012-13 Priorityhol file, and 2012 Report Card
Poverty Index. An online survey was sent to sugpenidents to determine their self-
reported transformational leadership behaviorgufé 3.2 provides a model of the

sources of quantitative data for this study.
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SC Department
of Education
District

sc Departmentll Performance file
of Edgcation | 2012 SC Departmen

f Education
2012 Report 0 lon
Card Poverty 2012-13 Priority

Index Schools File

istri Multifactor
SCASA District |
Superintendent Research Leadership

: Talel Questionnaire
List 2012-13 Findings (MLQ) surveys

Figure3.2 Sourcesof Quantitative Data

Summary

This chapter presented the research methodologlfaséhis study. The
research is designed to protect the participamishgmity. A description of the research
design, procedures for participant selection, umsntation, data collection procedures,
and data analysis procedures were described. dllogving chapter outlines the findings

for this research.
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CHAPTER 4: RESULTS

This chapter reports the results of this quamiganon-experimental study. The
data analyzed consisted of responses to an onlimeysby 2012-13 South Carolina
public school superintendents and existing datdighdd by the South Carolina
Department of Education for the 2011-12 academéae.ydhe purpose of the study was
to determine the relationship of the sex of Southolina superintendents to (a) their self-
reported transformational leadership behaviors(Bhthree measures indicative of at-
risk districts. Data was analyzed using MS Exoel 8PSS version 19 statistical
software. The analysis of data is organized im g&ctions which are the research
guestions, limitations, results, and findings.

Resear ch Questions

This study investigated variables associated watitls Carolina female
superintendents. Factors examined were self-regpdransformational leadership
behaviors, district ESEA composite indices, ideadifpriority schools, and school
district poverty indices. The research questioasew

1. Is there a relationship between the sex of thetSGatolina public school
superintendents and the self-reported use of wamsitional leadership

behaviors?
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2.

Is there a relationship between the sex of Soutbl@®a public school

superintendents and district indicators associaidtat-risk school districts?

Limitations

1.

The use of self-reported information is a limitatiolhe study is dependent on
honest and accurate responses from the participants

Female superintendents may be more willing tharersaperintendents to
participate in the survey because of the focuseftudy.

Other leadership styles and associated inventoaesneasure leadership
behavior.

Despite measures to encourage superintendentipatiin, district spam
software may have filtered out the Letters of lattin and Consent emails.
Other indicators of at-risk school district statogy provide more insight into the

challenges faced by South Carolina public schopésantendents.

Results

Research question 1 explored the relationshipet#éx of South Carolina public

school superintendents and self-reported transfiooned leadership behaviors. Of the

81 surveys emailed to South Carolina public sclapkrintendents, 41 were completed

for a return rate of 51%. Of the 41 responderig62%) were male and 16 (39%) were

female.

This section presents the results from the surgsganses to the 20-question

subset of the Multifactor Leadership QuestionnéeQ) (Form 5X-Short) used to

measure self-reported transformational leaderstifabiors. There are five

transformational leadership subscales as measyrdeIMLQ using a 5-point Likert
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scale ranging from 0 to 4. The transformationatiership subscales are Idealized
Influence-Attributed, Idealized Influence-Behavibrspirational Motivation, Intellectual
Stimulation, and Individualized Consideration.

The subscale score is an average of four quedtiomsthe MLQ. For instance, a
low score indicates a self-report that the leagessess little of the Inspirational
Motivation leadership attribute while a high scordicates that the leaders possess more
of the Inspirational Motivation attribute.

Results from a two-independent samiplest of unequal variance indicated that
there is no significant difference between male f@naale groups on the MLQ
transformational leadership subscales. Data predem Table 4.1 represents the results
of the 20-question subset of the MLQ by the sethefsuperintendents.

Table4.1 Transformational L eadership Subscales

Results of Descriptive Statistics and t-test fansformational Leadership on the MLQ-
5x Subscale by Superintendent Sex

MLQ Subscale Male Female

Mean SD n Mean SD n t p
Idealized Influence Attributed 350 046 25 356 049 16-0.43 .67

Idealized Influence Behavior 365 037 25 381 0.23 16-1.75 .09
Individualized Consideration 342 040 25 356 0.38 16-1.12 .27
Inspirational Motivation 3.71 040 25 373 0.28 16-0.20 .85
Intellectual Stimulation 337 055 25 355 040 16-1.20 .24

The subscale mean scores for the superintendergeddrom 3.37 to 3.81 (on a
scale of 0 to 4). Idealized Influence and Inspirzdl Motivation are the most satisfying
and effective transformational components on th&Micale (Avolio, 2011). According

to Kirkbride (2006), Idealized Influence is the modluential component. In this study
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sample, the highest self-reported MLQ subscalédimales was Idealized Influence
Behavior (M=3.81). The highest self-reported ML®stale for males was Inspirational
Motivation (M=3.71).

Female South Carolina public school superintendeatisags did not differ
significantly from male South Carolina public scheaperintendents on any
transformational leadership subscale of the MLQthdugh differences were not at
significant levels, thé statistic indicates that, overall, female SoutihaGaa
superintendents rated their transformational lesdprbehaviors higher on all subscales
of transformational leadership than male South [Ba@ublic school superintendents.

Research question 2 examines the relationship leetétee sex of South Carolina
public school superintendents and three schodidigtdicators indicative of at-risk
school districts. The indicators are the ESEA posite index, the district poverty
index, and identified priority schools. Data fikesm the South Carolina Department of
Education (SCDE) used to obtain the indicators weee2012 District Performance file,
2012 Report Card Poverty Index, and 2012-13 Pyi@ahool file. Of the 83 South
Carolina public school districts analyzed, 50 (60%6)e led by male superintendents,
and 33 (40%) were led by female superintenden&hlel4.2 provides descriptive
statistics for two indicators, the ESEA composgitgex and district poverty index, based

on superintendent sex.
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Table4.2 ESEA and Poverty Indices

Descriptive Statistics for Two District Indicatdog Superintendent Sex

Male Femalé

District Indicator Mean SD Min Max Mean SD Min Max
ESEA Composite Index 83.8 125 395 96 76.1 17.431.2 944

75.8 14.4 27.8 98.2 80.6 12.8 51.1 97.9

District Poverty Index
Note:°n= 50;"n=33

The ESEA composite index, which replaces the feéder®, shifts the focus
from minimum proficiency to identifying performangaps for all students by subgroups.
Low ESEA composite indices reflect that studenésparforming considerably below
state student performance expectations (StatewthSoarolina, 2012). Female South
Carolina public school superintendents had sigarfity lower ESEA composite indices
than male South Carolina public school superintatg]g54) = 2.21p=.03, two-tailed.

The district poverty index, a measure for schopbrecard ratings, is calculated
by dividing the number of students who receive &ird reduced lunch by the average
daily membership on the 18%lay of school with a higher index associated itireater
level of poverty. Of the 83 school districts, theerall mean school district poverty index
was 77.7 (SD =13.8). The mean of 80.6 was hifgrdemale superintendents (SD =
12.7) than the mean of 75.8 for male superintersd8D=14.4). Female South Carolina
public school superintendents district poverty aedidid not significantly differ from
male South Carolina public school superintende(itd)= 1.58 p=.12, two-tailed.

Presented in Table 4.3, Pearson’s chi-squaretgtagsealed a near significant
difference existed between the school districté\wite or more priority schools and

districts without priority schools categorized by tsex of the superintendent.
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Table4.3 Priority Schools

Public School District Priority School Data by Suip¢endent Sex

Test
District Data Male Female Statistic df p
At least one priority school 10 13 =373 1  .053

No priority schools 40 20

Female South Carolina public school superintendent43 school districts which
had one or more priority schools ranging from a @@ to a maximum of 12 priority
schools. Male superintendents led 10 districts wite or more priority schools ranging
from a low of 0 to a maximum of 4. Districts wiphiority schools led by female South
Carolina public school superintendents did notedifignificantly from districts with
priority schools led male South Carolina publicamhsuperintendents.

Findings

The purpose of this study was to determine if ati@hship existed between the sex
of South Carolina public school superintendents@delf-reported transformational
leadership behaviors and (b) three district indicsathat reflect at-risk status.
Descriptive statistics, two independent santgkest statistics, and Pearson’s chi-square

were used to address the research questions. djoe findings were:

1. South Carolina public school superintendents’ sgpierted transformational
leadership scores had a mean of 3.59 out of 4lifbve of the transformational
leadership subscales: Idealized Influence-Attridutdealized Influence-
Behavior, Inspirational Motivation, Intellectuali®ulation, and Individualized
Consideration. The standard deviation for eaclssalb ranged from .23 to .55

suggesting consistency among superintendent respamgach MLQ
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3.

