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In their account of Ella Fla %g Youdiy~s

itetion asriaigaga‘s'

. /
sgperintenﬂent af schcals in 1909 that wamsn wearld soon predaminate in

r

school adminlstratian, Hansgtfénd Tyack (1EE1) deséribe the galden age

,F

>far women Echaal administratﬂrs asié dream défe:red, Igung based her

:
i

p:ed;ctign on the gremise that edu:atian is woman's natural iield, and
/ ,
she wguld not be satisfi?ﬂ with daing the larger part of the wa;k while

being déniga its 1eadersh;p. The éream hag not yet arrived bacause

women have ssntinued ta daminate the fi of educatiani but have

f

fail&d'ta claim a reﬁreaentative role in its aéministratiani

/

Anathe: grgupsthat has alﬂast been invisihle in school adminis=

t:atian ie’” the DEDﬁWhltE Amgrican, whather he or she be- Blazk Asian;

Hiﬁpanis, oKX Hativa American. Duriﬁg'the early Part= f ‘the nati@n's

/

/

“eihistary, mﬁst Flatks had been denied a formal edusatian, and théreby a

part i praviding and- a&ministering that educatian to the yﬁung. It -

f
was not until recent: years that Blacks and Native Bme:ican rticipated
- ; .

©_in the'maiﬁgtream of our educational institutions. Hispanic and Asian

}
Ame:;;ans, aﬁ tzhe other hand, have a relatively fegant part in ouf
natian E histnfy.
This paper investiyates the trends whieh are evident'in the

rep:ggentatian'af women and minnrities in school administra iﬂn ‘ Iti

) »als examines the ba:riers which thege gfnups face in abtaiﬂing admin-'

i . B




ié£rative paéiﬁiané, whethér th&y be as pr incipa;s central affice
'administrgggrs, ox super;nt ende ents. What stfategiés can be utilized
té'avefcéme thgse.barriers; Do women ‘and minaritigsrfall;w,thétséme
carée$ §aths tread by the average hite,malé? xIn what zegi@né of the
 ecu%,iy, ané in what types of dist:icts are women and miﬁarities being
app@inteﬂ? Has affirmative aétian helpeé? Thésg qpestians will be
answered through an examination of the research.

1I. TREHﬁS,;Hﬁg@?ﬁESEHTéTIﬁﬁWggﬁg@EE AND SEX

WQEEﬂfin7§§EE§;7%§mini§t§§§iﬂﬂ

3

During raﬁnglé time, no extensive surveys were cgnﬁuéted to
determine the rep&ésenﬁatian'éf femalﬁ.séhaai'adﬁiﬁia;:atars,?but it
was no secret that most school administratér&_wegéxﬁén; Eéamg of the
notable women supgriﬁtendeéts wére’aiehman; E:hgis, Young, and Dcréeyi
'(Eya¢k=j$74). xThé National Eduéatiéﬁ.Assaﬁiaéiéﬁ.dié-cénéuétza survey
'af,gities with papulatiéﬂé.af evér E,Dop'iniigﬁéﬂ(ﬁaﬁgﬁt and iyack' ,
1981). This survey reparted female ;é;fesa;tgtién to be 98 pg?éen;
among elementary school téaéhers. 62 pe:eeﬁtvamgng e;em;niéry sshpél
princlpals, 64 percent amang h;gh school teachers, é peréeét among hkigh
scheol principals, agé,nane among disﬁriét éuper;ntendentg; Yéung was
appointed superiﬁtenaeﬁt in 1909, the first woman to head-é»lﬁ:ge city
schocl system {Hansot and Tyack 1981). |

" Woman made 1nraa§g into sghaal admiﬂistratian, espe&ially the

éuperintendency in the 1920's. Gribskov (1980) reported that’ “in 1928,
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"

two thi:ds of- tha caunty superintendents in the midwast and western
"zstates were waman. He hypgthesiseé that the higher prapcrtian of %amen '
in school aaministratian at that tima was 1inka§ with faminist aetivity;{
However, these superintendents. were maatly in small and remote aistriétg,b
with the excéption of Susan Millér Dorsey of Los Ange;esvand Isabel
Echols of Santa Fé. | : | |
In the next faur decades, no statistics wére regérted on waﬁéﬂ
'superinténdents, althaugh it is generally believeﬂ that thei: repra-
Eentatian éeﬁlinad in this Ee:;ad. Eign;fizént ané caﬁ§lex eventg are
citeé in axplanstiéni 1) in the ﬁePIEEsigﬁ gf tha 1536"5’i married men

§ : |
were hired ingtead of wamen on. tha premise th&t men had to suppart their

families, and 2) there was a decline iﬁ the aﬂtiviti f fexinist argan—

-

zations weakened by the De p esgian and gana ;amplacent after their EEEEEEE_
with w&men’s suffrage (Gribskov 1983).1 During b@th World Wars,,fem;,g
éducatars "had brief appartunities to advance in Echaal administ:atian

,bézaug éf the shortage of men. Afte; World War II, hawever, Gribskov

. citaE the impact nf what- Eetty E:iedan has called the “feminine mystique"'
women chasa ta stgg teaching, and’ maﬁy who' had largé familifs éuring the :
fpastwar baby boom had difficulties juggling family respansibilities and
career aévan:ement.r Gribskev (193@) reparted that the numEer of female;
5uperintendents degreased from ED in 1950 té 84 in 1979. Thus the maméntum_

af the wamen 's mcvgmantfhaltgé aﬁd did not Etart agaiﬁ until a decade,

ago.

Fror 1953 anward, the Natianal Educatian Basaciatian (NEA) and

. . .the Américan Assaciatigﬁ of Schééi Aﬂmi'igtratars (AAEA) amang athers,
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canductéd surveys and rgparteé the distributian of admiﬂistratars,

peeifi:ally principiis :nd supgrintendents;— Th, re 1ts shaw !
dawnward pattern fram the aurvey of 1968, 1972, énd;1574, and a rise . G!

-

in female representaticn in 1982 (Natianal Edusatian Assaciatian 1971

- 1973, 1974; Jones and Montenegre 1982b). . {5ee Iable 1.) Ihe per—

ntage of fémale superintenﬁents dcub;eé from 1979 to 1982, hut the

increases in P:iﬁcipals and superintendents ‘were hardly Ei fic

’ . when one: :ansiders that the initial pércéntagg was vezy Emall.
Female administratars havg a 1an§ way ta go beiare Equity in -

,,Ezhcal administraticn ia~ cbtaiﬁed. The rise in thaif=:apragentatiﬂn

in IEGEﬁt yeaxs is en auraging, but 1essans fram hiétcry shéuld not
 be fcrgntten- During hard eccngmic times, women tend to. légj ou
Eﬁ .

.Emplcymeﬂt (as they éid during the 1536'51 Ihe weakening suppcrt by

=111

et

the federal gﬂVEIﬂmEﬂt, states, and’ varigus graups for the pramatian
of . wamen will affect thé mobility of women in school admin;stratian,
d is Iémlhiéﬁéﬂt of the éecliﬁe of femlnism éuring the 1§3D's which

'is be;iéved ta haVE also cantributeé to the decreas in female

’ administratars at the time.

