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ABSTRACT
The Impact of Male Gender Dissonance on Women’s Potential Eligibility for
Advancement to K-12 Public School Superintendent
by Mona Montgomery
Purpose: The purpose of this phenomenological replication study was to discover what
behaviors female administrators exhibit that may prompt male administrators with whom
they work with in California public education to demonstrate behaviors associated with
gender dissonance and to discover any impact these dissonant behaviors may have on
women’s potential eligibility for advancement to the position of K-12 school
superintendent.
Methodology: This qualitative phenomenological replication study explored the
experiences of seven female and seven male K-12 public school superintendents in
Orange, San Diego, and Riverside Counties in California. Respondents were selected
based on delimiting criteria and a purposive criterion sampling method. Interview
questions and protocols were performed based on the original study conducted by Dr.
Ryder in 1998. An expert panel was assembled to evaluate the four interview questions
and probes and field testing was conducted to further obtain feedback on the instrument
and process. Face-to face interviews were conducted to collect data and software coded
emergent themes aligned with the conceptual areas.
Findings: Examination of qualitative data was aligned to the four conceptual areas: role
confusion, communication differences, cultural differences, and women’s personal
power. Findings show that females display specific behaviors associated with gender

dissonance that cause men to exhibit dissonant behaviors. The majority of the
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participants felt that behaviors associated with gender dissonance impact eligibility for
advancement to the position of K-12 public school superintendent.

Conclusions: The study concluded that women need to gain confidence in order to move
to higher leadership positions. Women need to be aware that their dress can cause
dissonance. Women need to mentor/sponsor each other. Women need to display
decisive decision-making abilities in leadership. Women are expected to meet all
responsibilities both personally and professional. The #MeToo movement has impacted
how men and women interact in educational administration. Emotions exhibited by
females in the workplace need to be controlled. The good ol’ boys club continues to be
prevalent in educational administration. Finally, men and women need to be aware of
behaviors that prompt gender dissonance.

Recommendations: Eight areas of further research were recommended to enhance the

literature, including replication studies with different populations.
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CHAPTER I: INTRODUCTION
“No country can ever truly flourish if it stifles the potential of its women
and deprives itself of the contributions of half of its citizens.”
- Michelle Obama, Former First Lady of the United States

Over the last 20 years, women have made significant strides in the United States
work force yet continue to navigate the labyrinth toward the path to equality in leadership
(A. H. Eagly & Carli, 2007). According to the U.S. Census Bureau (2017), women
consist of 50.8% of the population in the United States of America. The U.S. Bureau of
Labor Statistics (2015) indicated that women in the labor force rose rapidly during the
second half of the 20th Century, especially from the 1960s through the 1980s. The U. S.
Bureau of Labor Statistics further indicated that 56.8% of the labor force consisted of
women and the number of women earning a college degree from 1970 to 2015 has
increased from 11% to 42%, and even with these increases women earn only 82% of
what men earn on average.

Equality in the workplace in the 21st century has yet to be achieved, especially for
the highest levels of executive leadership (Johns, 2013; S. J. Jones & Palmer, 2011;
Leopold, Ratcheva, & Zahidi, 2016; Sandberg, 2013). Only 6.9 % of chief executives at
Fortune 1000 companies are held by women (Chira, 2017). Women continue on a
pathway of twists, turns, bumps, and roadblocks to attain the highest-level leadership
positions. They seek to achieve equality, and strive to be given equal opportunities to
lead and earn top positions of leadership (Sandberg, 2013). Further, women that aspire to
high levels of management face barriers as they attempt to gain access to a predominantly

male dominated workplace (A. H. Eagly & Carli, 2007). The leadership styles of men



and women often differ which may attribute to these barriers (Johns, 2013). Women are
closing the opportunity gap unfortunately gender equity is elusive as parity in positions of
leadership is estimated to occur in the year 2085 (Klos, 2013).

In education, women have historically taken on the role of classroom teacher. In
the area of educational leadership, females continue to be outnumbered by men in higher
administration levels (T. E. Glass, Bjork, & Brunner, 2000). In 2011-2012 in the United
States, 76.3% of teachers were female, 51.6% of principals were female, 78% central-
office staff were female, and only 27% of superintendents are female (Superville, 2016).
Of those estimated 27% female superintendents, the majority serve in districts with
average daily attendance of 500 students or less while males typically serve in districts
with higher enrollment and higher pay (T. E. Glass et al., 2000). Even through women
leaders are obtaining more positions in educational leadership, female educational leaders
often face male centric attitudes on leadership, family responsibilities, coupled with the
lack of female mentorship, all attributing to the lack of upward mobility to higher
administrative levels (C. C. Brunner & Kim, 2010; Cumings Mansfield, Welton, Lee, &
Young, 2010; Dobie & Hummel, 2001; Fuller, 2013; T. E. Glass et al., 2000;
Litmanovitz, 2010).

Women seek to achieve equality and strive to be given equal opportunities to lead
and earn positons at the highest level (Dobie & Hummel, 2001; M. Ryder & Briles, 2003;
Sandberg, 2013). For example, the position of school superintendent is the Chief
Executive Officer (CEO) of a school district. The position has many responsibilities such
as supporting, guiding, and inspiring growth in students, while taking into consideration

budgets, staffing, and board relations (C. C. Brunner & Kim, 2010). Even though the



percentage of women has steadily increased, males still constitute the majority of all
superintendents in the United States (T. E. Glass et al., 2000; Mufoz, Pankake, Ramalho,
Mills, & Simonsson, 2014).

California mirrors national statistics in the gender inequity in the area position of
superintendent. According to the Association of Association of California School
Administrators (ACSA) (2008), 16% of all California superintendents are female.
California superintendents are shown to be experienced, well educated, male and white
(Rosin, Frey, & Wilson, 2007). Noteworthy, smaller school districts throughout
California with Average Daily Attendance (ADA) of less than 1,000 students often have
a superintendent/principal designation listed as a superintendent position. It is not
uncommon for the majority of these positions to be held by women compared to that of
solely superintendent (Rosin et al., 2007).

Women continue to maneuver through the labyrinth of securing high level
leadership positions (A. H. Eagly & Carli, 2007, Johns, 2013; S. J. Jones & Palmer, 2011,
Sandberg, 2013). They face many barriers such as gender bias, stereotypes, and
work/family conflicts (C. C. Brunner & Kim, 2010; Bynum, 2015; Chira, 2017;
Superville, 2016). Society has traditional expectations for women and men with women
being nurturing and collaborative and men being assertive and strong (A. H. Eagly &
Carli, 2003; A. H. Eagly & Wood, 2011; Madden, 2011). Research has shown that
leadership styles of women and men differ and that having to conform to a set of norms
outside of a natural disposition may lead to feelings of dissonance in the workplace (A.
H. Eagly & Johannesen-Schmidt, 2001; S. K. Johnson, Murphy, Zewdie & Reichard,

2008; M. Ryder & Briles, 2003). An exploration and determination of the behaviors that



hinder women’s advancement to superintendent may allow for greater understanding and
gender equity (Garzaniti II, 2017; M. Ryder, 1998).
Background

Women constitute more than 50% of the overall population yet progress into the
workforce and further into the leadership ranks has not afforded women equal gender
representation (Catalyst, 2017; Chira, 2017). The gender wage gap has narrowed and the
number of women in managerial positions has steadily risen (Philip & Matt, 2007).
Women make up 44% of the overall labor force with 36% working as mid-level officials,
25% in executive level management and 6% serving in the highest rank of leadership,
that of CDOs (Corley & Warner, 2017). Women’s progress in professional advancement
in the United States over the last decades of the 20th century should be celebrated yet
more work will need to be done in order to reach parity.