4.

transformational leadership subscale. Overally¢iselts of the superintendent
survey suggests that South Carolina public schaqutisntendents rated
themselves as using high measures of transfornatieadership behaviors
regardless of their sex. Female superintendetdd themselves higher than male

superintendents on all transformational leadershiyscales.

. There was a significant relationship between timagkdistrict ESEA composite

index and superintendent sex. Female South Carpliblic school
superintendents had significantly lower ESEA coniteaadices than did male
South Carolina public school superintendents.

There was no significant relationship between ispoverty indices and
superintendent sex.

There was no significant relationship between stmiricts without priority
schools and school districts with at least onerjtyi@cchool based on

superintendent sex.

Chapter 5 explores the connections between thefdte participants, their self-

reported transformational leadership behaviors,thadhree indicators associated

with at-risk district status. Supporting literagus used to complete the final analysis

of the findings and support the conclusions andmenendations from this study.
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CHAPTER 5: SUMMARY, DISCUSSION AND CONCLUSIONS, AND
RECOMMENDATIONS

This chapter provides a summary of the study asclidsions and conclusions
drawn from the research findings presented in Grapt Recommendations for future
research are also presented.

Summary of Study Design and Results

The purpose of this quantitative, non-experimestiadly was to examine the
relationship between the sex of South Carolinaipwgahool superintendents to (a) self-
reported transformational leadership behaviors(apdelect district indicators indicative
of the difficult circumstances confronted by puldahool districts. The indicators
selected for this study were the Elementary andi&#sry Education Act (ESEA)
composite indices, identified priority schools, awthool district poverty indices.

As noted in Chapter 1, the conceptual frameworkHr study was the glass cliff.
After surpassing the barrier of the glass ceilimgmen who attain leadership positions
are more likely to face a glass cliff where themdership positions are more precarious
than males (Bruckmdller & Branscombe, 2010; RyaHa&slam, 2005; Ryan, Haslam,
Hersby, Kulich, and Wilson-Kovacs, 2009). Percdigeereotypical female leadership
characteristics which are closely associated wahsformational leadership behaviors
(Eagly & Carli, 2003) were believed to be more dide in crisis situations than male

leadership characteristics (Bruckmuller and Brandm®, 2010). Since transformational
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leadership is focused on the future rather thasgmte the organization is strengthened by
inspired follower commitment and creativity (EadlyCarli, 2003). Females’ perceived
leadership skills are viewed as especially valuabtenes of crisis (Haslam & Ryan,
2008).

A review of previous research through ProQuestétations and Theses found
only three dissertations (Bruckmuiller, 2007; Charep2011; Wilson, 2010) that
examined the glass cliff. This is not surprisingce the term was first introduced by
Ryan and Haslam in 2004. Each of these studidgzaththe perceived suitability of
leadership and the role that gender played ind¢lexgon of leaders. The glass cliff
conceptual framework for the current study was usqarovide an overarching construct
to examine the relationship of the sex of Southoldza public school superintendents
and self-reported transformational leadership biginsvand district indicators that are
indicative of at-risk status. Although likely n@fpurposeful reason for superintendent
selection, the concept of the glass cliff providdblought-provoking basis to reflect on
female superintendent leadership in South Carolina.

To determine self-reported transformational leduerbehaviors (research
guestion 1), data was collected through an onlimeey using a 20-question subset of the
Multifactor Leadership Questionnaire (MLQ) (AvoldoBass, 2004). Of the 81 surveys
emailed to South Carolina public school superingensl 41 were completed for a return
rate of 51%. Survey responses were analyzed &vrdete the self-reported
transformational leadership behaviors by the sak@tuperintendent based on the
subscales of Idealized Influence-Attributed, Idzeadi Influence-Behavior, Inspirational

Motivation, Intellectual Stimulation, and Individimed Consideration.
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To examine the relationship between South Caraligserintendent sex and three
school district indicators that reflect difficulrcumstances (research question 2), data
files were downloaded directly from the SCDE anthpded into one MS Excel file.

The files were the 2012-13 Priority Schools, th@2Report Card Poverty Index, and the
District Data File 2012. Since these files contdimdormation regarding all South
Carolina public school districts but not superiotent sex, the SCASA website was
utilized to determine the sex of each district’pesintendent. Data for 83 South Carolina
public school districts was analyzed.

MS Excel 2010 and SPSS statistical software wseel to analyze the responses
of superintendents based on sex. In Chapter 4ethdts were presented using
descriptive statistics, two independent santjhést statistics, and Pearson’s chi-square.

Research question 1: Is there a relationship between the sex of thelSo
Carolina public school superintendents and therselbrted use of transformational
leadership behaviors?

Using two independent samphests of unequal variance, no significant
relationship was found between the sex of Southlar public school superintendents
and the self-reported use of transformational lestdp behaviors for each of the five
transformational leadership MLQ subscales. FerSalegh Carolina public school
superintendents rated themselves higher on abfiobamational leadership MLQ
subscales than did male superintendents but rsagficant levels.

Research question 2: Is there a relationship between the sex of S@atiolina
public school superintendents and district indicassociated with at-risk school

districts?
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Signifying the challenges faced by South Carolinblig school districts, three
district indicators selected as representativaftitdlt circumstances were the ESEA
composite indices, identified priority schools, afhstrict poverty indices. A two
independent samptetest of unequal variance revealed that femalelSGatolina public
school superintendents had significantly lower ESBAposite indices than did male
South Carolina public school superintendents. 8asethe sex of the superintendent,
the Pearson’s chi-square statistic indicated tbagignificant difference existed between
school districts with at least one priority schaotl districts without priority schools. A
two independent samptdest of unequal variance found no significantetéince
between the district poverty indices of female &dbarolina public school
superintendents and male South Carolina publicdchgerintendents.

Discussion

Some argue that females in the U. S. are viewdebalers, but the small
percentage of female public school superintendamisthe lack of female political
leadership are contradictory to this statement §@no 2005). The impetus for this study
was the paradox that South Carolina relies on ladnigercentage of female public school
superintendents than the national average in avihen school districts are faced with a
series of difficult circumstances. At the samedtitihere remains a substantial deficit in
female political state legislative leadership iuBoCarolina. According to the National
Conference of State Legislatures, as of Februat 28outh Carolina was tied with
Alabama for the second lowest representation offerstate legislators only ranking
higher than Louisiana (National Conference of Stagislatures, 2013).

Why is there less female legislative representatiddouth Carolina while more

females serve as public school superintendents?amswer may lie in confidence and
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leadership behaviors. Few women have politicakerpce. The nature of a political
leader requires them to talk about what they carpdomote themselves as being better
than their opponent, and challenge opposing viewsdintain the party line. There
seems to be less consensus building and collaboriagéitween political parties to work
together for the common good. Few women are atiido this type of self-promotion,
especially in Southern states. None of these belsare related to transformational
leadership. However, women know and understandagaiuin because 75% of teachers
are female (Katz, 2010). Even though fiscal arabantability challenges are increasing,
women have experience in education, connect willdreim, and most | know with want
to work together to improve student learning. Warfel confident in their ability to
create consensus, to collaborate and include oithéinge decision-making processes, and
work for a common goal — all behaviors associatéll tkansformational leadership. It
may be that women in South Carolina believe theymake a difference in children’s
education and are willing to accept challengingagibns.

The glass cliff theory provided a unique lens tiglowhich to consider factors
associated with female South Carolina public sckapkrintendents. Previous studies
regarding the glass cliff claimed that women waredhfor leadership positions over
males in companies facing a crisis, when therési®ty of company failure, in situations
of minimal support measures, or a lack of resoudshby, Ryan, & Haslam, 2007,
Ryan & Haslam, 2005, Ryan & Haslam, 2009) but adh&ir research does not account
for other variables. These authors contend thamevoare selected for these risky
positions because of stereotypical beliefs reggrtBmale leadership skills. These skills,

which are associated with transformational leadprisehaviors, include collaboration,
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mentorship, and empowerment and are viewed as ap®priate to leadership for
modern organizations (Eagly & Carli, 2007).