Minarities in Schaal Administratian . .;;

The prineipalsh;p began as a head teacher's pasiti@n inrszhanls
w;th two or more teaéhe:s.:=With ris;ng student papulatians and the
,gfcwth in build;ng s;ses, grade 1eve15 were éevelapgﬂ ‘and ‘a teacher:

'»was assiéned to each gra&e. Principals became managers who met the-

: ,plaﬁﬁing, 5cheﬂuling, cﬁardinating, and supervisﬂry neeés af the

7 o
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Table 1

Representatian af Wamen in the Principalship
i and in the Euperiﬁtendency :

19551 22 .
157:1 | _ - .15 -
1574 _13 . :
1;7; _ ,15{, R ° P2 -
15‘;7', e : ,717;78,{_717
Sources: ' oL
| Hz ;Eét -and Tyaﬁk 1951: Jones and Montenegro 1982b; , 1
National Education Asscciatian 1971 1973, 1974; Y
Smith;,ggfga:e;la, and Piele 1981 ﬂ N ;
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schaals;, The participatian of racial mina:ities in schaﬁl admlnls—:
l

t:atian during the early yeags of . the natign's histary aatually began .

} - -

"I‘

7 with Elack sslaals requi:ing prineipals, Black principals alsa man g ed

'Quake:— p neo eﬁ institutiﬁﬁs for Blaﬁks. A farerunner af these

_institutians was the Institute for Calared Eauth An Philadelph;a,

L

headed by Black priﬁeipals f:am 1332 ta 1“03 (Haveni Aﬂkinscn and

-

»-»1

,'Eagley 193@). - j . \ - , Y

1

‘The next wave of Elack *schaol aaministraté,s gégg;the Jeanes

\

supervisors.- At the turn Qf the EGth Fentu:y, Anna"I; Jeanes, a
. . A\ ‘
Quaker, began a movemen i:ected tawa:d maintaining ané assisting

rural, community, and :aanty schools for southern Elécks with an

i

;fendéwﬁéntraf,s1 milliang' The Jeanes supervis ars; 80 pe:EEﬁt af whom

o

were: Black wamen, cancEﬁtratgé their arly work an,briﬁging the school

o

and :ammunity together and raising the ga'eral standard of living.

‘La ter, they trained teache:g by assisting with curriculum development,

demanstrating new teaching methads, and canducting in rviee eé;¢ati§n

degigned ta d;ssem;nate recent findingg on_ child grawth and develapment;
Still later they faﬁusad on efficient sehagl maﬂﬂgement and rapid
B dissemiﬁatian of current infa:matian. anﬁ beaame' insreasingly re:ag—:

niged as prafessianal 1eaders Hith Prafassinnal dPgrees,»ﬁﬂd as

%

‘"members and active partic;pants in 1earnea sacieties and .national

D) =

prafessianaL.arganisatiﬂﬁs. They used thei: ESPEIiEnCEE ‘to develap
‘and dissemiﬁate Eupervigary strategiés for Ela:k schaals and often -
r ¥ = . .

;ééréinat d their work ’ with the edueatiﬂnal leaders in callegeg and E

ﬁniversities? . AB the number of Black prin:ipals increased the Eehagl

3
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system s grawing sise and bureaucfatisatian cgntributed ta the demise k

‘of the Jeanes ‘program (Janes aﬁd Hantenegra 1932b, Haven, Adkinson .

anﬂ hagley 198@).

'_i No naticnal surveys on thé representatian af Elack or ather

minority aéministfatnrs ‘were canducted before tha.1SEG's- ,heré ha

alsa heen ﬁa reﬂard éf ménarities in schaal aﬂminist:at%ve pcsitians s
&= .

i h;gh thaﬁ principal or supervisa:, i. e--superiﬁtenéent ﬂuziﬁg ‘the

i = . L1

first half of this eentury. How eve:, racia; minaritigs, particulgﬁiy
) 2

cks, faught farmidablé adds to gbtain farmal|eduratian and ta makF
o significant cgntributians as authars, pro ofe sscrs, ox :glléga presidents

ta the field of eﬂucatian-

hé Eq al ,bg;,yment ngartunity Cgmmissian (EEEC) spurred hy the =

A

Civil Rights Act of 1954 be:ame the first agency 1 ta atart co 11 ting

infarmatian on a natiaﬁal scale on the Easial/ethnig backgraund Qf

1

school gdminist:atérs., Erevigus to. the EEOC Eurveys, researchers have

gathered éata_an Blacks, but no data were,fépaztgﬁ far';ther racial/
ef%niéﬂminériéy groups. T - C f .

: Ihe rapresentatian af Black administratars befare the EEOC surveys

;;:cauld not be asge:tained but resea:chers have réparted that after

_:;thevdisapnearangé gf thg Jeanes supe:visars ana the Ennséliéatian nf_

schools ts integrate m;ng:ity and nan—minéritv Etudents, Black prin=

“eipals! numbers 6Eclinedn Ihis decl;ne taak pla;g between the 1956'5

1' and: th%fﬂeeade of the seventigs. ‘Black prinEiPals in Eauthern statas

 were displaéeé, demoted, or given new pasitians with limiteﬂ dgcisian'

making pawer in “Epeclal“fﬁréjegts in the,aréa or :ent:al Effiéé. For

N B
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example, Kentucky's 350 Black principals in 1954 ée:a-réﬂuégd'té'BE in

' 1970. In Virginia, thére weré 107 Black secondary school principals '

. =

ip,igéé ;ampared to only 10 in 1970, Gther éxaQPIEE,éf déélinés
wers 1'djiaparted (Eaursen 1575)- As the scuthern statés . lost Black

principa;s in Eﬂnsnliéated s;haals, the- largg urhan school ifgtng‘ihﬁ

. 5

the nﬂrth EhBHEd incfeases in E;ach principala aloﬁg with a grawing

[

: nnmber af Elach studeﬁts. Significant in:;easea were. regazt i

Philadelphia, Detrcit, and Newark New Jeraey (Calquit 1375)i

'rhe :Esults éf EEGC Sﬂ:vaysd(EEGc 1574, 1977,1975; 1551). as wgllvV*f”

as thaEE~gbtainad by the ﬁmg:ican Assaciatia, of S;h@;l Aaministratgfs¥frfi

i

,;(Janes and Monteneg:a 1582b) shaw that thére was very® 1ittle shange;

k]

N : - :
“z{in thg-:gpresentatipn of rae;alfethnig miﬁﬂfitiEE in the prinaipalshlpiiﬁ,

73¢cﬁféing to ihg’isan Census (Burean of the Census 1988),Aappraxiﬁate;y,gT 

o 23 percent of the present papulaticn in our :auntry helgng to racial/

'ethnlc minority g:aups. 'Iﬁ *,haA :ineipal pasitians across the

‘a

ieaunt:y, their fépresentatian was 9 per;ent in 1974 and inc:,r ed

to appraximately 13 peréent in 1982 (Janes and Mantenegra 1 Egb),-

’

Ihe first Black superintendents were believeé tn hava baen

: app@iﬁted in Elack cammunities in thg Sauth; ,Ihe first Elack éhper§

.intenﬁents who were ;Eparteﬁ hy ‘name (ane man and one wgman) were

appéinted-iﬁ 1555, Ihe Natienal Allian:e nf Ela:k’S:ha@l Edu:ata:s

(Séﬂtt 1986) ident ifiga fau: Elacks as early superintl denta: i;lard':;"

. Ashley of aley, klahama (1955) Larenzn R. Smith af HkaiﬁE Park,

;111n§is.(1955), E;Wg harriar:afalafti leahﬂma (.958), and Arthur

Shropshire @flﬁinlgeh; Hissauri (1963).

o : ; - - . tls 3 .