A global perspective reveals that women in the United States rank 26th in
women’s economic participation/opportunity and 73rd in political empowerment. In the
United States women hold seven cabinet-level positions, three U.S. Supreme Court
Justices, 23% of the U.S. Senate seats, and 19.3% in the House of Representatives
(Rutgers, 2018).

Although women outnumber men on college campuses since 1988, they have not
moved into the highest levels of leadership in our country (Wharton, 2013). On the
current pathway, it will take women until the year 2085 to reach parity in key leadership
positions in the United States of America (Klos, 2013). The continuing lack of gender

inequality in top level positions of leadership will have women remain the lesser sex.



The overwhelming evidence of continued gender inequality in upper management
positions brings forth many theories as to why this lack of growth exists. One such
theory address both the innate conscious and unconscious biases that may exist in the
workplace and is termed gender dissonance.

Gender Dissonance

Gender dissonance is first introduced by Festinger (1957) and is derived from
cognitive dissonance theory. Festinger’s research identifies that the existence or
awareness of being psychologically uncomfortable contrasts with normal feelings. This
phenomenon can motivate a person to reduce dissonance and achieve consistency. When
faced with dissonance, people are motivated to reduce this feeling through the avoidance
of situations and information that contribute to the increase in dissonance (Festinger,
1957). Further studies reveal that when men and women work together there is a
conscious or subconscious difference in how they interact which causes dissonance
(Garzaniti II, 2017; M. Ryder, 1998; M. Ryder & Briles, 2003).

Society still depicts males and females in traditional gender roles (Vinkenburg,
Van Engen, Eagly, & Johannesen-Schmidt, 2011). For example, when females display
leadership and change skills not employed by traditional male supervisor’s negative
response from males in the workplace can often result (T. E. Glass et al., 2000; Fuller,
2013; M. Ryder & Briles, 2003). In instances where females show risk-taking and
assertiveness, dissonance from males in the workplace can occur which has been known
to hinder female advancement into the highest positions available.

According to S. K. Johnson, Murphy, Zewdie, and Reichard (2008), women

leaders need to have both the qualities of sensitivity and strength in leadership roles,



although males only need to demonstrate strength. Another example that illustrates how
gender dissonance can occur in the workplace is when males perceive women taking too
long to make decisions and/or women taking a variety of emotions into account in the
decision-making process (S. K. Johnson et al., 2008).

M. Ryder and Briles (2003) conclude that gender dissonance is the “subconscious
discomfort, uneasiness or anger that men may feel when they work or interact with
women” (p. 29). Behaviors females exhibit in the workplace may cause males they work
with to feel dissonance (Simpson & Stroh, 2004). When females take on qualities that
are not traditionally perceived as male, gender dissonance can take place and thus create
potential barriers to female advancement in the workplace (M. Ryder & Briles, 2003).

Theoretical Framework

To provide meaning to this study a theoretical framework was used as it gives a
rationale, scholarly perspective, and justification to a study (McMillian & Shumacher,
2014). Five theories that are a part of this framework are: (a) expectation states, (b)
social role, (c) role congruity, (d) expectation violations, and (e) gender role strains.
These models provide a deeper understanding for what impedes women from attaining
high level management positions.

Expectation States Theory

The expectation states theory discusses the establishment of status hierarchies
within a group trying to achieve a common goal (Bales, 1950). It is how people evaluate
each other’s competence. According to Bales (1950) characteristics such as gender, age,
race, education, and sex can create one’s perceived superiority over another. The

hierarchy of each group is based on status characteristics such as influence, participation,



and prestige that occurs in groups to classify members and the performance expectations
of these group members. Status characteristics encourage people to believe they are
superior over others even if the characteristics play no role in the work the group is
undertaking (Wagner & Berger, 1997). An example falling within this theory involves
the inherent belief that males are expected to be more dominant than females and women
are expected to be weaker than males.
Social Role Theory

The principal of this theory proposes that men and women may act different
dependent of social situations and societal expectations (A. H. Eagly, 1987). Society
separates roles according to gender and has expectations on how each are to behave
(Karau & Eagly, 1999). W. Wood and Eagly (2012) documented how sexual stereotypes
in the area of leadership indicated societal expectations for men and women. Men were
expected to be more assertive and strong and women were to be more collaborative and
flexible. Men and women are influenced by gender stereotypes and tend to follow
societal pressure to confirm within these norms. Social role theory has helped to bring a
spotlight to expectations in social roles in relation to gender and also to the division of
labor according to males and females.
Role Congruity Theory

Role congruity is a theory that aims to explain the prejudice that may occur
against females in leadership. Men are perceived to have qualities that are better suited to
leadership than females. This is evidenced by the research reporting females have greater
difficulty in attaining leadership roles and if and when they do, achieving success in those

roles (A. H. Eagly & Karau, 2002). When women are viewed as having too many male



attributes they are perceived by most people as harsh and when demonstrating too many
soft female characteristics seen as weak (A. H. Eagly & Carli, 2007; A. H. Eagly &
Diekman, 2005). Several researchers have proposed that women need to be aware of this
aspect of role incongruity that can result in a dissonant atmosphere and serve as a barrier
to obtaining higher level executive positions (Bongiorno, Bain, & David, 2014; A. H.
Eagly & Carli, 2007; A. H. Eagly & Diekman, 2005; A. H. Eagly & Karau, 2002).
Expectation Violations Theory

Women and men are expected to communicate in specific ways. When women
take on male attributes in communicating with others they violate actual or perceived
social norms (A. H. Eagly, 2007). For example, it is well documented in the literature
that men are able to self-promote their accomplishments but when women do the same
they are perceived as bragging (Sandberg, 2013; Tarr-Whelan, 2009). Expectations
violations theory proposes to explain how people stereotypically expect how things
should be done or people should act (J. K. Burgoon & Hale, 1988). An example of
expectations violations is when men use curse words in speaking without much
consternation, but a woman is expected to maintain a level of “ladylike” behaviors that
would not use profanity (D. I. Johnson & Lewis, 2010)
Gender Role Strain