The purpose of this study was to determine if ati@hship existed between the
sex of South Carolina public school superintendants(a) self-reported
transformational leadership behaviors and (b) idistndicators indicative of at-risk
status.

As displayed in Table 5.1, the percentage of matefamale South Carolina
public school superintendents who responded tanthtation to participate in the survey
portion of this study was similar to the percentafjmale and female public school
superintendents in South Carolina.

Table5.1 Population Sample

Percentage of Superintendents for Analysis of RekBg@uestion 1 and Research
Question 2

Research Question 1: Research Question 2:
Transformational

. 2012 SCDE District
Leadership Survey :
- Data File
Participants
Superintendent Sex N Percentage N Percentage
Male 25 61% 50 60%
Female 16 39% 33 40%

Note. Not included in the analysis are the South Casolbepartment of Juvenile Justice, the South
Carolina Public Charter School District, and théni@dto Unified School District

Self-reported transformational leader ship behaviors

For research question 1, no significant relatiomstas found between the sex of
South Carolina public school superintendents aadsétf-reported use of
transformational leadership behaviors for eactheffive transformational leadership
MLQ subscales. The lack of significance may intiaashift in superintendent

leadership skills or may be a result of self-réies. Even though not at significant
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levels, it is noteworthy that female South Carolm#lic school superintendents rated
themselves higher than males on all transformatieaaership behavior subscales. This
is consistent with previous research (Eagly, Jobaan-Schmidt, & Van Engen, 2003;
Floit, 1997; Paternoster, 2006; Wolf, 2010).

The lack of statistical significance between the agfethe South Carolina public
school superintendents and the five transformatieaaership MLQ subscales may
suggest school boards are appointing superintesdeétit more democratic leadership
skills. Leithwood and Jantzi (2005) asserted timatimes of crisis and upheaval,
transformational leadership behaviors are mordyliteebe the skills desired in leaders.
When organizations are stable, transactional lsagebehaviors which use rewards and
punishments are more suitable, but in situationsyid change, transformational
leadership behaviors are needed to mobilize emplogenmitment (Kirkbride, 2006).
The two highest self-reported transformational &alip MLQ subscales for male and
female South Carolina public school superintendardggresented in Table 5. 2.
Table5.2 Highest Rated Subscales

Two Highest Self-reported Transformational LeadgrdiLQ Subscale Means by
the Sex of the Superintendent

Means
MLQ Subscales Male Female
Idealized Influence Behavior 3.65 3.81
Inspirational Motivation 3.71 3.73

Of the transformational leadership MLQ subscalésalized Influence has the
most impact on follower performance followed bydmational Motivation (Kirkbride,
2006). Because the leader serves as a role meddérs who exhibit behaviors

associated with Idealized Influence are seen asnnrthy, honest, and possessing high
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morality (Kirkbride, 2006). Consistent with Kirkbe’s findings, Avolio (2011) also
specified that Idealized Influence and Inspiratldviativation are the most satisfying and
important transformational subscales. Leaders @dsmnplify Inspirational Motivation
behaviors project a vision that raises expectatamtscreates a common sense of purpose
thereby motivating followers to achieve more thiagytthought they could accomplish
(Kirkbride, 2006). Since Idealized Influence Beiwanand Inspirational Motivation were
the two highest self-reported transformational é&raldip MLQ subscales in this study, it
appears school boards are hiring males that exhilnie democratic, participative
leadership skills. This may also be creating gmeapportunities for females to attain a
superintendency since their skills are generakkywad as more collaborative and
inclusive (Bjork, 2000). Because South Carolinaost districts are confronted with
extensive poverty as well as fiscal and accountglgisues, the higher percentage of
female superintendents than the national averagbtraupport an awareness that a
different skill set is needed for superintendeatkrship in difficult situations.

Another possible reason for my finding may be safér bias. Previous research
studies regarding self-reported transformatioradiéeship behaviors have inconsistent
findings. Inflated self-reports are problematiodBakoff & Organ, 1986) and are
commonly referred to as the halo effect, lenienieg begocentric bias, or a tendency for
self-enhancement. Naturally biasing their respsnsiidy participants often over-report
behaviors they believe to be appropriate while vmdporting behaviors viewed as
inappropriate (Donaldson & Grant-Vallone, 2002judtes have mixed results regarding
the tendency for over-estimation or under-estinmatibself-ratings by gender. Jones and

Fletcher (2003) found that males tended to inflaésr self-ratings compared to females.
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Men were found to give themselves higher self-gaiof transformational leadership
than females (Moshavi, Brown, & Dodd, 2003). Hoeewan Velsor, Taylor, and
Leslie (1993) found that women were not more likblgn men to underrate their
leadership competencies. Redish (2010) held thathSCarolina public school
superintendents self-reported using more transfbomeal leadership behaviors in a
survey, but she found they actually exhibited ntoaasactional behaviors in interviews.
As the stakes get higher and with school boardspresto obtain results, superintendents
may default to more transactional behaviors.

In this study, both male and female South Carghmalic school superintendents
self-reported higher ratings for all five transf@tional leadership MLQ subscales than a
normative 2004 sample by Avolio and Bass (2004)e Tack of statistical significance
between the sex of the superintendent and therBwesformational leadership MLQ
subscales as well as the inflated ratings maytr&swh a combination of self-rater bias
and superintendents genuinely believing they @titransformational leadership
behaviors. High self-reported transformationatierahip behaviors may imply that
superintendents used more transformational leaigelbgtaviors in their previous roles
as principals or other district office leadershgsiions and believe they still do.

Though not at significant levels, female South Gaaopublic school
superintendents rated themselves higher on abfiobamational leadership MLQ
subscales than did male superintendents. Thediadis are consistent with previous
studies that assert female leaders use more tramstional leadership behaviors than
males (Eagly, Johannesen-Schmidt, & Van Engen,)2008ing the MLQ to assess

transformational leadership behaviors, Floit (19@0)hd women scored significantly
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higher than men for the subscales Idealized IntaeBehavior, Idealized Influence
Attributed, and Inspirational Motivation. Femalalege presidents scored significantly
higher than males on all transformational lead@r8hiQ subscales with the exception

of Individualized Consideration (Paternoster, 200B6¢male lllinois superintendents
scored higher on transformational leadership thale superintendents (Wolf, 2010).
Because female South Carolina public school suggritents rated themselves higher on
all transformational leadership MLQ subscales, timay perceive their leadership skills
provide a more supportive environment that encasamployees to higher levels of
achievement even in difficult circumstances.

If females do use more transformational leaderskilts, then they are positioned
to fulfill the demands of modern organizations tigh democratic and inclusive
practices that motivate follower commitment. Tadle their full leadership potential, the
appropriate fit is important for transformationadtlers (Guay, 2013). The
transformation of public education may depend drostboards understanding and
identifying precisely which leadership skills ameded for their unique set of district
circumstances and matching those needs to app®grtiperintendent candidates.
Equally important is candidates’ self-awarenesamdigg their own skills.

Indicatorsof at-risk district status

Research question 2 addressed the relationshie&eix of South Carolina public
school superintendents and indicators of at-riskridt status. The three district
indicators selected as representative of difficiittumstances confronted by South
Carolina public school districts were the ESEA cosife indices, identified priority

schools, and district poverty indices.
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As explained in Chapter 1, South Carolina was gichatflexibility waiver to
replace the federal AYP with the ESEA compositeindThe argument by the SCDE for
requesting this waiver was that letter grades amed transparency and helped the public
understand the rating system (State of South Geraf012). The ESEA composite
index is generated from a complex matrix desigoaase multiple measures to assess
disaggregated student performance and identifyopednce gaps. Findings from this
study revealed that female South Carolina publhoetsuperintendents led districts that
had significantly lower ESEA composite indices tlastricts led by male South Carolina
public school superintendents. School districth\wwer ESEA composite indices do
not meet or are substantially below the state’'desttiperformance expectations (State of
South Carolina, 2012).

Because this study’s significant finding that feen&buth Carolina public school
superintendents serve lower performing districtsiore precarious circumstances, the
results for this indicator appear to align with tiass cliff framework. However, as
noted in Chapter 2, superintendents have a higlower rate in South Carolina,
averaging about 3.1 years. They often leave smédwer performing districts to move
to larger, higher performing districts for bettategies and more job security (Goodman,
2012).