.

Table 2

Representation of Minorities :in the Principalship

. Year - - _ IR éfrﬂing;ity,g:in;;palgi

1974 - s

1975 R 1w

1978 e

1979 AR _ o

1982 - 2 -

O
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A study conducted in 1961 yielded five Black superintendents in
charge of rural, Black districts in Arkansas. These districts had
approximately 350 students each,vthérstate minimam. Although the
chief administrator was ;al;ed "guperintendent,"” he was more of a-
supervising principal (Scott 1980). Dﬁring that period, the only

other Black superintendent outside of the South was in Lincoiln Heiéhts,

bhi@, where 98 percent of the 8,000 students were Black (Jones and

ol
Montenegro 1282b).

In 1969, the Rockefeller Foundation identified only 17 Black
supériﬂténéents nati@nwiée. RNot éne among tégm was in a city school
district déspite the large céncéngratién afnélacké iﬁ these districts
(Scott 1980). Charles ﬁéady (1971) identified 21 school systems headed
by Black superintendents in 1970, and in 1974, 44 Black superintendents
were reported (Scott 1980).

Before thé AASA survey by Jones and Montenegro (15835), there
have.been no national surveys of tﬁé representation of various racial/
ethnic mincrity groups in the sugerintenﬂéﬂ;yg ‘Ifené data éan only be
reported for Elagk superintendents, from the reported five in 1§éi,zta
17 in 1969, 21 in 1970, 4§ in 1974, and 96 in 1982. The present nuﬁbgr
of E;acg sﬁgerintendents is less than one peféeﬁt for the mére than
16,000 school systems in the country. AASA's survey also yiéldeﬁ an
estimate of 108 Hispanic superintendents in 1982 (most of them in the
states of 'alifarnia;'Arizgna, New Mexico, and Texas) and fiﬁg Asian

superintendents.



Several trends were noted by researchers (Colquit 1975; Coursen
1975; Moody 1971) which influence the recruitment and selection

administrators.

1. The larger the minority student population of a school
system, the more minority administrators are appointed.
It has been observed that Chicago, Atlanta, New York,

Washingten, D.C., and Baltimore, laxge. cities. with_,rhf S
¥

predominantly Black school populations, have graatef
numbers of Black administrators There are élsa more
,Hispanis administratars, including supé:intéﬁdents,
in préﬂ@minantly Hispanic cammunit;eg in Ealifernia,
Texas, New Mexice, and Arizona. Four af the five
current Asian Amer;caﬁ gupe:intenéents are in the

heavily Asian-populated state of California.

' 2. The tenure of Bla:k school aﬁmlnistratars, especially
Black Enperintendents, tends tg be @f short duration
bé;ause they are usually in u:ban diét;iets with the

Vmast gevere problems. Ihis hypnthesis does ﬂgé.éﬁély
to EOnsslaék minarity superintendents, because they
tend to administer éistricts wh;sh are not as large,

and which may. have fewer prablems associated with

large urban districts.

O
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school édministratign, a large percentage of super-

intendents gtill do not actively engage in efforts to

recruit minorities.

SEQOGRAPHICAL LOCATIONS AEDECHARAETERISIICS OF

DISTRICTS HEADED BY WOMEN AHD MINDRITIES

Egmaiersgpa:intendents

The AASA survey (Jones and Montenegro 1982b) revealed that +he

majority of the states in the Nor theast had a‘highes percentagé of

female supérintéﬁéentg (3 percent ‘or more) than the natianal average
_of 1.8 percent: Among the north and feentral states, north Dakota led
in the appointment of fémaleisupe:intEﬂéents (11 ﬁgfgent)g_ Haweéer,

all other states in the region reported a female reprase entation of 1

percent or less. - In the Sﬂuth, 5 af the 17 states repazted no female

superintendents, and 5 states had fewer fema;e Eupe:int endents than thgu.

states had more female supa ntendents

o
!
i
|
o]
=}
W
=
bl
<
m
[
ot
el
b
=]
]
o
e
m
H
[y}
m\

than the national average, ihciuaiﬁgiﬁaghingtén, D.C., whose cnly schaol
district is headed E"Vé woran. In thé West, 10 af the 13 sﬁates had at
least higher than ave:age-feméle :ep:esentatian in the_éupéfintendéngyi
;n;iuding Hawaii,'whefé the statewide sfstem is presently headed by 2
wémaﬁ; Two states in the West, however, had n@=feialé EﬁPéfthEﬂdEﬁtE;

’ 3l;h§ugh it can be :ancluded that hlghéf pércgntages of female

Egpe;inienaents were generally found in the states of the Northeast

and in the West, no clearly defined differ 3,335 were found between -
) 12, . )

O
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. Mingrity'Sugerintéﬁégpﬁs

regions. Surveys have alsco been conducted py the P:éjéct on Equal
Education Rights {1979 and 1982) and by the-Natignal Center fgr;
Education Statistics (1977) of the female representation of school
aéminist;atars on a state-by-state bgsis, Washington D.C. ranked
among the first five jurisdictions across all surveys with the highest

percentage of female schcal administraters. Florida and Hawaii ranked

* among the tap ten states in all surveys (Jones 1982).

Responses from 133 women on the superintendency surveyed- by AASA
{(Jones and Hgntenegré 1952b) indiéated that aithaugh the majority
nf the women headed small school districts, a few Black yomen headgﬂ

the large school districts of Chicago, Hawaii Ehilaéelphia, and

_Washingtan, D.C. A smaller percentage of women tharn men headed gnifiea,

school districts, while anly 30 pereent of the natign's schools are in
ugban and surburban,eammunities, 40 pe;;eﬁt of the districts héaﬂeé -
by women were in’thgse-afeas, in fact, 32 persentjéf‘wémen super=
;ntendentg were in suburban eammunities;- Thus, alth@ugﬁ women. are
generally believed to head small rural districts, this seems for the
mv:ét.- part due to tﬁe fact that most districts in the esﬁntry are small

and rural in the first place. Ferhaps a more accurate description

. might be that women tend to head small, unified districts in suburbia.

. .The Natianal Center for Education Statistiss {Dearman and Plisko = =
1981) regarted that in the fall of 1978, the minority Etudéﬁt enroll- -
ment in public elEmEﬁtary and ggcanéafy schools was 25 percent. This

fLéﬁré is expected to grow due to the highar birth ratearamgﬁg,raéia;é‘



Eins:ifiés. Miﬁaﬁity téaeheré; however, comprised only 8.5 percent

of the tgtalqég 1982 (National Education Association Eesearsh‘1952}i
Recent estimates of minority school administrators gfé 13 percent of
the total; minority superintendents ares estimated at 2 percent; deputy/
assgﬁiaiafagsistant superintendents at 11 percent and principals at

12 percent (Jones and H@nténégra 1982b).