J. H. Pleck (1995) introduced gender role strain which refers to how men feel
about masculinity. The three types of strain men may experience are (a) discrepancy, (b)
trauma, and (c) dysfunction (J. H. Pleck, 1995). Discrepancy is when a man fails to
measure up to what society sees as being a man (Levant, 2011). Next, as boys grow into

men and are made to “be a man” they experience gender role socialization that can cause



trauma (Levant, 2011). Lastly, the fulfillment of gender role norms can have negative
consequences (J. H. Pleck, 1995). How men feel and behave towards women in the
workplace may be partially explained by this theory.
Women in the Workforce

Women have always been in the workforce whether working as an innkeeper in
the Klondike, assembling weapons in a factory during World War II, or serving as a
member of the board room in a Fortune 500 company (Koberg & Chusmir, 1991).
Historically women have stepped into the workforce due to necessity but now women
choose to enter the board room because they have the passion to lead, are in families
needing two incomes to make ends meet or are facing single motherhood (Szameitat,
Hamaida, Tulley, Saylik, & Otermans, 2015). Women seek to achieve equality and strive
to be given equal opportunities to lead and earn positions at the highest level (Sandberg,
2013). Recent literature supports the thesis that some behaviors females exhibit in the
workplace can cause dissonance and therefore, lead to unequal responses between men
and women in leadership (M. Grogan & Shakeshaft, 2010; Simpson & Stroh, 2004).
Further research even suggests that women’s leadership opportunities may be reduced if
not blocked due to dissonance response to female leadership actions. (A. H. Eagly,
Johannesen-Schmidt, & Van Engen, 2003).

Access for Women to the Position of Superintendent

P. G. Northouse (2015) found that women tended to be effective leaders and were
more likely to use transformational leadership styles. According to the National Center
for Education Statistics (NCES) (2015), women earned 63% of doctoral degrees in

educational leadership in 2013. It is not surprising that most of these classes were taught



by males (Cumings Mansfield et al., 2010). From a role model perspective, women may
benefit from the female perspective in their educational programs (Bynum, 2015).

Women constitute 76% of teachers and 78% central-office staff nationwide
(Superville, 2016). Even though women fill the majority of these positions nationwide
throughout the school systems, females assume the role of school superintendent at a
mere 27%. The most effective pathway women can take as a strategy to reach the higher
leadership levels is to become a principal at the elementary level. Females assume the
elementary principalship by 54% while only 26% of women lead secondary schools
(Domenech, 2010). Within the female-dominated profession of education, very few
females are given the opportunity to fill the highest-level leadership positions, especially
the position of superintendent (Yong-Lyun & Brunner, 2009).

Recent research suggests that females perceive the role of superintendent as one
of an educational leader while men see it as a manager (C. C. Brunner & Kim, 2010;
Lane-Washington & Wilson-Jones, 2010; Cubillo & Brown, 2003; A. H. Eagly,
Johannesen-Schmidt, & Van Engen, 2003; C. Shakeshaft, 1986). The role of
superintendent has undergone tremendous change in the recent era of educational reform.
Superintendents are no longer seen or hired as managers but as instructional leaders (C.
C. Brunner & Kim, 2010). Increased accountability to state and federal government with
less funding has added to the difficulty of the position of superintendent. This position
requires skills of collaboration, instructional leadership, and role modeling in order to
help principals and teachers transform our schools (Fuller, 2013). Current literature also
proposes that applying skills of transformational leadership will help school districts with

the change process, a skill that women easily bring to the leadership table (A. H. Eagly,
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Johannesen-Schmidt, & Van Engen, 2003). Women tend to connect more with others
and have the ability to be more collaborative with their employees. These are skills and
qualities associated with transformational leadership which have the potential to
transform an organization (M. Grogan & Shakeshaft, 2010; Karau & A. H. Eagly, 1999).
Impact on Eligibility for Advancement for Women Superintendents

Many roadblocks are placed in front of women in their attempt to ascend to the
highest educational position in a public-school district, that of superintendent. Barriers
including: (a) stereotypes, (b) work conflicts, (c) lack of mentors and sponsors, and (d)
ultimately the glass ceiling and escalator all impact women’s potential to rise to the
superintendency.
Stereotypes

Women are often stereotyped as not being as prepared as a man for the job of
superintendent (C. C. Brunner & Kim, 2010). Gender systems are deeply entrenched in
our societal hierarchy and leadership, based on gender stereotypes, contain status beliefs
that give men more status than women in their worthiness and competence in leadership
(C. L. Ridgeway, 2001). Specifically, being masculine is aligned to being a competent
leader (Madden, 2011), while demonstrating feminine qualities such as caring and
collaboration are not always representative of what people perceive as skills of
leadership. Women develop skills to react to different situations where stereotyping
occurs and depending on the situation, women learn to react in the manner that will yield
results whether it be acting in traditional female or male ways (Garn & Brown, 2008).

Gender systems are deeply entrenched in the societal hierarchy and leadership because
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gender stereotypes contain status beliefs affording men more status than women in their
worthiness and leadership competency (C. L. Ridgeway, 2001).
Work Family Conflict

Literature indicates work family conflicts are one of the main reasons female
administrators do not apply for the job of superintendent (Klatt, 2014). Societal
expectations of the women’s role in mothering and maintaining a home exudes pressure
on women seeking to move into the role of superintendent (Lebo, 1995; Loder, 2005; J.
E. Sanchez & Thorton, 2010). Women often navigate various career pathways to school
administration positions, often with gaps up the educational leadership ladder due to child
rearing responsibilities (J. E. Sanchez & Thornton, 2010). In contrast, many women stay
in the teacher role while their children are young and concentrate on curriculum and
instruction instead of climbing up to positions of leadership. Some researchers report
women’s extended time in the classroom and having more hands-on experience may
better prepare them for the job of superintendent (C. C. Brunner & Kim, 2010).
Additional research even suggests that placing an emphasis on work and family balance
in education may encourage more women to seek the position of superintendent (Klatt,
2014).
Mentorship

Recent literature and research indicates strong evidence supporting the need for
mentorship and sponsorship for women by women wanting to advance to the level of
school superintendent (C. C. Brunner & Kim, 2010; Bynum, 2015). Mentorship is a
relationship with someone that is more experienced and knowledgeable than oneself in

both a formal and informal nature (Sandberg, 2013). Further, whether the mentoring is in
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the formal leadership preparation program, or in a more informal situation, the positive
value provided to women seeking to attain a leadership role such as superintendent is
important to their future success (Cumings Mansfield et al., 2010; Wallin, & Crippen,
2007). The theme of mentorship is very strong in the research and refers to the need for
women to help each other to learn the skills to become a school superintendent (Connell,
Cobia & Hodge, 2015; J. A. Dana & Bourisaw, 2006b; S. J. Jones, & Palmer, 2011). The
research on women in leadership is clear: support and mentorship for women by women
is powerful (Bynum, 2015; Ibarra, Carter, & Silva, 2010; Sandberg, 2013).
Sponsorship