Since South Carolina superintendent turnover iednghan the norm, there may
be greater opportunities for females to attain@esatendency in South Carolina,
especially in small, rural districts. In the Saarth states, disadvantaged children are
often substantially concentrated in small ruratrdits with mothers who are poor and

less educated (Fram, Miller-Cribbs, & Van Horn, 2ZDORegardless of whether school
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boards intentionally hire females when their dedsrhave greater challenges, female
South Carolina superintendents believe they aesglhio be change agents (Styles, 2010).
If stereotypical female leadership skills are pet@e to be more desirable in crisis
situations (Bruckmiller & Branscombe, 2010), theméle South Carolina public school
superintendents may be seen as having leadershgrs&cessary to transform their
districts and improve future performance.

There were no significant findings for the second third at-risk indicators. A
near significant difference was found between thedf the superintendent and school
districts with at least one priority school andtdcss without priority schools. Priority
schools, as defined in the ESEA flexibility waivare the lowest performing 5% of Title
1 schools. First categorized in the 2012-13 acadgear, priority schools are identified
based on the percentage of students who do nairpedt proficient levels or have
significant performance gaps between subgroups SCRE suggests interventions to
address the weaknesses of these schools and eetiera to offer supplemental
educational services to increase academic perfarenlay setting aside 20% of their Title
1 funds to provide these services (State of Soatioliha, 2012). School eligibility for
Title 1 is determined by one or more measures aac¢he number of children in poverty,
children eligible for free or reduced lunch, andibildren eligible for Medicaid (South
Carolina Department of Education, 2013).

There was no significant difference between thec$eke superintendent and the
district poverty indices. The poverty index, a sw@a for school report card ratings, is
based on the number of students who receive fréeetuced lunch. A high poverty

index is associated with a greater level of poverty
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The priority schools and district poverty indices alosely related because both
are based on measures of children living in povelgverty is wide-spread in South
Carolina. The Kids Count data project (The Anni€CBsey Foundation, 2013) reported
the Economic Well-Being category for South Cardbrehildren dropped from 34in
the nation to 4% in one year (Children’s Trust of South Carolin@12). The lack of
significance between the sex of South Carolinaipwahool superintendents and these
two indicators, priority schools and poverty indicenay reflect the wide-spread poverty
across South Carolina.

Conclusions

The purpose of the study was to examine the relsiiip between South Carolina
superintendent sex and self-reported transformaltieadership behaviors as well as the
relationship between superintendent sex and thesesuanes associated with at-risk school
districts: low ESEA composite indices, identifiedopity schools, and school district
poverty. Two research questions guided the stoig,using a sample population of
South Carolina superintendents for the academic3@B2-2013 and the second using
data obtained from 2012 SCDE accountability files.

Analysis of the data revealed female South Carglidaic school superintendents
self-reported higher levels of transformationadie@hip behaviors than male South
Carolina public school superintendents althoughatngignificant levels. Analysis also
found that one district indicator of the diffica@ircumstances districts confront, the
ESEA composite index, did reveal that South Caaofinblic school districts led by
female superintendents have significantly lower E$Bmposite indices than those led
by male superintendents. Districts with lower ESEonposite indices have poorer

student performance and wider achievement gaps.
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This study makes several contributions to praajicgohool leaders. First, the
finding that South Carolina public school supentents rated themselves as using high
measures of transformational leadership behaveyardless of their sex may indicate
that school boards are hiring male and female sueadent candidates who exhibit
skills aligned with transformational leadershiphese skills, closely associated with the
feminization of leadership (Aymen & Korabik, 20Iagly & Carli, 2003), focus on
collaboration, follower commitment and growth, aiihnge. Since South Carolina has a
higher percentage of female public school superdgats than the national average, this
higher percentage of female superintendents manakigat school boards, whether
intentional or not, are hiring female candidateprimvide more collaborative, democratic
district leadership. Second, although only oneafuiree district indicators indicative of
at risk-status was significant, this study presarttsought-provoking context in which to
examine female South Carolina public school supemttent leadership. Further analysis
may provide a better understanding of the circuntg&a surrounding selection of female
South Carolina superintendents and why South Gexdlas a higher percentage of
female superintendents than the national averBgehaps relevant to the circumstances
of many female South Carolina public school sugendents, Bruckmdller and
Branscombe (2010) claim, “Our findings indicatettivamen find themselves in
precarious leadership positions not because thegiagled out for them, but because
men no longer seem to fit” (p. 449).

Public school districts are struggling with a ske¢wolving challenges and will
need superintendents who possess skills that #tlem to work effectively with internal

and external stakeholders to increase student ssicé@ecent reports continue to show

71



that children in South Carolina live in difficulircumstances (The Annie E. Casey
Foundation, 2013). Complicating matters, schoegjinty funding remains a significant
issue as seen by the ongoing battle in the Southli@a Supreme Court case Abbeville
County School District, et al. v. The State of $oGarolina, et al., (Abbeville, 1999).
As difficult circumstances continue to be part dfieational dialogue in South Carolina,
the importance of school district leadership welimain a focus for school boards,
communities, and parents. Studies such as thiscatlhe® knowledge of leadership and
circumstances South Carolina school boards face wélkecting their district leaders.

I mplications and Recommendationsfor Future Research

Public school districts are faced with increasiisgdl and accountability
challenges (Blair, 2010; Bowers, 2009; Hohenst2098). Yet, often the old leadership
paradigm continues because school boards “wantaadsults driven superintendents
who conform to a leadership style not associatel tkensformational leadership
behaviors” (Grogan, 2005, p.26).

Since leadership is the driving force of any orgation that needs to implement
change (Onorato, 2013), superintendents must develationships within the
organization and community that will elevate exp@ons and create a sense of purpose
in order to improve student achievement. Thoughgtudy found no statistical
significance between the sex of South Carolinaipdzhool superintendents and self-
reported transformational leadership behaviorspuid serve as a starting point for
school boards to contemplate the leadership skidlsbest match their districts’ needs.
The study is intended to serve as a springboaaddst female candidates, as well as
school boards, in becoming aware of leadership\betsgand potential biases associated

with the selection of female superintendents.
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Based on the findings of this study, future redears may want to consider the

following recommendations:

1. Conduct a similar study using another instrumeat theasures leadership
behaviors other than transformational leadership.

2. Conduct a similar study that includes not only-sefforted behaviors but rater
perceptions of South Carolina superintendent |esduier

3. Analyze the possible impact of other variables #ratassociated with at-risk
school districts and the sex of the superintendent.

4. Conduct a study that analyzes the longevity of B@arolina superintendents
based on at-risk district indicators and the sethefsuperintendent.

5. Analyze the representation of South Carolina fersafgerintendents in the
counties represented in the lawsuit Abbeville Cg8tthool District, et al. v. The
State of South Carolina, et al. (Abbeville, 1999).

6. Conduct a qualitative study interviewing schooltdo@members to determine why
particular females were selected for the superddroy and what leadership

skills they view as essential for the superintergen

73



REFERENCES

Abbeville County School District, et al. v. The &t@f South Carolina, et al. 335 S.C.
58; 515 S.E.2d 535. (1999). Retrieved from Lexishlé&cademic database.

Anderson, J. (2009 haracteristics of succeeding and struggling SdZahnolina school
districts South Carolina Oversight Committee. Retrieveanfr

http://www.fmucenterofexcellence.org/images/stdgdfs/resources/jaanderson-

characteristics.pdf

Antonakis, J., Avolio, B. J., & Sivasubramaniam,(R003). Context and leadership: An
examination of the nine-factor full-range leadepsiieory using the Multifactor
Leadership Questionnairé€he Leadership Quarterl\t4(3), 261-295.
doi:10.1016/S1048-9843(03)00030-4

Ashby, J. S., Ryan, M. K., & Haslam, S. (2007). dlegork and the glass cliff: Evidence
that women are preferentially selected to lead lprohtic casesilliam & Mary
Journal of Women & The LaWw3(3), 775-793.

Aud, S., Hussar, W., Kena, G., Bianco, K., Frohlich Kemp, J., Tahan, K. (2011). The
condition of education 2011 (NCES 2011-033). U.8p&tment of Education,
National Center for Education Statistics. WashingiaC: U.S. Government
Printing Office. Retrieved from http://nces.ed.gomagrams/coe/indicator_pal.asp

Avolio, B. J. (2011)Full range leadership developmerfecond Ed. Thousand Oaks,

CA: Sage Publications.