It is difficult to determine minority representation in school
administration on a regional or state level because a large numbexr of
states do not collect data on tha race and ethﬁic;ty of its school
administrators. In the AASA-AWARE survey (Jones 1982}, eonly 26 statés 4
reported (with complete data or based on a sample)‘a‘bréakdawn of
school aﬂministrataés by race. Twenty-nine stéteg héd a racial
breakdown for supgrintendénté and principals.

Aéaﬁgethe states £hat regé:te§ data tg'AASA, those states with
highe% minariéy populations generally had higherxr getgentgges ~nf
minority school aéminié;;at@rsg This is not surprising, since minority
supe:intgndents wvere app@inted in school districts with 1arge miﬁaﬁity

_g@pulatiéngf Hawaii, the state with the largegt minarity papulatian
(Ef ﬁercent)fis currently headed by a Black superintendent. Eighty-
nine percent'éf Hawaii's principals in 1982 were from :ééial!ethnic
minority (p:iﬁa:i;y Agian)rbagkgraundg {Jcmes and Maﬁ;enegra 1982b).

-In Washingtan D.Cc., the pragartinns of Black principals on board in
1982 was EE pEEEEnﬁ, this figu:a surpassed the percentage ef this

. .city's minority population (73 percent), However, its only super-

intendent is a Black female.
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Ralatively higher percentages of racial/ethnic minority princ ig als
were also reported in southern states with large Black populations as
well as in western states with large Hispanic and Asian populations.

However, it was not uncommon for states in the Scuth (there vere at

least five) with large ,,a:k_pc ”latians ari relativalg highe: percent—

ages of Black principals, to hav3=an1y a 1-pexcent or Less minority
representation among its superintendents. At leust 4 other states
where minority population comprised more than 20 percent of the
gapﬁiatiéﬁ did neot collect aﬁy data (Jomnexs 1982).

Miﬁaritf gugerintEﬁéentg tended ‘te head urban s&hool districts.
While 30 percent of the nation's super;ntendents head school districts
which are in urban and suburban communities, 60 percentigf the minority
superintendents in 1982 headed districts in these communities (Jones
and Montenegro 1982a). Many of these large é@ﬁmuﬁities with large
minority populations have serious problems. This has led séatt‘(1SBD)
,ta,asé: ére Black sﬁperintendents ap?aintgd as messiahs who will
prﬁduce'miracles and solve such severe éistrict prab;ewggas 1ac£ af

-Einances, pérsannel and student revalt. aﬁﬁ pagr academic a:hievement

or are they E:apegaats whose jabs are yanked away from them when they

don't "perform"?

IV. PATTERNS FOR ENTERING AND ADVANC CING IN THE PROFESSION

various theories have been advanced about how careers are:

developed, and various research studies have been conducted on career

19
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paths followed by women and mincrities in school administration.

It has been hypothesized that childhood experiences influence career

~paths in adult life. Eoys and girls are conditioned to think about

jobs and occupations as sa ex-gpecific; boys are encauraged toe be more
independent, to é:hiava more, and to dominate. In the schools. career
Pathg_are influenced by sex-stereotyping that can be seen in teacher
attitﬁdes, sports pragrams, course offerings, vacatiana; counsgeling,
and curriculum materials. Young students identify with role models
presented for various Qccﬁpatiéns- These early models éffeét fﬁture
careers (MacDonald 1979; Tibbetis 1979; Stackéré 1980) and conditioning
continues in postsecondary schoo ol. There are few female and minerity
professors, and women and minorities may be &anieé the Earee: guidance
and opportunities pfévideé to tbei: majority-male counterparts.

Criswvell (15?5) has pointed .out how the attainmEﬁt of the super-
intendency depends upon a specifiﬁ career pattern. I & upward éabi ity —-
process is complex and highly selective and dependent upan'preliﬁina:y

positions and the length of time they are held. Nonobservance of the

process results in the exclusion of certain groups such as minorities’

~and women.' Patterns may filter employees by race and sex as hier~

arcﬁical*level increases (Adkison, 1981).
ortiz (1975), also emphasized ‘that it’is'eggeg;ally crucial for
minorities to study career pitterns toward the,guperiﬁgendensy and
follaw these career patternt.
If the career pattern leading to the superintendency
includes certain positions, it behooves members of &
mina:ity group - to be cognizant of thosga pésitians.,i.

16

<0



O

ERIC

Aruitoxt provided by Eic:

It is necessary to consider those factors which may
be acting upon school men which have led to the
development of specific career patterns and their
importance to the functianing agpects of each of
the positions held (p. 10)-

g;reer,,gthgfqi_?egalg7SuEerintggd§n;5

Perhaps the two most common career paths toward school super-
intendent are: tégﬁhériﬁpriﬁﬂipaliiééﬁtfél office administrator--

superintendent (usual in large districts) or teacher—--principal--

superintendent (usual in small districts). ThHe vice-prifncipal position—

is also considered important, because it serves as an important proving
ground and is the first step toward the gupe:intendenzf (Eee§715§§).

A number of absérvatiaﬁs have beea made in Gaméarisan of men'’s
and wemen's career paths toward the superintendEnsy. McDade (1981)
found the most common career path f@r wamen to be teacher, assistant
prineipal, pfincipal; central office aﬁginistrata:i and superintendent.
More female superintendents traveléd the traditional career route from
teacher t; principal to central office pcsiﬁian to superinténég§t,
whereas men often skipped steps. Delays were noted in women's careers
because éf family interruptions bgt were largely due to having to gain
more e;periense,;eéucatignj and maturity in age in comparison Qith

men (Pitner and Ogawa 1981; Richardson 1979; Keim 1978.)

S - Douglas and Simgnsén (1982) noted that men take less time than

waméﬁﬁta becamé supe:in£3ﬂdeﬁts—after the initial teaching experience.

\
Amang the male and female Euperintenaeﬁts in their sample, 54 percent

e
.

~of the men (butgnnt one woman) wers appainted supe:intenéents within

';é 1an§ar period f%l%a ing their initidl appniﬂtment as taséhezsi
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There 1s a on the career patterns of minority

administrators, particularly _superintendents. Re gea;ch which has

so far been reported 1nh1udes the results of a survey by thg National

As Eiatiﬁﬁ Qf Secondary School Prinsipals (Hines and- Byzn iQTé). In

general Black prinecipals were found to be aﬁademicaily well-prepazed

and Expé:ienceﬂ anﬂ were-appgin ed t Vtﬁ ir pasitiens at an éldérfagé o

B
‘ﬂ‘

-and with;mazétyears-éfvteachingyexge;;enceﬁthancthairﬁWhixéTGQunterpa:tsfiygig
Payne arid Jacksan‘s::esearéh (1978) Eh@w&é that Black female

administrators followed an emplayment patterﬂ of teacher, directgr of
special projects, assistant principal principal, and guperin endent
Mexican-Ame:ican (female) admiﬁist:atgrs. on the ather hand, were faund