Sponsorship is important for women in their attempt to attain leadership roles.
Women report having mentors more often than men, yet this mentorship fails to help in
gaining the next level in their leadership aspirations (Ibarra et al., 2010). Sponsorship
takes on an even further dimension involving a person of influence in the field that makes
decisions on promotion (Scanlon, 1997). Sponsors support, advocate, and follow up on
the progress their protégé has towards career goals (J. A. Dana & Bourisaw, 2006b).
Having strong sponsorship is an important factor in the advancement of the careers of
women (Grady, 1995; Ibarra et al., 2010). Sponsorship within an organization creates an
inclusive culture and without these relationships females continue to face barriers in
obtaining new leadership opportunities.
Glass Ceiling and Escalator

The Glass Ceiling Commission (1991) defines the glass ceiling as “the unseen,
yet unbreakable barrier that keeps minorities and women from rising to the upper rungs

of the corporate ladder” (p. 4). Boards of education which pose the power of selecting a
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superintendent will usually choose males over females in a job applicant pool (C. C.
Brunner & Kim, 2010; J. A. Dana & Bourisaw, 2006b). Although gains in the area of
principals and district offices have been made by women, the glass ceiling remains intact
and is reflected in how few rise beyond the glass barrier to the position of superintendent
(Kelsey, Allen, Coke, & Ballard, 2014).

While women experience the glass ceiling, men also find themselves
underrepresented in predominately female occupations such as elementary teaching,
nursing, social work, and librarians (C. L. Williams, 1992). When men are in these
professions they rise higher and faster than women (Hultin, 2003). Women face trouble
advancing in the workplace and breaking through the glass while men use the glass
escalator to elevate them into leadership roles within their organizations.

Four Conceptual Areas

M. Ryder (1998), presented four conceptual areas based on areas of dissonance
exhibited by women in the workplace. Garzaniti II (2017) followed Ryder and added to
the examination of dissonance through the lens of the four conceptual areas. Behaviors
associated with the conceptual areas of: (a) role confusion, (b) communication
differences, (c) cultural differences, and (d) women’s personal power that may cause
males to demonstrate dissonance will be examined.

Role Confusion

A. H. Eagly, Karau, and Makhijani (1995) indicated a wide range of expectations
for women and men in leadership roles. The research reported that people were more
successful in stereotypical masculine roles and women in feminine ones (A. H. Eagly et

al., 1995). Dissonance may occur when these roles become intertwined and men and
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women do not adhere to their assigned societal roles. People may associate a trait with
being male or female and not see the individual and each person’s own individual
characteristics (Brannon, 2005). Educational leadership has been male-dominated and
role confusion may be an area of impact on women aspiring to the position of
superintendent.
Communication Differences

M. Ryder and Briles (2003) indicate one of the most important elements of power
that people possess is the ability to communicate. B. Annis and Gray (2013) argue there
are differences in how men and women respond to workplace situations. By
understanding what these differences are and how to better facilitate communication,
dissonance between the sexes can be reduced. For example, B. Annis and Gray (2013)
found men felt women asked too many questions which delayed decision-making and
women reversely did not feel included in workplace conversations. Misunderstandings of
these common communication differences can often lead to dissonance experienced by
men in the workplace. When women display a collaborative and communicative
leadership style it is perceived in direct contrast to a more direct and aggressive male
communication style (M. Grogan & Shakeshaft, 2010). Much progress has been made
for women’s leadership communicative styles, however, this area remains a subject of
scrutiny for women in the leadership arena. Women continue to hone skills of effective
leadership communication styles to eliminate problems and sources of dissonance in the

workplace (M. Ryder & Briles, 2003).
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Cultural Differences

American society has a gender hierarchy that provides males with more power
and status than that of females (A. H. Eagly & Wood, 1999). Dissonance can occur when
women display too much femininity and not enough strength or masculinity in the work
place (B. Annis & Gray, 2013). Women trying to gain access to the world of school
superintendent enter a male dominated culture (Gill & Jones, 2013). Men and women not
only differ biologically but also in life experiences (Case & Oetama-Paul, 2015).
Changing the culture of a school system can cause competition and dissonance as it
disrupts how things have historically been done.

Discrimination exists as a reflection of role expectations dictated by society.
Dominant behaviors associated as more masculine are seen as less attractive in women in
the workplace (Ibarra et al., 2010). For women to succeed they must navigate this
labyrinth of being not too masculine or feminine in their managerial style (Johns, 2013;
S. J. Jones & Palmer, 2011; Superville, 2016; Zachary, 2010).

Women’s Personal Power

Due to the psychological disposition that women physically give birth they are
expected to not have the traits necessary for leadership, but those only for motherhood
(A. H. Eagly, Wood, & Diekman, 2000). Sandberg (2013) called for women to increase
their own personal power and sit at executive tables at the highest levels emphasizing
women should lean into conversations and not sit on the outside. Many studies report
that in order to gain top leadership positions, women must tear down barriers such as lack
of confidence and self-esteem (Briles, 1996; M. Ryder & Briles, 2003). When women’s

personal power is exerted in the workplace an increase in women’s confidence results
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often contributing to overcoming these internal barriers. Initially women often face a
backlash when they assert themselves in the workplace yet when they find their inner
power they are able to lead successfully (A. H. Eagly & Karau, 2002; Myers &
Sadaghiani, 2010).

Statement of the Research Problem

Women make up slightly more than half the population in the United States of
America (U. S. Census Bureau, 2017). They also supply the country with 56.8% of the
labor force (U. S. Bureau of Labor Statistics, 2015). In addition, the U. S. Census Bureau
further reported 42% of women earning a college degree, while only earning 82% of
what men earn on average.

In the United States, 73.3% of teachers are female (National Center for Education
[NCES], 2015), 65.1% education administrators (Bureau of Labor Statistics, 2015), and
78% of central-office staff (Superville, 2016) are female however only 27% of
superintendents are female (T. E. Glass et al., 2000). In K-12 education, women
substantially outnumber men except for the top position of leadership, that of the
superintendency. Little research can be found reporting the current gender break down
according to district and size of district within the K-12 superintendency. Researchers
agree that the K-12 system primarily consists of women and in order to bridge the
leadership gender gap, more women will need to become superintendents (T. E. Glass et
al., 2000; Munoz et al., 2014).

Researchers proclaim that transformational leaders are needed to bring about
change in contemporary organizations (Anderson & Anderson, 2010; Bass & Reggio,

2006). There are indicators that female leaders are often more transformational in their
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leadership styles than male leaders (A. H. Eagly & Carli, 2007; A. H. Eagly, Johannesen-
Schmidt, & Van Engen 2003).

Despite numerous studies that have evaluated the lack of female superintendents
in the K-12 school system and the evidence of gender bias (Banuelos, 2008; C. C.
Brunner & Kim; 2010; Dobie & Hmmel, 2001; Garn & Brown; 2008; M. Grogan &
Shakeshaft, 2010; Mufioz et al., 2014; Superville, 2016), few studies have identified the
behaviors female superintendents exhibit that may prompt male administrators with
whom they work in the California K-12 public school system to demonstrate behaviors
associated with gender dissonance (Garzaniti II, 2017; M. Ryder, 1998). Recent evidence
suggests that gender dissonance experienced by males who interact with females in the
workplace can impact a woman’s access to the position school superintendent. A
replication study of M. Ryder’s (1998) study would determine if change has occurred
over twenty years and what dissonance behaviors still hinder women in the advancement
of K-12 superintendent.