74



Avolio, B. J., & Bass, B. M. (2002)Developing potential across a full range of
leadership: Cases on transactional and transforomadi leadershipMahwabh,
NJ: Lawrence Erlbaum Associations, Inc.

Avolio, B., & Bass, B. (2004Multifactor leadership questionnaif@rd ed.) Menlo
Park, CA: Mind Garden, Inc.

Avolio, B. J., Bass, B. M., & Jung, D. I. (1999)efexamining the components of
transformational and transactional leadership ugiegVultifactor Leadership
QuestionnaireJournal of Occupational And Organizational Psyclglo72(4),
441-462. doi:10.1348/096317999166789

Ayman, R., & Korabik, K. (2010). Leadership: Whyngler and culture matteAmerican
Psychologist65(3), 157-170. doi:10.1037/a0018806.

Bafiuelos, M. (2008). Breaking the silence: Gendas m the top rankd.eadership
38(1), 28-30.

Barreto, M., Ryan, M. K., & Schmitt, M. T. (2009ntroduction: Is the glass ceiling still
relevant in the ZLcentury? In M. Barreto, M. K. Ryan, & M. T. Schir(Eds.),
The glass ceiling in the Zentury(pp. 153-169). Washington, DC: American
Psychological Association.

Bass, B. M. (1985). Leadership: Good, better, i@gjanizational Dynamicgsl3(3), 26-
40.

Bass, B. M. (1999). Two decades of research andldement in transformational
leadershipEuropean Journal of Work & Organizational Psychotp8(1), 9-32.

doi:10.1080/135943299398410

75



Bass, B. M. & Riggio, R. E. (2006)ransformational leadershipjNew York:
Psychology Press.

Bennis, W. (2007). The challenges of leadershinémodern world: Introduction to the
special issueAmerican Psychologis62(1), 2-5. doi:10.1037/0003-066X.62.1.2

Bielenia, M. (2011). Transactional and transforimadil leadership. In K. Dowding (Ed.),
Encyclopedia of powe(pp. 673-676). Thousand Oaks, CA: SAGE Publication
Inc. doi: 10.4135/9781412994088.n377

Bjork, L. G. (2000). Introduction: Women in thepguintendency: Advances in research
and theory.Educational Administration Quarterly, 38), 5-17.

Black, S. (2009). The Interim CE@merican School Board Journdl964), 53-54.

Blair, G. R. (2010)Superintendent perceptions of the sources anddefgbb stress
(Doctoral dissertation). Retrieved from ProQuesisBrtations and Theses.
(858070528)

Blount, J. M. (1999). Manliness and the genderadtaction of school administration
in the USA.International Journal of Leadership In Educatj&{2), 55-68.

Bowers, T. S. (2009%5tress factors of the rural Pennsylvania superidém and their
perceived impact on effectivenéB®ctoral dissertation). Retrieved from
ProQuest Dissertations and The865135515)

Bruckmuller, S. (2007)Gender stereotypes and the glass cliff: Reduceditapce of
male attributes results in more frequent selectbfemale leaders in times of
crisis (Doctoral dissertation). Retrieved from ProQuaissertations and Theses.

(304860168)

76



Bruckmiiller, S., & Branscombe, N. R. (2010). Thasgl cliff: When and why women are
selected as leaders in crisis conteBt#tish Journal of Social Psycholog49(3),
433-451. doi:10. 1348/0 14466609X466594

Brunner, C. C. & Kim, Y. (2010, August). Are womprepared to be school
superintendents? An essay on the myths and misstaddingsJournal of
Research on Leadership Educatio(B)5276-309. Retrieved from
http://www.ucea.org/storage/JRLE/pdf/VolumeV201@Bner JRLE .pdf

Burns, J. M. (1978)._eadershipNew York, NY: Harper & Row.

Byrd, J., Drews, C., & Johnson, J. (2007, May &ctbrs impacting superintendent
turnover: Lessons from the field. Retrieved frora @onnexions Web site:

http://cnx.org/content/m14507/1.1/

Carless, S. A., Wearing, A. J., & Mann, L. (2008)short measure of transformational
leadershipJournal Of Business And Psychology;3)4 389-405.
doi:10.1023/A:1022991115523

Chambers, K. (2011Yhe glass cliff: The contribution of social ident#nd gender
stereotypes in predicting leadership preference tanst (Doctoral dissertation).
Retrieved from ProQuest Dissertations and The$€60618488)

Children’s Trust of South Carolina. (2013, June Z4jildren in South Carolina struggle,
fall behind the nation in economic well-being, ealian and health indicators.
Retrieved from
http://www.scchildren.org/advocacy _and_media/medigases/media-

releases/75/

77



Conger, J. A. (1999). Charismatic and transfornmaideadership in organizations: An
insider's perspective on these developing stredmesearchlLeadership
Quatrterly, 10(2), 145.

Council of Great City Schools (2010). Urban schagderintendents: Characteristics,
tenure, and salarydrban Indicator. Retreived from
http://www.cgcs.org/cms/lib/DC00001581/Centricitgiain/4/Supt_Survey201
0.pdf

Dana, J. (2009). Dilemmas and discarded leaderSkimol Administratqr66(8), 22-26.

Dana, J., & Bourisaw, D. (2006). Overlooked lead@rserican School Board Journal,
1936), 27-30.

de Santa Ana, T. (2008). Opening up the superietetyd Leadership38(1), 24-27.

Derrington, M. & Sharratt, G. (2008). Female suptmdents: Breaking barriers and
challenging life styledDelta Kappa Gamma Bulletin, {5, 8-12.

Donaldson, S. I., & Grant-Vallone, E. J. (2002).ddrstanding self-report bias in
organizational behavior researdiournal Of Business & Psychology,(2), 245-
260.

Drucker, P. F. (2006 he effective executivew York, NY: Harper Collins Publishers.
Duehr, E. E. (2006 Personality, gender, and transformational leadepstnvestigating
differential prediction for male and female leadé@@®ctoral dissertation).

Retrieved from ProQuest Dissertations and The865€309823)

Duehr, E. E., & Bono, J. E. (2006). Men, women, arahagers: Are stereotypes finally

changing?Personnel Psycholog$9(4), 815-846. doi:10.1111/}.1744-

6570.2006.00055.x

78



Eadie, D. (2008a). Prescription for succégserican School Board Journal, @), 46-
47.

Eadie, D. (2008b). The productive partnersiimerican School Board Journal, @&,
70-71.

Eagly, A. H. (2007, March). Female leadership atlg® and disadvantage: Resolving
the contradictionsPsychology of Women Quarterly, 3),(1-12. Retrieved from

http://onlinelibrary.wiley.com/doi/10.1111/j.147%82.2007.00326.x/pdf

Eagly, A. H., & Carli, L. L. (2003). The female &ship advantage: An evaluation of
the evidencel.eadership Quarterlyl4(6), 807. doi:10.1016/|.leaqua.2003.09.004

Eagly, A. H., & Carli, L. L. (2007). Women and tlabdyrinth of leadershigdarvard
Business Review5(9), 63-71.

Eagley, A. H., & Johannesen-Schmidt, M. C. (200Ihe leadership styles of women
and men.Journal of Social Issues, &%), 781-797.

Eagly, A. H., Johannesen-Schmidt, M. C., & van Endé. L. (2003). Transformational,
transactional, and laissez-faire leadership stasieta-analysis comparing
women and merPsychological Bulletin1294), 569-591.

Eagly, A. H., & Johnson, B. T. (1990). Gender asadership style: A meta-analysis.
Psychological Bulletin10§2), 233-256.

Edgehouse, M. A. (2008 haracteristics and career path barriers of women
superintendents in Ohi®octoral dissertation). Retrieved from Proquest
Dissertations and Theses. (3326253)

Educational Consultants and Research AssociatagpG{a010) Effective

superintendents: ECRA literature reviegRetrieved from

79



http://resources.aasa.org/ConferenceDaily/hand®aig3000-1.pdf
Farmer, T. A. (2005)Career paths to the Texas public school superirgang(Doctoral
dissertation). Retrieved from ProQuest Dissertatimmd Theses. (305400506)
Floit, P. S. (1997)Transformational leadership and the superintendandifinois: A
comparative study of women and men superintendBoioral dissertation).
Retrieved from ProQuest Dissertations and The864.3(71713)

Fram, M., Miller-Cribbs, J. E., & Van Horn, L. (20D Poverty, race, and the contexts of
achievement: Examining educational experience$itdren in the U.S. Soutlgocial
Work, 52(4), 309-319. doi:10.1093/sw/52.4.309

Garn, G., & Brown, C. (2008). Women and the sugendency: Perceptions of gender
bias.Journal of Women in Educational Leadershifi)649-71.