to be yﬁﬁnger than Blaék or White female aﬂginist:atars holding the

hin

n

same pos itian,_althaugh they had si imilar tea nd educational

1]
[

qualifications (Oxrtiz and Venenas 1978)i
Contreras (1979) :ep@rted that Spanish—éu:ﬂaméd administrators
appeared to be younger and better educated, but spent more time as

classroom tea h 2rs and less time in lower administrative rankgié No

research has been reported on Asian fema;e Euperi ntendents' career

V. BARRIERS AND PROBLEMS FACED BY FEMALE AND

MINGRIIE ADMINISTRAIDRS

‘Unquestionably, many more women and minéritiég-have'aspireé=f§f

m‘

and tried to climb the ladder of school

idmin istratian than thoee who
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at certain career levelsi

have succeeded. Heeﬁ;ess:té say, ﬁhei: ability to admiﬂistér school
districts should not be determined by their sex or race. Studies
have beén conducted whigh campared the aéﬁinistrativé performance and
leadership behavior of men and women. Gn the whale, these studies

were not c :ﬂnclusive beﬁause af methnﬂalagisal prablems with what

constitute effective administrative perfarﬁanzéﬂanﬂ’lﬁadershi;rbehavigr,

= i,

A

and other variables which are difficult to control (§§E;$én 1981; Mazk
1550). There is no evidence at all that White males ége better school

adm;nistratgrs_ In fact, the tentative results that are avallable show

, women in a faverable l1light. Héwaver,_waman and minorities face many

barriers in théir efforts to move up on the ladder of school adminis-

tration. These bar:iers affe;t women and minorities in different ways

and in ﬂiffgfent dﬁgrees, but they can alsa be mare or less prahib;tivei

Barriers Against Women -
' The barr;ers against wamen in. aéminist:ative careers can be

aﬁalyzed fr@m different pérsegectives; Lyman and Speizer (1936) have

categarized barriers into three madels. the wamen's place m@del;,'

A“ﬁher ein women and men are sacialised in different ways, the discrimﬁ

\
inatery model, where institutidnal ;attefns in the hiring and training

afaadministzatars Encau:age the pramgtian of men - rathef than éamans
apd the maritacra;y=m@éell where men,aze-agsumea to be more campetent
administrators.

" Estler (1975) erPaséd that the abségﬁe‘gé‘wémén inaleadgrship

positions is due to the different ways men and women are socialized.

=t
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aﬂd women's behaviars and the institutions what provide or limit

Women are reared to defer to men and to be nurturing rather than

aggressive. 014 attitudes, pre;udicas, and child-rearing patterns
. LA
have conditioned men to assume leadership Pﬂsitiﬂﬁéfﬂhilé women

2
provide support. Sceciety's values and beliefs in turn affect men's

career appgzt"ﬁities. : -

A more common and perhaps useful framework with whigh to analyze
career constraints for women is to classify them into inte:nél and
exte rn;; barriers. Internal Earrier stem from the personal conflicts

experienced by women and the perscnal qu valities often associated

with women. Many times the role of wife-mother is perceived as

incompatible with the role &6f career woman; this leads to personal
anxiety, perconal sanctions, and the ra;agtian of one role (usually

the éareer; achievement-oriented role) and acceptance of the other
(usually the mother-wife role). Role Ecﬂfliéts:téﬁa to prevent
women from being geographically mobile and deny thgm family Euppart

for their careers. Ieelings of guilt or inadequacy in one or both’
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£ aggzésgiieness,,lgw!aspiratians,

" low sélfﬁimaie; lack of self-confidence, and lack of social skills

in relating to others result. A Women find themselves hesitant and

‘reluctant to take risks (Hennig and Jardim 1977).

External barriers obstructing women's career advancement

are re flEEtEd in social att;tudEE and 1nst1tut;gnal syttams and

3.

" structures. The exte rnal barriers no daubt’interact with and reinforce

; _

the internal barriers. Thus women's Eaﬁaalled lack of aspira ion

%

s - .\

%]
L=



may be more of a response to lack of copportunity brought about by
Extéfﬂ;i barriers (Shakash;ft 1983). One of the external barriers
facing women in school administration is the lack of support, encour-
agémént or coungeling from family, peers, or superiors. Family and
hc§é=respén$ibilities, the lack of #eliablé childecare, and»;imitgé
gregnaégy benefits were also reported as obstacles for wamenAté‘
eﬁercémei Lack of finances for training, too few role models, lack
cf sponsorship or mentars; 132@ of a network, and sex aisérimiﬁatian
in hiring and promotion are specific and rgéi institutiﬂnél barriers

to women {(Jones and Montenegro 1982b).

arxiexs Agéinstly;gg;%;ieg

n

=

Not much research has been reported in the literature :egé%ﬁing
barriers aéainst'miné:ities in school administratien; nevertheless,
barriers exist and can even be more overwhelming than the barriers

faced by women. AASA's study of women and minerities in school

administration found that whatever ground was lost by White males

%

in school administration was gained moktly by White women. Gains hy!

minimal during the last ten years (J9ge§ and Montenegro 1982b).

é major factor in t£e general exciugién of mingritiés in school
administration was what Valverde (1980) has termed “succession social-
igatién,5 Ming:itiég and waﬁen are éxglﬁﬁed from gramatigns because of
their deviation from White, male behavioral norms; seiectian-ié based -

" on cultural similarity rather than competence. Faulty characteristics

b
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are ecnsclously or unconsciously attributed “to mincrities and women

with the unsubstantiated-assumption that said qualities will prevent

functioning in an administrative role (Valverde 1980, p.8). Culturally

o
—

different persons are filtered out, and, ultimately, the minorities who
do succeed in being part .of the "good ole boy* netﬁezk are those who
have been ae;ultufatéég Valverde notes that minorities historically

have resisted ae:qltﬁ:atian (partigﬁla:;y gexiéan’Ame;iéénsjg and since

EQEiélizlng is a fa:m of acculturatian spansérshia’ié gg;ﬁggughti

— [ - -

Lgvelady-Dawsan {1980) further notes that minﬂritiaé' traditionally

1imité§ partigipatian'in educaticnalAadministratiaﬁ'has’ﬂanieé m@ét of

them the chance to learn the dynamics of the system and a way to become

involved in them. = Many minorities may e?enghe unaware of the barriers
that they face in their ascent.in the administrative ﬁ;erarshy;

Subtle discriﬁinatar? methnds have alsc been reparted in addition
tarthé unsgak;% brathgrhaad of White males. Timpano and Knight
(1575)721te théﬁ.Ehege "filtering methods" include recruiting fiitezé,v
application filters, Eelecéién—crite:ia fiitEIS; interview filtéfs,

and selection-decision filters. .  «

. I

Barri :s;;gging; @;Qa:;;gﬂWaggn .
Hincrity women are doubly hand;capped in their asplration to

;Eadarship roles. They fa:e barriérs common to the;: sex as well

as to their race, and many times they cannot determine which “15@“

_they are up againstﬁ—this is their éauble bind, aegcribed by minarity-

female gcientists Malcclm Hall and Brown (1975). Female schoo:

£ B B T T o
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female or minority male counterparts as well as

office system, or isolated so that she has little ©

minorities’ groups and grganigatians! If a woman affiliat herself

with both, tremendous demands are placed on her time, and neithér E;de
treats her as a whole person with some of the same problems as her

ome differen

¥

t ones.