The literature regarding gender dissonance is minimal; however, it has been
updated since M. Ryder’s (1998) original study. Additional research is needed in the area
of gender dissonance and the impact it has within the educational workplace. Most
theorists believe that men and women need to gain awareness of dissonance behaviors
and societal gender expectations in order to change the existing culture (Bongiorno et al.,
2014; A. H. Eagly, Johannesen-Schmidt, & Van Engen, 2003; Prentice & Carranza,
2002). Garzaniti II (2017) recommends a replication study of M. Ryder (1998) that re-

visits the population from the original study. This replication of Ryder’s study would

18



show if change has occurred over time and what dissonance behaviors still hinder
women’s advancement to the role of superintendent in the K-12 school system.
Purpose Statements

The first purpose of this qualitative replication study was to discover what
behaviors female administrators exhibit that may prompt male administrators with whom
they work in the California K-12 education system to demonstrate behaviors associated
with gender dissonance.

The second purpose of this study was to determine what impact these dissonant
behaviors may have on women’s potential eligibility for advancement to the position of
superintendent in the California K-12 education system.

Research Questions

The following research questions were created to guide this research:

1. What behaviors exhibited by female administrators are perceived by selected
superintendents as prompting male administrators with whom they work in the
California K-12 educational environment to demonstrate behaviors associated
with gender dissonance?

2. How do selected superintendents feel dissonant behaviors exhibited by female
administrators’ impact women’s potential eligibility for advancement to the
position of superintendent?

Significance of the Problem

Research indicates that women continue to be underrepresented in the highest-

level positions and face barriers as they seek higher levels of leadership. Gender

stereotypes, few role models, and lack of mentorship all contribute to the lack of female
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leadership (Bynum, 2015; Chira, 2017; Sandberg, 2013). There is a lack of studies that
provide an insight into how gender roles impact women in their advancement in their
careers. Equally lacking in the research is the impact of male gender dissonance on the
advancement of women to the highest of leadership levels. This study sought to add to
the body of research and provide a greater understanding in this area.

On the current trajectory, women will not reach parity for almost 70 years (Klos,
2013). Gender inequality damages both the physical and mental health of millions of
females across the globe (UNICEF, 2006). For societal health, it is important that
women’s status relative to men improve and women become more visible in all areas of
leadership. Gender role belief has changed over the past 50 years and women continue to
take on more careers that have traditionally held by men and challenge traditional
stereotypical societal norms (A. H. Eagly, 1987; A. H. Eagly, Johannesen-Schmidt &
Van Engen, 2003). The lack of women represented at the highest-level positions in
organizations is still problematic.

Future leaders currently sitting in classrooms in the K-12 school system are not
exposed to female leadership in the highest position with only 27% of superintendents
being women (T. E. Glass et al., 2000; Kowalski, McCord, Peterson, Young, & Ellerson,
2011). Males are 40 times more likely to advance to the superintendency than women
(Skrla, 2000). The office of superintendent has also undergone a tremendous change due
to many educational reforms. Superintendents not only need to be strong leaders but also
need to be collaborative, demonstrate strong instructional leadership skills and serve as
role models to shape those they lead to transform schools that will educate the next

generation. A critical priority to decrease gender dissonance is needed to raise the
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consciousness of the public and district school boards in order to establish the need for
women to rise into the highest of influential K-12 public education positions.

M. Ryder’s 1998 study revealed dissonant behaviors exist between the sexes
within the K-12 school superintendent role. With the passing of 20 years, further
research into gender studies and leadership has occurred and this study will attempt to
explain if those same dissonant behaviors exist. Gazaniti’s (2017) study validated
Ryder’s findings and suggested a replication of Ryder’s study to revisit the population
from the original study. The study would need to exam literature and replicate the
research to determine if any changes have occurred in 20 years.

Further research on this topic will contribute data and evidence to formulate
strategies that can be implemented within the K-12 school system to help women
administrators attain the position of superintendent. The literature indicates and
magnifies the inequities that exists between the sexes in public education at the highest
level. Women have made strides since M. Ryder’s (1998) study, yet women still are
underrepresented as K-12 superintendents. The research is clear that women need to
continue to exemplify their strengths and challenge traditional societal gender roles and
expectations that are ingrained into our societal norms. As men and women become
aware of existing dissonant behaviors, this awareness will perpetuate the change in
attitudes that need to occur in order to avoid dissonance feelings and behaviors.

Definitions
Barrier. Something that hinders the forward progress of a person or movement.
Communication. Information that is exchanged between two individuals using

verbal and non-verbal methods.
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Culture. Beliefs, customs, and the way of thinking in a society or organization.

External barriers. Outside factors that women may experience that impedes the
ability to attain promotions to position of upper leadership.

Female administrator. Females that are employed by a school district which hold
a position of evaluator and supervisory authority on a school site. Examples of positions
are assistant principal, principal, directors, and coordinators.

Gender dissonance. The conscious or subconscious incongruity that men and
women may feel when they work together (M. Ryder & Briles, 2003).

Gender roles. Societal roles that are assigned to men and women that exemplifies
society stereotypes (W. Wood & Eagly, 2012).

Glass ceiling. A term that is used to describe the invisible barrier women may
encounter that hinders them in achieving promotions into the highest-level positions.

Glass escalator. A term that is used to describe the fast-upward trajectory to
senior level positions that men encounter in female dominated industries.

Internal barriers. Intrinsic factors that women may experience that impedes their
ability to attain promotions to position of upper leadership.

Male gender dissonance. The conscious or subconscious incongruity that men
may feel when they work together with the opposite sex in the workplace (M. Ryder &
Briles, 2003).

Mentor. A person that gives advice and guidance to a less experienced individual
in an organization.

Sponsor. A person that gives advice, guidance, and becomes an active advocate

that networks and assists in promoting a less experienced individual in an organization.
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Superintendent. The head of a school system, composted of schools and
departments, hired by the school board to directly manage the administrative affairs of a
school district.

Delimitations

This study was delimited to K-12 public education superintendents in southern
California. Only superintendents who: (a) had a minimum of one year’s experience as a
K-12 public education superintendent, (b) were knowledgeable of women’s issues in K-
12 public education, (c) exhibited strong verbal and non-verbal communication skills,
and (d) were recognized throughout the K-12 public education community for their
support to mentor female superintendents or those that aspired to the position were asked
to participate in this study. To satisfy these delimiters, the researcher employed snowball
sampling. Findings from this study were only generalizable to this specific population.