Ginsberg, R., & Multon, K. D. (2011). Leading thgtua fiscal nightmare: The impact
on principals and superintender®hi Delta Kappan92(8), 42-47.

Glass, T. (2006, July). Preparing and training sapendents for the mission of
executive management. Retrieved from the Connexrdab site:

http://cnx.org/content/m13689/latest/

Goodman, A. K. (2012)South Carolina superintendents' perceptions regaydi
longevity(Doctoral dissertation). Retrieved from ProQuesdertations and Theses.
(1037995817)

Greer, K. (2011)Superintendent longevity in South Carolina sincsocaatability
implementatior{Doctoral dissertation). Retrieved from ProQuesdertations and
Theses. (915016214)

Grogan, M. (2000). Laying the groundwork for a mreoeption of the superintendency

from feminist postmodern perspectivEsiucational Administration Quarterly,

80



36(1), 117-142.

Grogan, M., & Brunner, C. (2005). Women leadingteyss.School Administrator,
62(2), 46-50.

Guay, R. P. (2013). The relationship between le&tland transformational leadership.
Journal of Managerial Psycholog28(1), 55-73.
doi:10.1108/02683941311298869

Haslam, S., & Ryan, M. K. (2008). The road to theesg cliff: Differences in the
perceived suitability of men and women for leadgrglositions in succeeding
and failing organizationg.he Leadership Quarter|yt9(5), 530-546.
doi:10.1016/j.leaqua.2008.07.011

Hogg, M. (2010). Leadership. In J. Levine, & M. Hp@d=ds.) Encyclopedia of group
processes & intergroup relationfp. 520-525). Thousand Oaks, CA: SAGE
Publications, Inc. doi: 10.4135/9781412972017.n158

Hohenstein, L. L. (2008)he walk of life: Stress in the lives of schoolesugendents in
central lllinois (Doctoral dissertation). Retrieved from ProQuestdertations and
Theses(304606363)

Hoon Song, J., Kolb, J. A., Hee Lee, U., & KyounignKH. (2012). Role of
transformational leadership in effective organi@adil knowledge creation
practices: Mediating effects of employees' workagegmentHuman Resource
Development Quarter/23(1), 65-101. doi:10.1002/hrdq.21120

Jandaghi, G. H., Matin, H., & Farjami, A. A. (200@omparing transformational
leadership in successful and unsuccessful compdntesnational Journal of

Social Scienceg(3), 211-216.

81



Jones, L., & Fletcher, C. (2002). Self-assessnreatgelection situation: An evaluation
of different measurement approachisurnal of Occupational & Organizational
Psychology, 75145-161.

Katz, S. (2008, Winter). Just do it: Women supendents speak to aspiring women.
Advancing Women in Leadership Journal [Online], Feetrieved from

http://advancingwomen.com/awl/awl wordpress/jusitdeomen-

superintendents-speak-to-aspiring-women-2/

Katz, S. (2010, March). Women superintendents: dstgnfor social justice. Retrieved

from the Connexions Web site: http://cnx.org/coftmB3592/latest/

Kim, Y., & Brunner, C. (2009). School administregarareer mobility to the
superintendency: Gender differences in career dpustnt.Journal Of
Educational Administratiod7(1), 75-107.

Kirk, R. E. (2008). Statistics: An introductiorfifth Ed. Belmont, CA: Thomson
Wadsworth.

Kirkbride, P. (2006). Developing transformationasddlers: the full range leadership
model in actionindustrial & Commercial Training38(1), 23-32.
doi:10.1108/00197850610646016

Koenig, A. M., Mitchell, A. A., Eagly, A. H., & Riskari, T. (2011). Are leader
stereotypes masculine? A meta-analysis of thresarel paradigms.
Psychological Bulletin1374), 616-642. doi:10.1037/a0023557

Kouzes, J. M. & Posner, B. Z. (200Zhe leadership challeng&hird Ed. San

Francisco, CA: Jossey-Bass Books.

82



Kowalski, T. J., McCord, R. S., Peterson, G. J.uig P. & Ellerson, N. M. (2011T.he
American school superintendent: 2010 decennialysttdnham, Md: Rowman
& Littlefield Education.

Lane-Washington, L. & Wilson-Jones, L. (2010). Wonseiperintendents: challenges,
barriers and experiences as senior level leadéasional Forum of Educational
Administration and Supervision Journal,(2), 2-7. Retrieved from
http://www.nationalforum.com/Electronic%20Journal@»lumes/Lane-
Washington,%20LaForrest%20Women%20Superintende®@S%R2ASJ%20V2
7%20N4%202010.pdf

Leithwood, K., & Jantzi, D. (2005). A review of trsformational school leadership
research 1996—200keadership & Policy in Schoqld(3), 177-199. doi:
10.1080/15700760500244769

Libka, R. J. (2012)The relationship between lllinois school distriapsrintendent
longevity and high school student achieveniBruictoral dissertation). Retrieved
from ProQuest Dissertations and Theses. (1022504468

Lopez-Zafra, E., Garcia-Retamero, R., & Berrios tdsy M. (2012). The relationship
between transformational leadership and emotiomzllegence from a gendered
approach.Psychological Recor®2(1), 97-114.

Mabhitivanichcha, K., & Rorrer, A. (2006). Womentsoeces within market constraints:
Re-visioning access to and participation in thessimpendencyEducational
Administration Quarterly, 4@), 483-517. doi:10.1177/0013161X06289962

Maienza, J. (1986). The superintendency: charatiesiof access for men and women.

Educational Administration Quarterl®2,59-79.

83



Mak, J. Y. & Kim, C. W. (2009). The relationshigsiong gender, work experience, and
leadership experience in transformational leadprsilidwestern Business and
Economics Review, 48-10. Retrieved from

http://mds.marshall.edu/cgi/viewcontent.cgi?artidl@l 3&context=mgmt_faculty

Mandell, B. & Pherwani, S. (2003, Spring). Relasbip between emotional intelligence
and transformational leadership style: A gendermganson.Journal of Business
and Psychology, X3), 387-404.

Manz, C. C., & Sims Jr., H. P. (1991). SuperLeaderBeyond the myth of heroic
leadershipOrganizational Dynamigsl9(4), 18-35.

Marzano, R. J., Waters, T., & McNulty, B. A. (2005chool leadership that works:
From research to resulté&\lexandria, VA: Association for Supervision and
Curriculum Development.

McDonald, S., Lin, N., & Ao, D. (2009, August). Nedrks of opportunity: gender, race,
and job leadsSocial Problems, §8). 385-402. doi: 10.1525/sp.2009.56.3.385

Melton, A. G. (2009)Leadership matters: A mixed-methods study of SOatblina
superintendents' change style preferences, longaxd student achievement.
(Doctoral dissertation). Retrieved from ProQuestdertations and Theses.
(304995054)

Miller, M. A. (2008).A study of the career paths and leadership of mpateipals in the
elementary schools of Oh{Doctoral dissertation). Retrieved from ProQuest
Dissertations and Thesef50828234)

Mind Garden. (2012Multifactor leadership questionnair&etrieved from

http://www.mindgarden.com/products/miqg.htm

84



Moffett, J. (2011, February 2perceptions of school superintendents and board
presidents on improved pupil performance and supendent evaluatian
Retrieved from the Connexions Web site: http://orcontent/m36746/1.2/

Montz, C., & Wanat, C. (2008). Slow path to theeutendency: Women's social
networks and negotiation skilldournal of Women in Educational Leadership,
6(1), 29-47.

Moshavi, D., Brown, F. W., & Dodd, N. G. (2003).dder self-awareness and its
relationship to subordinate attitudes and perfolgeaheadership and
Organizational Development Journal,, 24D7-418.

Mullen, C. (2011). The paradox of change in pubtihooling and education leadership.
In F. English (Ed.)The sage handbook of educational leaderst#}f.ed., pp. 70-
82). Thousand Oaks, CA: SAGE Publications, Inc: doi
10.4135/9781412980036.n7

National Conference of State Legislatures (20Mpmen in state legislatures; 2013
Legislative sessiorretrieved from http://www.ncsl.org/legislatures-
elections/win/women-in-state-legislatures-for-2@kpx

Newton, R. (2006). Does recruitment message contambalize the superintendency as
male?Educational Administration Quarterly, 42), 551-77. doi:
10.1177/0013161X06291413

Northouse, P.G. (2010).eadership theory and practicEifth Ed. Thousand Oaks, CA:
Sage.