Doughty (1977) notes that Black women with positions in school

adginiatratian,shéuld be égpeéi 1y careful not to become victims of

institutional manipulation. Black woman may be pitted against a

Black male administrator, denied a decision-making role in the central

- no communication

with others. Black women have to seek Euppart from significant others

and at the same time: dgvelap confidence in their own abilities.
VI, STRATEGIES IN THE P PROMOTION OF WOMEN
ANL MINORITIES I SCHOOL .@HIHIElRATIDN
Different strategies have heen useﬂ in the promotion of women
and minorities in school aéminist:atian. These strategies can perhaps
be best catéggrigeﬂ by using Hansot and Tyack's (1981) perspectives
on how barriers faﬁinq women and min':i ties should be analyzed. They
believe that real aﬁd lasting changé require persistent efforts at o

'three clasely ‘interconnected levals-— sthe ‘individual level, the organi-

zational level, and the broader 50C ;aty.

Focus on helping the individual is the most common strategy agé'{

has been implemented thfaugh trainiﬁg warkshaps, caursas, and pragramg

ta'teach women andrminazitigs the socialization skills d pprgacheg

' .to preomote themselves in. their careers. Illustrative examﬁlgs of such

LA 23
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training include the Women in School Administration (WISA) project,
which offered workshops on Ganflict managemént, the study of pover
and leadership, éime*managemenﬁ, grant writing, and other topics; A
Project af Internships, Certification, Equity, Leadership, and Supgarﬁ

{(ICES)", which awarded scha;arships to women to. attend summer sessions

-and workshops; Female L"§EEEﬁfar~ﬁdm;nist:atiﬁn:aﬁd—Managemgnt;iﬁww;::-T

while taking leaves of absence to pursue full-time graduate work; and

Sex Equity in Education Leadexship (SEEL), where personnel give talks
to education groups to reach out to prospective women administrators
(Shakeshaft 1983). The Women's Eduaatianal Equity Act (WEEA) Progranm

has also funded workshops for women, and a project to develop a model

. for enhancing women's éntry into school administratian, “The Career

Women in Education program, ﬂegigneé by Timpanﬁ and Knight, aims

to inéreése the number af women administrators on Long Island, HNew
York (Haven, Adkinsaﬁ, and Bagley 1980). AWith funding from the Ford
E;undati@n, the AASA's;Prﬂject AWARE (issisting Women to Advance
through Résaurces,anarEncauragemént) trains female administrators

to develop a more poeitive selfﬁéaﬂ33§i, form networks, enlist the

assistance of a Epéﬂééf— present an effective resume, improve inter-
viewing te:hniques, ané negatiate Emplayment ccmpensatlﬂn, ngethét
with its five regional centers, Project AWARE alsa provides infarmat;an,
Suppa:t services, and a network tﬂ women schéal aéministrat;rs_

Training appartﬁnities for minorities in:lude the Ra:kef lexr

and F+ . Foundation training pragraméi designed to help trainees




toward sg?erinten&,n es and other responsible positions in school

admin%é%ratiéni Educational Tzaininé for a Multi=Cu ltﬁ:;l Community,

a p;égraﬁ at the University of New Mexico, trains eéu:atianal

§§;inistrata:s to become agents of aéucatiana; change and to beconme
ffgware of théir impact on other human beings. Other programs, such as

the,EéusatianalAAdminiEtratarﬁigaini \g_Program for Native Americans, — —

and the Nav,jé Aﬂmiﬁistratgr Training Eaaperat;ve Education Program

~at the Unive:ﬁity of Colorado, train ﬁin ori tieg for pasitiéns in

achool administration (Haven, Aﬂkinsgn. and Bagley, 1980).

various degrees of success have been attributed to these training

programs- Haweve:, it is nat enough to train individuals. A gimal=

taneous change is needed in institutions w ,high have the power to open

opportunities to these individuals. Legal and pclitiéal cansiﬂera i ns

have positively influenced school districts to employ more minorities

ﬂ]\

and women. School éistrictsrwhigh hafe developed affirmative action
programs have taken the first c:étiaal step toward change.:

Sex éqfity and desegregation centers as we;; as assoclations 1ikg
AASA have disseminated information, praviﬂéd.assistance in locating
women and minority candidates, and helped develop a affirmative action
p;ans=ta cgrreci discriminatory hiring procedures. Instit@ti@nai

efforts to prom mote women and minéritieg were outlined by Coursen

(1975), Valverde (1980), and E@fnstein (1982), and include: . -

- identifiﬂatian of women and minorities who are qualified
or qualifieble and interested in administratian

—— identification and elimination of all forms of discrimi-
.natafy treatment :

.23535i, , ~',‘F ,7 ) ;f ‘::
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== development of nondiscriminatory criteria

-~ identification and elimination of potentially culturally

and sex-biased factors in employment so as to eliminate
their exclusionary components : )

- wide publicity far,avai;ab;e administrative positions

s T

== active recruitment nf women and minar;ties with §ﬂ§§
pctential fa: EPEEifiE Job. apeninga '

-= training and internship experiences as appropriate

== nendiscriminatory interview procedures

—- administrative support for newly selected female and
minority administratora

== provision of relevant_ information to new female-and--——-—— -

minority administrators

" —= standardized evaluation criteria for procedures for
all administrators B E
== development of an affirmat;ve action plan with clear
“i" -~ goals and timetables far'incréasing female and minority
P participation in administration :

-- an effective monitoring process for the plan: -

l . - . . L
; A further iﬁEtitﬂtiéﬁal strategy adopted by AASA's Er@jectA

.
AWARE is the provision of cal;egial Euppﬁrt to women superin endents.

\fémale Euperlntendent gften feels ise;ated and aléﬁé in a hostile

|
i

Envir@nment when there are fa::es in the community that are not yet

i

1 .
re;eptiv; to women in the superintendency. Organizational strategies
| . ’
! ' . T _— o
used by the University Council for Educational Administration and
Wléé also include the éevelapment and dissemination of how-to
\

”materials, such as a hiring praseﬂu:es manual far schaal baards.

S

'Thé Eréjéét an Equal Edugatian Rights (PEER) of the NOW Legal

|

.
o
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Defense and Eéucatien Fund has developed a package of materials.

Wazksnéps and presentationsa have alsc been given to audiéﬁ:es whe

~ have impact on hiring. The Center for Sex ‘Equity in Schools at the

University of Hichigén‘é School of Education (Ann Arbor) publishes
a newsle;tgr féaturiﬁg aztiglegvgn?female mineority educators. The
Center;has developed a chéﬁklist on sex"aquity in school aéminisé”’"
t%atién énd recommends its use by school districts.

Lastly, éhange in the broader society is ccliestife;y th%
responsibility of the individﬁalé in the society, the government,
and all eof scciéty!é institutions. The Civil Rights Act has méde

The proposed Equal

n _eliminating discrimination.