Organization of the Study

Chapter I established the foundation for the reader with the background, purpose,
and research questions of the study. Chapter II gave support to the study and reviewed
literature surrounding the area of study through a theoretical framework on gender
differences and dissonance. Chapter III outlines the methodology of the study and gives
substance through information given by the examined population, the sample, and the
researcher’s background. In addition, Chapter III gives definition to the study through
the purpose, research questions, instrumentation, data collection, data analysis, and the
timeframe the structure attained completion. Chapter IV analyzed and discussed results
derived from data collected in the study. Chapter V provided the findings and suggested

conclusions as well as recommendations for future areas of research based on the data.
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CHAPTER II: REVIEW OF THE LITERATURE
Introduction
“We need women at all levels, including the top, to change the dynamic, reshape the
conversation to make sure women’s voices are heard and heeded not overlooked and
ignored.” - Sheryl Sandberg, COO Facebook
Chapter II will ground this study in the existing literature as it pertains to women
searching for the position of superintendent within the public K-12 school system and the
hurtles they must overcome. This chapter will begin with the explanation of what gender
dissonance entails and how it plays a role in the rise of women in the public education
world. Next it will give the reader the pathway of women in the workforce as leaders, in
education, and as superintendents. The theoretical framework will address five gender
theories and gives an understanding of how gender dissonance occurs in education at the
highest levels. The following section provides women’s access to superintendency and
the impact on eligibility for advancement to this position. Stereotypes, work-family
conflicts, mentorship, sponsorship, glass ceilings, and the glass escalator will be
addressed as impacts on the rise of women. Challenges faced by women are explained
through the four conceptual areas of: (a) role confusion, (b) communication differences,
(c) cultural differences and (d) women’s power. The goal of this literature review is to
set the stage of what has been written in the literature during the time period since Dr.
Ryder’s original study undertaken in 1998.
Gender Dissonance
Festinger (1957) first introduced the concept of cognitive dissonance theory and

from this theory the concept of gender dissonance was born. When individuals feel
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psychologically uncomfortable and are in contrast to normal feelings it can be referred to
as dissonance (Festinger, 1957). Human beings seek to find pleasure and happiness.
When confronted with pain, sadness, or uneasiness they tend to flee or avoid. When
emotions are exhibited that are not generally shown in a particular situation dissonance
can occur (Hopp, Rohrmann, Zapf, & Hodapp, 2010). Festinger (1957) outlined that
when a person finds themselves grappling with new information in their framing of old
understandings cognitive dissonance occurs (Gorski, 2009). Psychological discomfort
becomes dissonance when it is incongruent with an individual’s prior belief (Drill, 2014).

To combat dissonant feelings, one must be flexible and adaptive to resolve the
conflict of current feelings and prior experiences (Macrae & Bodenhausen, 2000). The
feeling of dissonance causes discomfort and therefore is not sought out. In order to
change dissonance Festinger (1957) surmised that the environment that created the
dissonant feelings must be changed. The work that was done by Festinger created the
foundation for the theory of gender dissonance to emerge.

According to the work of M. Ryder and Briles, (2003) gender dissonance is the
“subconscious discomfort, uneasiness or anger that men may feel when they interact with
women” (p. 29). The discord that happens in one’s mind is cognitive dissonance, the
discord the sexes feel toward each other is gender dissonance. M. Ryder’s (1998) study
purports that behaviors exhibited by females may create dissonance in their male
colleagues and can build barriers that hinder the advancement of females to the highest
leadership positions. Being an assertive change agent is revered in men and yet socially
frowned upon for women thus females pay a cost for their accomplishments if they are

seen as creating a disturbance in the social continuum (Sandberg, 2013).
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Aggressive and hard-charging women violate unwritten rules about acceptable

social conduct. Men are continually applauded for being ambitious and powerful

and successful, but women who display these same traits often pay a social

penalty. Female accomplishments come at a cost. (Sandberg, 2013, p. 17)

Women in the Workforce

Women have been a part of the working landscape in American history since the
mid-1800s (Kessler-Harris, 2003). Women ran hotels, sold baked goods, and even mined
during the California gold rush (Johnston & Johnson, 2017). A. H. Eagly and Carli
(2007), state that women accounted for only 18% of the workforce in the early 1900s.
Most served as domestic workers, hairstylists, seamstresses, and nurses (Kwolek-Folland,
2007). Rosy the Riveter emerged during World War II to show women they had a role to
fulfill in the workplace in order to help win over a common enemy while working in the
factories (Doepke, Hazan, & Maoz, 2015; Lewis & Neville, 1995). Women needed to
provide for their children while their husbands were at war. They also began to fill
clerical and retail jobs and started to branch into the business world especially after a
death of a spouse (Kessler-Harris 2003).

The female labor force increased 50% from 1950 to 1970 (J. P. Smith & Ward,
1985; Wan Ismail & Al-Taee, 2012). It was during this and the next decade that women
began to understand and embrace that being in the workforce was a viable option. Title
VII of the Civil Rights Act in 1967 made it illegal to discriminate against an individual
based on their sex and started a change in hiring practices in the United States (A. H.
Eagly & Carli, 2003). This important legislation now gave women the legal foothold into

the world of work and resulted in women becoming a permanent fixture in the American
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labor force. During this time, the feminist movement of the 1960s and 1970s was
determined to gain more equality for women (A. H. Eagly & Carli, 2003). Equality in
pay and position for women was the focus. With more and more women becoming a part
of the labor force and earning college degrees at a faster rate many began seeking higher
leadership positions (Gutek, 2001). As a result, women ages 25 to 64 earning college
degrees more than tripled from 1970 to 2014 (U. S. Bureau of Labor Statistics, 2015).
Women in Leadership Roles

Currently, women are more educated than in the past (Johnston & Johnson, 2017).
While women are represented in almost all career fields the news is not all good (U. S.
Bureau of Labor Statistics, 2015). Although women have higher education and access to
a broader spectrum of jobs their earning power is still less than males (Catalyst, 2017). In
2016, women working in a full- time capacity still earned almost 20 percent less than
those of their male counterparts (Catalyst, 2017). Women in the past came into the
workforce out of necessity and now enter various career opportunities with a passion to
strive for leadership in addition to having families to support with dual or single incomes
(Szameitat et al., 2015). Women that attain the elusive C-suite of chief executive
positions still hover around 6.9% in Fortune 1000 companies (Chira, 2017).
Overwhelmingly men continue to sit in the most powerful chairs of leadership. To see
women at the highest echelon of leadership is not the norm in the United States of
America.

The research is clear; women are attaining advanced degrees at a higher rate than
men (Koch, D’Mello, & Sackett, 2015). Women knew that in order to reach higher level

leadership roles women, they need to attain the necessary education (Cheung & Harpern,
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2010). Fifty-eight percent of women are earning bachelor’s degree, 23% are earning
master’s degrees and 5.50% are earning doctoral degrees, thus taking the time and
finances to gain these degrees in order to enter the workforce and in turn be considered
for higher positions (Ginder, Kelly-Reid, & Mann, 2016).