Nuwer, S. D. (2000). Southern women legislators @atdarchy in the south.

Southeastern Political Review, £8), 449-468.

85



Onorato, M. (2013). Transformational leadershipesity the educational sector: An
empirical study of corporate managers and educatieadersAcademy of
Educational Leadership Journal, (1}, 33-47.

Orr, M. (2006). Learning the superintendency: Sa@a#éon, negotiation, and
determinationTeachers College Record, @3 1362-403. doi: 10.1111/}.1467-
9620.2006.00697.x

Pascopella, A. (2008). State of the superintendgoyer story].District
Administration, 442), 32-36.

Pascopella, A. (2011). Superintendent staying polistrict Administration, 474), 31-
40.

Paternoster, L. D. (2006)ransformational leadership and female communitiege
presidents: A gender-focused assessniReirieved from ProQuest Dissertations
and Theses. (305277174)

Patton, M. Q. (2002Qualitative research & evaluation method#ird Ed. Thousand
Oaks, CA: Sage.

Pearce, C. L. (2007). The future of leadership tgraent: The importance of identity,
multi-level approaches, self-leadership, physiitakts, shared leadership,
networking, creativity, emotions, spirituality and-boarding processdduman
Resource Management Revjdw(4), 355-359. doi:10.1016/j.hrmr.2007.08.006

Peckham, S. (2007). AASA releases report on Amerscihool superintendent3he
Education Digest, 13), 74-5.

Plotts, T. (2011)A multiple regression analysis of factors concegrsaperintendent

longevity and continuity relative to student aclieentDoctoral dissertation).

86



Retrieved from ProQuest Dissertations and The889989671)

Podsakoff, P. M., & Organ, D. W. (1986). Self-Rdgpan Organizational Research:
Problems and Prospecfaurnal of Management, {4), 531.

Promisee-Bynum, Y. (2010Jhe impact of mentoring relationships and influenca the
career of women superintendents of Alabgd®actoral dissertation). Retrieved
from Proquest. (Order No. 3430603).

Reardon, S.F. (2011). The widening academic achiemt gap between the rich and the
poor: New evidence and possible explanations. IN&nane & G. Duncan
(Eds.),Whither Opportunity? Rising Inequality and the Urtaan Life Chances of
Low-Income ChildrenNew York: Russell Sage Foundation Press.

Redish, C. D. (2010A study of the leadership practices of South Casoli
superintendent@Doctoral dissertation). Retrieved from ProQuessertations
and Theses. (305224799)

Reed, D., & Patterson, J. (2007). Voices of resdeesfrom successful female
superintendentslournal of Women in Educational Leadershi(®)589-100.

Rink, F., Ryan, M. K., & Stoker, J. I. (2012). lnéince in times of crisis: How social and
financial resources affect men’s and women’s evalna of glass-cliff positions.
Psychological Science (Sage Publications [ri23j11), 1306-1313.
doi:10.1177/0956797612453115

Roberts, C. M. (2010 he dissertation journeySecond Ed. Corwin Thousand Oaks,

CA: Corwin.

87



Ryan, M. K., & Haslam, S. (2005). The glass clikidence that women are over-
represented in pecarious leadership positiBnsish Journal of Management
16(2), 81-90. doi:10.1111/j.1467-8551.2005.00433.x

Ryan, M. K., & Haslam, S. A. (2009). Glass cliffeaot so easily scaled: On the
precariousness of female CEOs' positi@r#ish Journal of Managemern2((1),
13-16. doi:10.1111/j.1467-8551.2008.00598.x

Ryan, M. K., Haslam, S., Hersby, M. D., & Bongionf,(2011). Think crisis-think
female: The Glass cliff and contextual variatiorihe think manager-think male
stereotypeJournal of Applied Psycholog96(3), 470-484. doi:10.1037/a0022133

Ryan, M. K., Haslam, S. A., Hersby, M. D., Kuligb,, & Wilson-Kovacs, D. (2009).
The stress of working on the edge: Implicationglats cliffs for both women
and organizations. In M. Barreto, M. K. Ryan, & M.Schmitt (Eds.)The glass
ceiling in the 21 century(pp. 153-169). Washington, DC: American
Psychological Association.

Ryder, M. (2008). Cultivating women leaders throaghetwork.School Administrator,
65(10), 40-1.

Sampson, P. M. (2009, September). Mamisma or machiBo aspiring superintendents
need both?School Administrator, §8). Retrieved from
file://IF:/PhD/EDLP%20756%20Superintendency/fem&@%uperintendents/Sa
mpson%20-%

Scherz, S. D. (2004factors influencing superintendent turnover in stdd small
school districts in ArizonéDoctoral dissertation). Retrieved from ProQuest

Dissertations and Theses. (305098285)

88



Schmitt, M. T., Spoor, J. R., Danaher, K., & Bramsbe, N. R. (2009). Rose-colored
glasses: How tokenism and comparisons with therpdsice the visibility of
gender inequality. In M. Barreto, M. K. Ryan, M. Schmitt (Eds.)The glass
ceiling in the 21st century: Understanding barri¢osgender equalitypp. 49-

71). Washington, DC US: American Psychological Asston.
doi:10.1037/11863-003

Seyranian, V. (2010). Transactional leadershipriksoln J. Levine, & M. Hogg (Eds.),
Encyclopedia of group processes & intergroup relas. (pp. 928-932).
Thousand Oaks, CA: SAGE Publications, Inc. doi4185/9781412972017.n288

Sherman, W., Mufioz, A., & Pankake, A. (2008). Theagjdivide: Women's experiences
with mentoringJournal of Women in Educational Leadershi(#)6239-59.

Skogstad, A., Einarsen, S., Torsheim, T., Aasldhd& Hetland, H. (2007). The
destructiveness of laissez-faire leadership belhalooirnal of Occupational
Health Psychologyl2(1), 80-92. doi:10.1037/1076-8998.12.1.80

Solomon, J. D. (2012). Superintendents' frustragiaws, but intangible rewards remain
high. District Administration 48(9), 63-64.

South Carolina Association of School Administrat¢2913). District superintendent list.

Retrieved fromwww.scasa.org

South Carolina Department of Education. (20T8e 1 rules and regulations handbook
2013.Retrieved from http://ed.sc.gov/agency/programs-
services/77/documents/RulesandRegulationsHandba8k20f

Southeastern Institute for Women in Politics. (n.8tate fact sheet — South Carolina

Retrieved from

89



http://www.scelectswomen.com/public/files/docs/CAVEZ State_Fact _Sheet

2011.pdf

Southern Education Foundation. (20IMe worst of times: Children in extreme poverty
in the south and natioriRetrieved from
http://southerneducation.org/cmspages/getfile. apux2982b395f-ffa2-4cfc-
8691-f19a2fec2e34

State of South Carolina. (2012£SEA flexibility waive(OMB Number: 1810-0708).
Retrieved from

http://ed.sc.gov/agency/lpa/documents/South CarolfSEA Waiver request-

Final.pdf

Styles, C. J. (2010Breaking the glass ceiling: South Carolina femalpeyintendents’
perceptions of career paths, critical skills andrers to advancemer{Doctoral
dissertation). Retrieved from ProQuest Dissertatiamd Theses. (912175045)

Suber, C. (2011, December). Characteristics otatfe principals in high-poverty South
Carolina elementary schools. Retrieved from ther@éagions Web site:
http://cnx.org/content/m41761/latest/

Sybrant, D. B. (2012How does superintendent longevity create condit@mnsontext
that influence student achievement: A multiple cagdy(Doctoral dissertation).
ProQuest Dissertations and Theses. (1030143931)

Tallerico, M. (2000). Gaining access to the sugernidency: headhunting, gender, and
color. Educational Administration Quarterly, 86), 18-43. doi:

10.1177/00131610021968886

90



Tallerico, M., & Blount, J. M. (2004). Women ancetluperintendency: Insights from
theory and historyEducational Administration Quarterly#0(5), 633-662.
doi:10.1177/0013161X04268837

The Annie E. Casey Foundation. (2013). Kids coRetrieved from www.kidscount.org

Thomas, J. (2011, December 16). Search executffessanlvice to superintendent
seekers. Retrieved from http://www.aasa.org/cdraepx?id=11992

Tichy, N. M. and Devanna, M. A. (1988)he transformational leadeNew York: John
Wiley & Sons.