Rights Amendment and the laws and regulations passed by various

states promise to contribute to the collective effort. The work of

~ feminist and minority organizations, leadership by an informed federal

bureaucracy, the education of the ﬁgw generation, and the collective

efforts of individuals have vast potential for attitudinal change,

final factor in societal reform.

prevent discrimination against women and racial mi?pfities and to
. ] ’ - |
p:éiiée equal employment opportunities rega:&lgssséf sex or race.

‘Legislation most directly related to the appointment of school

‘administrators is Title VII of the Civil Rights Act of 1964, which




O

ERIC

Aruitoxt provided by Eic:

the appcintment of sex equity coordih

prohibits discrimination en the basis of race, color, religion,
national origin, orsex. Title IX of the== Education Amendment Act
of 1972 prohibits sex discrimination amemrmg recipients of ieéerai :

aducation grants, and the Vocational éﬁ:atiﬁn Act of 1976 requires

:nglementlng equal emplﬂyment Vappartunit}ﬂar" 1egislatian. Executive Order
11245 p:ahibits employment diEESimiﬂEﬁléf*m on the basis of race, color,:
ra;igién. national erigin, or sex in instrtitutions or agencies with
federal contracts of over $10,000.

Local and state governments have xess=sponded with varying degrees

af affirmative action to promote women acmnd minorities i school—admin=—"
istration. The Naticnal Advisory Councli 1 on Women's Educational

Programs (1981) reports that the influenc»ce of Title IX has led many
states to make speclal efforts to increassse the number of women hired
for administrativ% jobs. For exaﬁgie, ’Ei?é New Egr}r; State Education
Department cnoperates with the Statewide Advisory Géﬁﬁeil on Equal
Qppnrtunity fcr Women in sponsoring a Jokfb Network Information Servic

ta help local Et:hcml distzicts recruit acrnd perQtE women. This service

pravidaﬁ information on ;mb vacancies to - a network of women and to school

officials, monitoxs administrative hizin&gs, and identifies gqualified

women for a candidate pool which is dis tacributed widely throughout the

state.

I-é:;a; and state e,ff@:r:ts: for prowmetierng women have actuaily been
ancumented in a repnrt by Eailey and Smi‘ th of the Council of Chief

State S-:haz;l foicers (1982), They note = ﬂaét "many states- have

28




taken action in recent years to preserve and enhance the progress

1iminating sex discriminatioen in education employment® (Bailey

g
[N
1]
I
L]
3

and Smith 1982, p. 83) through affirmative action g:@ggams and legis-
latiang’ Two states, Illinois ané New !ark have instituted programs
to develop a network of women interested in positions in educational
administration. Michigan, on the other hand, has de#elapeﬂ the
Multi-Phased Model for Compliance and Sex Eqﬂitf in afdé: to assist
local edu:atién‘agénéiesi Théir On=Site Planning model provides

égénsulting servieces upen request to school districts that are committed

to iﬁcreasing the number of women educatio nai administrators and

“_-effectiﬁgJSyEtematicﬁchanges:atxthENdistriet:%evelf
State constitutional provisions in the form of Equal Rights
Amendments for wamen wvere enacteﬂ in 14 states: Alaéka, Connecticut,
2a1a;adc, Hawalili, Harylan& Massachusetts, New Hampshi:a, Hew Hexicc,
Pennsylvania, Texas, Utah, virginia, Washington, and Wyoming. Seven
Vaf these stateg extended the amendments to include race. gareaver,
38 states and the District of Calumbia have enactéd Fair Emplaymént

Fractiées (FEP) 1aw5 which prahibit discriminatian in amplayment on_the

basis of faea, color, créed, natiqna; origin, ané sex; 36° states have

enacted separate Equal Pay acts which ‘forbid EEx—baEFﬂ differentials ;n

pay; -and 5 Etates include equal. pay pratsctiai in their Fair Emplﬁyment

Pra:tiées lavs- Dn the basis f E,iley and Smith's survey (1982) it

-geems that affirmative action laws and regulations are present in at .

1ea§t one fafm’ar another in all states, although the comprehensive- .

ﬁess:ai such legal provisions vary from state to state. For such laws -

Ay
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or r&=gulations to be useful, however, the question of com mpliance
has t—0o be faced.

Vergen (1983) reports that "to date, there has been surprisingly

'1ittl e litigation alleging a pattern or practice of gender-based

discx—imination in selecting administrators for our nation's school
(p-12=2). in contrast to the substantial volume of litigation aimed at
openiZing managerial positions to women in the private segtarsg A feﬁ

womeIxrn, which were not in :’:ampiianeé with Title VII of the 1964 Civil

Right=s Act, have been brought against school districts. Two of

little T

in te=rms of legal pzezedgﬁt; and résﬁlted in no findings of unlawful
disgar=—imination. Haﬁévesi;the agfesments included the implementation
of. geurt sanctioned affirmative action plans.

The guidelines of the Equal Emplaymeﬁt Opportunity Commission
(EE@) regarding the aﬂaptian of voluntary aff;rmative actian programs
wérg issued to assu::e that schaal distfit:ts are in (;ompliam:e with ‘
the an- ~ However, there iLs 1ittle jfia:matian available tﬁ gauge o 7
wheﬁlibg:-schaél districts do, in_ fact, .follow EEOC standards. sandler

(1986==) explored the extent of EEOC compliance in one aspect of the

‘hirirsng process, the ém;l::ymeni applicgtién form, in 71 percent of

the gghaﬁ 1 districts th::gug‘mut one state. Upon review of the EEOC

-
Earﬂlg,- it was ascertained that two=thirds of the sahéal ‘districts used

Vrapgjs;i:atian forms which ref;gcted little or no awareness of federal

eqmi.ﬁl emplayment cpp::rtunity guidalines, this finding was based ‘on theA
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mumber of suspect questions (involving race, sex, age, natiﬂﬂaliarigin;

etc.) on the forms. Most of the districts in the sample had small

populations iiﬂ;ﬂDD persons), and this may be a factor in the results,
since smgl;er districts may not be aware of EEQC guiéeiiﬁag and have
fewer reéaﬂrces for setting up affirmative action programs. Another
surprising finding was'that*digtri;ts:withiiagggmilﬁaritykﬁcpﬂiatians&ﬁm~:
were more likely to include a question about race on their application
fa:m Sanéier (1982) was astonished to find superintendents, at least

in the state surveyed, were ignorant of the law, and Efétés:that "a

more plausible assumption is that ignaran;e of the law represents a
deliberate failure to ﬁéagié informed about and adopt the philosophy of
qual'gmﬁiéyment appgzﬁuﬁity“ (p.422). In fact, Miller and Aééaeiates
(1978) had reported earlier that the key variable in a district's
campliance with the regulatians.wag the prevailing attitude expressed /