Society still views leadership roles to be held by strong males (A. H. Eagly &
Wood, 2011). When women attain upper tier positions of leadership the societal
expectation to conform to male behaviors is prevalent (A. H. Eagly & Carli, 2003; A. H.
Eagly & Wood, 2011). People have the expectation that being aggressive and bold is an
expectation in order to become a leader and is connected to being masculine (Madden,
2011). “People more easily perceive men as being highly competent, men are more
likely to be considered leaders, given opportunities, and ultimately emerge as leaders than
women” (Madden, 2011, p. 61). Yet high level positons have changed into building
capacity and shared leadership in a collaborative nurturing atmosphere which has been
documented in the literature as a leadership skill employed by females (Gipson, Pfaff,
Mendelsohn, Catenacci, & Burke, 2017; Zenger & Folkman, 2012). Interesting, the
traditional manager is now being replaced with leaders that work together towards
common shared goal amongst their employees.

From the beginning of time, men have dominated the arena of leadership and have
therefore defined the style and roles of a leader in society (A. H. Eagly & Johannesen-
Schmidt, 2001). The perception and expectations in leadership is that the role must be
masculine in nature (A. H. Eagly & Wood, 2011). Women are seen as not being able to
meet the expectations that high level executive positions demand to be an effective leader

(M. Grogan & Shakeshaft, 2010). In addition, research also suggests that women are
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cerceived as not wanting to lead and not being qualified enough to lead (Koch, D'Mello,
& Sackett, 2015).
Women in Educational Leadership

During the early 1800s men dominated the teaching profession. Women were
expected to be at home taking care of the household and not in the workforce. The career
of school administrator emerged in the mid-1800s with men exclusively securing this
position and women picking up the void to take on the job of teacher (Blount, 1998). By
the late 1800s men and women were equally represented in the education field and by the
1900s women held 70% of all the teaching positions which has not changed much over
the past century (Blount, 1998). In 1909 Ella Flagg Young, the first female
superintendent of the Chicago Public Schools stated that “Women are destined to rule the
schools of every city,” (Blount, 1998, p. 1). Despite her enthusiasm this has not yet
materialized in the 21st century.

Society has aligned the role of teacher as one that is nurturing and caring, with
these characteristics primarily seen as female in our society (A. H. Eagly & Wood, 2011).
Women have been stereotyped with character traits such as being emotional, submissive,
and dependent that are not aligned with strong leadership (Hill, 2013; Wagner & Berger,
1997). Characteristics of being competitive, authoritarian, independent, task orientated,
and individualistic are seen as positive and masculine and therefore traits to seek in great
leaders (Walker & Aritz, 2015). Women in turn bring the gift of being supportive and
inclusive and thus assisting organizations from being ruled by an iron fist to being lead
with an outstretched hand. Shirley Hufstedler, the first U. S. Secretary of Education

stated, “The large gender gap in education leadership reflects the large gender gap in
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every other profession and business in the United States” (as cited in Litmanovitz, 2010,
p. 26). With education being a segregated field the gender gap continues to be prevalent
even at the highest level.
Women Superintendents

Although women represent 76.3% of the teaching force and 78% of central-office
staff, only 27% have reached the office of superintendent (Superville, 2016). The U. S.
Census Bureau states that the position of superintendent is one of the most male
dominated executive level professions in the United States (as cited in Bjorn, 2000). The
underrepresentation of women is not from a lack of training or experience, but more the
norms and beliefs society sets regarding leadership (C. Shakeshaft, 1987; Skeete, 2017).

To be an effective superintendent and individual must be extremely skilled in
many areas. Strong knowledge in finance, operations, and political intelligence are
essential as they are all encapsulated in leading a charge of improving curriculum and
instruction (C. C. Brunner & Kim, 2010; J. A. Dana & Bourisaw, 2006a; Dowell &
Larwin, 2013; Lane-Washington & Wilson-Jones, 2010). Increased accountability at the
state and federal levels of government with less and less funding has added to the
difficulty of the position. The superintendent is the CEO of the public-school district in
which they serve. Even with the overwhelming numbers of women serving at all levels
in the school system the highest level still remains predominately male (Skeete, 2017).

The most successful pathway in which to reach the level of principal is in the
elementary route although many more superintendents come from the secondary school
arena (Bell & Chase, 1993; Domenech, 2010). Women, according to C. Shakeshaft

(1987), either take the route of elementary principal or lead specialist, and then end at a
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district level supervisor or director type role. Males have many different pathways in
which they can ascend to the level of superintendent. They are able to move from
elementary principal/vice principal secondary to supervisor/secondary principal to
assistant superintendent and finally to superintendent (C. Shakeshaft, 1987; C. C.
Brunner & Kim, 2010). Prior to acquiring an administrative role, males also take on role
of athletic coach. The position of athletic coach can be very important as 63% of male
superintendents have served as coaches in their career which can lead to the assumption
that coaching can lead to more leadership opportunities such as secondary administrative
positions (C. C. Brunner & Kim, 2010; T. E. Glass et al., 2000). C. C. Brunner (2000)
reported that half of all men and only one-fifth of women in high level educational roles
serve as high school principals, which is commonly considered an integral step in
attaining the position of superintendent. Seventy percent of all superintendents come
from the secondary school forum with only 18% of female superintendents having
experience in secondary education (T. E. Glass et al., 2000; T. E. Glass & Franceschini,
2007).

Female superintendents have a higher likelihood of being single, widowed,
divorced, or engaged in commuter marriages (Reed & Patterson, 2007). According to the
decennial study of American Superintendents conducted by the American Association of
School Administrators (AASA) 93.8% of male superintendents were married, compared
to 81.8% of female superintendents (Kowalski et al., 2011). Over 6.6% of the women
reported were single as compared to only 2% of men as well as only 8.8 % of women
indicated they were divorced as compared to 3.7% of males (Kowalski et al., 2010).

Several researchers suggest that these figures could indicate that women in high level
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careers may have a more difficult time maintaining relationships which could potentially
cause other women to not seek the job (Peeters, Montgomery, Bakker, & Schaufeli,
2005).

Men also obtain the level of superintendent earlier than women. Eighty-point six
percent of male superintendents and 50% of females enter their first administrative post
before 36 years of age (C. C. Brunner & Kim, 2010). Fifty-six-point three percent of men
obtain their first superintendent position by 45 years of age, whereas only 30.6% of
women were able to do so by the same age (Kowalski et al., 2010).

This extra time spent in the classroom and in roles beneath the superintendency
could be seen as beneficial as the job of superintendent is no longer seen as managerial
but one of instructional leadership (C. C. Brunner & Kim, 2010). Women encounter
barriers as they seek the positon of superintendent and through an understanding of
gender theory the labyrinth of gender dissonance in educational administration will be
explained.