Tischler, L. (2005)The CEO’s new clothesRetrieved from Fast Company Web site:

http://lwww.fastcompany.com/53915/ceos-new-clothes

Trevino, D., Braley, R. T., Brown, M. S., & Slatk,R. (2008). Challenges of the public
school superintendency: Differences by tenure astrict location.Florida
Journal of Educational Administration & Policy(2), 98-109.

Tyack, D., & Hansot, E. (1982Managers of virtue: Public school leadership in
America, 1820t980. Basic Books.

U. S. Department of Education (n.&xecutive summaryetrieved from

http://www.ed.gov/open/plan/executive-summary

United States Senate. (n.dyomen in the Senatdetrieved from

http://www.senate.gov/artandhistory/history/comnbomfing/women senators.ht

m
Van Velsor, E., Taylor, S., & Leslie, J. B. (1998n Examination of the relationships
among self-perception accuracy, self-awarenesslegeand leader effectiveness.

Human Resource Management(33), 249-263.

91



Vinkenburg, C. J., van Engen, M. L., Eagly, A. Bl.Johannesen-Schmidt, M. C. (2011).
An exploration of stereotypical beliefs about lestip styles: Is transformational
leadership a route to women's promotidr&adership Quarterly22(1), 10-21.
doi:10.1016/j.leaqua.2010.12.003

Wallin, D., & Crippen, C. (2007). Superintenderdadership style: A gendered discourse
analysis.Journal of Women in Educational Leadershifi)521-40.

Walumbwa, F., Avolio, B., & Hartnell, C. (2010).ansformational leadership theories.
In J. Levine, & M. Hogg (Eds.Encyclopedia of group processes & intergroup
relations.(pp. 934-937). Thousand Oaks, CA: SAGE Publicatidmc. doi:
10.4135/9781412972017.n290

Warrick, D. D. (2011). The urgent need for skilte@insformational leaders: Integrating
transformational leadership and organization deuakent.Journal of Leadership,
Accountability & Ethics8(5), 11-26.

Wilson, D. M. (2010)An evaluation of gender leadership preference exgbvernment
contracting industry: An examination of the glaB# phenomenonRetrieved
from ProQuest Dissertations and Theses. (305244853)

Wolf, T. (2010).Examination of emotional intelligence and transfatimnal leadership
profiles of lllinois superintenden{®octoral dissertation). Retrieved from
ProQuest Dissertations and Theses. (518823970)

Yoder, D. A. (1994). An investigatioof job factors that successfully predict
superintendent occupational strg&xoctoral dissertation). Retrieved from

ProQuest Dissertations and The$864096006)

92



APPENDIX A: DEMOGRAPHIC QUESTION

Please provide the demographic information reqdestdis information is confidential
and will be used only to analyze the data colleéedhis study.

What is your gender?

a. Male
b. Female
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APPENDIX B: LETTER OF INVITATION AND CONSENT

Letter of Invitation and Consent (electronic distition)
Dear Superintendent,

| am a doctoral candidate at the University of &diarolina in Educational Leadership
under the direction of Dr. Ed Cox. For my diss@otaresearch, | am examining the
relationship between the sex of South Carolinasoigsdents and self-reported
transformational leadership behaviors. Further)llexamine the relationship between
the sex of South Carolina superintendents and thesessures that may be indicative of
at-risk school districts: the ESEA Composite Inddentified Priority Schools, and the
school district poverty index. As you know, So@arolina school districts are faced
with many challenges and it is precisely becausgof leadership position that | am
asking you to participate in this study.

As a participant in this study, you will be askeccomplete a 20-question subset of the
Multifactor Leadership Questionnaire with one adial demographic question.
Completing this survey will take less than 6 misutarticipation in this study is
voluntary.

There are no known risks for participating in thisvey except a slight risk of breach of
confidentiality, which remains despite steps thaitlve taken to protect your privacy.
The only place your name or district will be recaulds in the survey file. This
information is necessary so | may send follow-u@isrto superintendents who do not
respond to the first request.

Please respond to this survey by May 31, 2013ill bend one follow-up email if you do
not take the survey by June 1.

When you click on the link below, you will be dited to the survey. To participate,
please type your name or district name and andwee21 survey questions.

https://www.sur veymonkey.com/xxxx

If this link does not work, please copy and palstelink in to the address bar of your
Internet browser.
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| understand your time is valuable and truly apg@tecyou participating in this study. If
you have any questions, contact me by emaikx@email.sc.ed@r (XXX) XXX-XXXX.
Thank you.

Respectfully,

Blanche B. Bowles

Doctoral Candidate in Educational Leadership anctiee

University of South Carolina

IMPORTANT: The contents of this email and survey link are idemtial. They are

intended for the named recipient only.
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APPENDIX C: PERMISSION AND SAMPLE QUESTIONS

For use by Blanche Bowles only. Received from Mind Garden, Inc. on May 15, 2013

m%nd garden

www.mindgarden.com

To whom it may concern,

This letter is to grant permission for the abovead person to use the following
copyright material;

InstrumentMultifactor Leadership Questionnaire
Authors:Bruce Avolio and Bernard Bass
Copyright:1995 by Bruce Avolio and Bernard Bass
for his/her thesis research.

Five sample items from this instrument may be répced for inclusion in a proposal,
thesis, or dissertation.

The entire instrument may not be included or repced at any time in any other
published material.

Sincerely,

T

Robert Most
Mind Garden, Inc.
www.mindgarden.com

© 1995 Bruce Avolio and Bernard Bass. All Rights Reserved.
Published by Mind Garden, Inc., www.mindgarden.com
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Five Sample Questions from the Multifactor L eadership Questionnaire (5X-Short)

This questionnaire is to describe your leaderstyiie s you perceive it. Please answer
all items on this answer shebdtan itemisirrelevant, or if you areunsure or do not
know the answer, leave the answer blank.

Forty-five descriptive statements are listed onfdtlewing pages. Judge how frequently
each statement fits you. The word “others” may mgaur peers, clients, direct reports,
supervisors, and/or all of these individuals.

Use the following rating scale:

Not at all Once in a while Sometimes Fairly ofte Frequently, if not
always

0 1 2 3 4
1. | talk about my most important values and bslief...............ocoeeii e 01234
2. | talk optimistically about the FULUFE.....occe.ueeiiiii e 01234
3. I spend time teaching and COACKING ..... o ee e 01234
4. | treat others as individuals rather than jgsaanember of a group........ccccccevveeeeeevveeeei s 01234
5. I display a sense of power and CONfIAENCE ..cceeeiiiiiii i 01234

© 1995 Bruce Avolio and Bernard Bass. All Rights Reserved.
Published by Mind Garden, Inc., www.mindgarden.com
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APPENDIX D: IRB APPROVAL

A

3(

Ti\Tl\pr‘.ITV OF

SOUTH CAROLINA

OFFICE OF RESEARCH COMPLIANCE
May 13, 2013

Mrs. Blanche Bowles

College of Education

Education Leadership & Policies
Wardlaw

Columbia, SC 29208

Re:Pro00025976 Study Title:The Glass Cliff: An Examination of the Female
Superintendency in South Carolina

FYI: University of South Carolina Assurance numbd&n~A 00000404 / IRB
Registration number: 00000240

Dear Mrs. Bowles:

In accordance with 45 CFR 46.101(b)(2), the refeedrstudy received an exemption
from Human Research Subject Regulation$/48/2013. No further action or

Institutional Review Board (IRB) oversight is rempd, as long as the project remains the
same. However, you must inform this office of ahgrmges in procedures involving
human subjects. Changes to the current researtdcpt@ould result in a reclassification
of the study and further review by the IRB.

Because this project was determined to be exerapt further IRB oversight, consent
document(s), if applicable, are not stamped witlexgnration date.

Research related records should be retained fanianomm of three years after
termination of the study.
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The Office of Research Compliance is an administaiffice that supports the USC
Institutional Review Board. If you have questiopkgase contact Arlene McWhorter at
arlenem@sc.edu or (803) 777-7095.

Sincerely,

Lisa M. Johnson IRB Manager

cc: Edward Cox
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