—— - f . . . [

by the ﬂistriﬁt; Results af Miller and AEEéEiatéE' survey (1978) to /

/

evéluate the Effectg of Iitlé IX on hiring practices in one state a;sé
/ T /

indicated that valuntary :amplian:e had been minimal, that sex hasedf

attitudes persisted in staff and. facu;ty, and that no efforts were

made tglpféméte’Titlé IX nbr'ta'se:iéﬁsly détefmine whether pragrags

~af Edueatian shows that 1mplemantatinn éf}iiile IX is handled as an

vere discriminatﬁryt

A Rand cangraticn stuéy on Title IX conducted for the U.S. Office

aﬂm;nist:ative praceéﬁre by midzlevel dist;ict emplayees and with

‘noe invalvemEﬂt by the school: bﬂa:d (Hill and Bettig 1BED), vgfigus

"nther studies raviewad by Barnstein (1581) found that cgmpliaﬁce waE'
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generally on paper only and-VEEVSﬁpezfisialg that wheneverxa Title IX
coordinator was appointed, that person held multiple responsibilities,
spent little time on Title IX matters, and was torn bétéééﬁ conflicting
fales of advocate, compliance officer, and institutional defenéefé

and that self-evaluation reports generally did not provide for reme-—

placed great burdens on the people involved.

diation and modification. If there were avenues for griev: ances, they
were usually not well publieizéé_ Thus, grievance procedures were

seldom used. Extended periods were used to resolve grievances which

If compliance with Title IX has been found lacking, the extent of

‘n\

ompliance with other laws and regqulations, including those to prevent
discrimination against racial minorities and those passed by state
governments, is not known because of a lack of evaluation studies. It
is suspected that cémplianceragcufs less at thg dist%iet level and is

influenced by the rigor with which the state departments of education

" implement their gtatewiée affi:mative—agtian programs.

VIII. RECOMMENDATIONS ' . |

Y

=,

We have autlined the éaficiencies in the :epregentatian and

sele:tian af mina:ities and women in school administ;atiaﬁ but what

needs to be dane abeut the p;ablem?' Hany racammendatians have been

,

dvaﬁéed in the literature an the préméti;n af womern and mina:ities,inv

. . . S
school. aéministratiani It is ngt un:amman to have the :ﬁ;ammendatians -

_ directed to the agpiring wameﬁ and minarities themselves._ Eerhapé:it




is best to change course here and direct our recommendations toward
greater societal forces: the institutions and organizations which have

‘the power to bleck or unblock opportunities for women angd minorities.
(1) Research, data collection, and diss em_i.natién of infarmatifm on
the Etams af women and minarities in Echaa; administratian should 'ba

as long

ﬂl"

vigorously pursued in order to keep the problem visible fﬁ:‘

as it exists. | Dist:it:twida sshéal E}*Etems and state’departments of

education, as a first step in demonstrating their commitment to equal
opportunity, should maintain records and gtatist,iczs of the representation

of wamen and minorities in their school systems. The AASA survey (Jones

Vaﬂé Hanteneg:a 158213) revealed that fml}; ﬁali of the states }:ept and made.
available information on the sex and race -::rf;éthnir;it}r’ of 'its school
;dminist’:’aﬁarﬁi The rest of the states dig’;nat keep any records at all _
of the raﬁ;e of their school aéministratérfs; in vari«;us levels. Clains nade
by srtates that they are equal appértuﬁi*éy empléyeré should be supported
bv statistical data Ehawing tiﬁelines for increasing female and minarity
r&pzesentati‘im as well as data sh;wing increases in their emplayment at - »

,.all levels of the career ladder. Position levels and definitiana shnuld L

h-e standardised 80 that statistit:al aggragates could be caliected at

1\

the natignal level. The best way for dt:aing this wauld to be féllgw the

- pesitian Eategérias des::ibed and used by the Equa; Emg;@yment Dppart\lnit}'?
Cammissi:m in its periadi: su:veys of samples of school districts nat’,ic:ne
wiéa. Natienal a:ganis:atiang Ehauld collect and publish natianwide data |

in a;der tca raige cansciausness and maintair; awareness af the prcblem

=

. at the natianal .'Levg;
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{2) School beoard memhgrs and officials in all districts should
become aware of the law and make a ‘consciocus 5 effort to comply with or
to implemE@t affirmative action policies and programs already in place.
ﬁiriﬁg and promotion pﬁa:eéu:es shauié be reviewed and evaluated ge

éetermine whether they are indeed f:ee from bias. Assistance with

these ﬁaasﬁres@mayrhe @btaineirfgam any §353§I393tiﬁﬁrassiﬁt§néé ’
center. For examp;g, the University of Michigan's Center for Sex
Equity in schools has published a checklist to help school éystems
evaluate their hiring praéticesg 7

State departments of aéucatiun should work more closely with

“school districts to provide insarvise, : préiiﬁly to. small districts =

“in rural. areas, in ensuring compliance with the—law and in developing

nondiscriminatory hiring and p:omatian pracadures. They should also

be maée,awaréiaf nanéis::iminatary rules for demoting or firing

employees, especiylly during times when they are faced with éwind;i ng
finances aﬁﬂ_Eﬂpiayeé cutbacks. - : B }

Menitor ing préaédures for affirmative a:tian programs should be’

develapaa ang strictly implemented, as they will go a long way in -

»determining whether the distriat iE in fact ccns:iausly wa:king to

provide career emp;aymant opportunities to women and minaritiegj.ér

“-eensciously or ﬁncans;i@usly'barfing them from entry.
L.
(3) ,ghaal systemr shauld adapt an active recruiting palizy with

’ regard ta female and minarity administ:atarg that finds and t:ies new

methods.  TIwo ways of reaehing mere: wﬁman and minoritieg, far Examplé,
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is to advertise positions in female and minority Epansa:ed publications

and to send notices of job openinge to ’amenfs and minorities' organi-’

zations. Because women and minorities have generally been barred from
holding certain higher level positions (i.e. thevsuparintéﬁdEﬁ:y), these

positions should not be used as criteria for hiring, since they would
T , '

automatically disgualify them and perpetuate their nonentry. Hiring, -~ -

;amﬂittEEE; in avaluating the quaiifigafians of women and m;narities,—-

should give the same credit to their expe:i nces as they would the
i -

experience of White males. ° ' ' : Egﬂ"

(4) Greater rescurces should be made available for educating the
public about the law and their rights with regard to employment by using

various means, such as a general media campaign, or direct contact with
organizational personnel who can make changés in hiring aﬁd’p:amatién;

National organizations and feminist and minority groups could work

E]

tagethe: in this effort.  They should caﬁsalidste'resagrées to protect

& i

hard won gaing in egual’ emplayment appartunity,-especially at a time
F
when the - federal gnvernmant maves inta ret:enﬁhment.= Progressive

ﬁrganizatians must fill the faia £t by the gava:nment and ‘at the

same_;igg;;ggjfp;e ure. aﬁ gavernmgnt to pick up where it left aff in

- protecting civil rights anéiéqual appartunity_ I 4.
(50 Graduate séhaalg of gaueatianél aéministratién should evaluate
their pragrams to éetermine how they meat™ the needs of women and ra:ia;
. L

minaritieg in their :urriculum and in their depa:tmental reczuitment,

hiring, and Framgtiﬁn"gf students—and staff. They mist active recru ,1,
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women and minorities and provide the support these groups need before

n
»
T

and after they leave scheol. Networks should be started a d oppozr-

tunities made available during this peried. 1In addition, professors
: 7
in graduate school programs shouid become sensitized-to the problem

and demonstrate their commitment by including women and minorities

izﬁﬁ’fﬁéit’ranksg —— — - " .

[nc8
B
=
=
\’ .
=
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