Theoretical Framework

Human beings tend to behave within their traditional gender roles (A. H. Eagly &
Wood, 1991). Society perpetuates these stereotypes and compartmentalizes men and
women into perceived roles (A. H. Eagly & Johannensen-Schmidt, 2001). When women
step outside these society expectations and fail to fulfill their roles, discord occurs and
prejudice against female leaders can occur (A. H. Eagly & Karau, 2002). When a
violation of what is expected of females happens dissonance ensues and negatively

impacts how females are perceived (J. K. Burgoon & Hale, 1988). Through all these
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theories, human beings portray themselves as female or male which can be in direct
conflict of how individuals see themselves (J. H. Pleck, 1995).

In order to provide an understanding of what impedes women from attaining high
level management positions a theoretical framework will be used. These five theories
give a scholarly perspective to the problem of gender dissonance in the workplace and
how they occur in educational administration.

Expectation States Theory

Bales’ (1950) seminal study established the expectation states theory. His study
paved the way for more researchers to study and discover many social and gender
theories. In this study Bales determined that in group interactions status hierarchies
happen very quickly. The four correlated behaviors he observed were participation
initiated, opportunities given to participate, evaluations received, and influence over
others. An example to explain this theory was if a group member spoke more than others
they were seen as having the best ideas and were more likely to gain influence on the
direction of the group (Correll & Ridgeway, 2006). One example of this theory would be
speaking more often is interpreted as being more assertive and therefore seen as having
more leadership capacity and the individual gained a higher position in the group.

Status hierarches occur within groups when they are working towards
accomplishing a collective goal or task. These goals and tasks are important in
expectancy theory as this is what generates the pressure of hierarchal levels to emerge
and how many opportunities individuals are given to contribute and participate. Social
characteristics such as race, gender, and physical attractiveness influence the status that is

achieved within the group. Stereotypically men are seen having more dominant
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personality traits and women are seen as submissive and less likely to take charge of a

group (Wagner & Berger, 1997) (see Figure 1).

Social characteristics

(race. gender, physical ™
attractiveness)
Social rewards —— Performance expectations —* Behavioral

inequalities/status hierarchies

P

Behavior patterns

Figure 1. Status Heirarchies. Adapted from “Expectation States Theory,” by S. J. Correll
and C. L. Ridgeway, 2006, Handbook of Social Psychology, 29-51.

Society expects women and men to behave in certain ways (Koenig, Eagly,
Mitchell, & Ristikari, 2011). For example, tasks are often determined to be more male or
more female in nature (Wagner & Berger, 1997). The expectation is that men are more
competent in male tasks and vice versa. Men want to get the job done while women want
to ensure that relationships are nurtured along the way (Wagener & Berger, 1997). Men
are seen as more rational, dominant and independent, while, women are seen as
emotional, submissive, and more dependent. The pressure to conform to societal
expectations and traditional gender alignment can create advantages and disadvantages
for men and women (Koenig et al., 2011).

Women in the expectations states theory are held to a higher moral standard than
men and are judged far more harshly for mishaps (Correll & Ridgeway, 2006). When
women take on an assertive role in a group, they are likely to be ignored or viewed
negatively (Reid, Palomares, Anderson, & Bondad-Brown, 2009). Women must work
harder to outperform men in order to gain the respect necessary to be judged equally
among peers (C. L. Ridgeway & Correll, 2004). For example, commentators have

suggested in the national presidential election in which the first women, Hillary Clinton
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Based on the findings of this study, a replication study that uses a sample of
current and retired superintendents, as retired superintendents may be more
willing to share more explicit examples of gender dissonance.

The current study revealed that playing a sport or having a strong knowledge
base of sports gives female superintendent candidates access to more
opportunities for career advancement. It is recommended to explore if playing
or knowledge of supports could give females more access to opportunities for
advancement.

The current study revealed the impact of membership in women’s
organizations, networks, and mentorship to the ascension into the position of
superintendent. It is recommended to explore how these women’s
organizations, networks, a mentorship help women attain the position of
superintendent.

Based on the findings and literature it is recommended a study be conducted
comparing school board hiring practices in southern California and the
influence of search firms.

Based on the literature and the supporting information a replication study that
uses assistant or deputy superintendents as the population would add to the
depth of this research.

Based on the findings of this study dissonant behaviors can impact women
and their eligibility for advancement. A replication study using females that
sought the career of superintendent and did not get the position would add to

the depth of this research.
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A Comparative Look at the Original Study

This study is a replication of Dr. Ryder’s original dissertation in 1998. It explored
the impact of K-12 superintendents in southern California 20 years ago. In the original
study four conceptual areas surfaced: (a) role confusion, (b) communication differences,
(c) cultural differences, and (d) women’s personal power.

Dr. Ryder (1998) discovered that specific behaviors that women exhibited caused
men to react negatively. They felt anger, frustration, confusion, resentment, and other
negative feelings when women conducted them in certain ways. The female could dress
in a provocative manner, it could be the way she spoke, she was too feminine, too
masculine, or was just trying too hard to prove herself on the workplace. All of these
behaviors created males to react and created dissonance in the work place. Ryder
determined in her study that these behaviors ultimately impact females in their search for
advancement to the position of superintendent.

Garzaniti (2017) replicated Ryder’s 1998 study using community college CEO’s
as his population. He determined that Dr. Ryders’s findings were alive, well and still had
validity. Garzaniti determined that there may be one more content area, evolution of
gender interaction. His study had much of his data concentrated in the area of role
confusion and cultural differences. From this finding he concluded that gender
communication has improved from the original 1998 study.

This study found that the findings of Dr. Ryder’s (1998) study are still intact in
educational administration today. Gender dissonance occurs and is still prevalent. These
dissonant behaviors still impact females in their pursuit of advancement in the highest

ranks of educational administration. Dr. Ryder and Dr. Garzaniti (2017) both
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recommended that the original study be replicated. The findings from this study closely
resemble both dissertations findings. Educational administration still experiences gender
dissonance and impacts females in their aspiration of advancement to the position of
superintendent.

The four conceptual areas were referred to by the participants in this study.
Sexual tension continued to be an area that males felt uncomfortable especially in the
area of how women dress. Women still need to be aware of being overly emotional in the
workplace. The #MeToo movement has infiltrated educational administration and has
caused men to become fearful of how they interact with females. Finally, women need to
be aware that they need to be advocates of their sisters and not so judgmental in areas
such as appearance.

The researchers in this cadre agree that a greater spotlight needs to be placed on
gender dissonance and the impact it has on the workplace. In order for equity to be
achieved, men and women need to learn about each other. Our differences and
similarities should be celebrated and used to help one another lead our organizations
towards excellence. A greater awareness of behaviors may change how these behaviors
are viewed. Feelings of dissonance can be avoided if they are brought to the forefront of
discussions.

Concluding Remarks and Reflections

As a woman in an educational leadership role I have been a victim of gender
dissonance. I have been overlooked in attaining positions purely because I am a woman.
I have witnessed and experienced sexual harassment in the workplace. Many extremely

gifted and intelligent female leaders have come before me and paved the way for all
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women to ascend to the highest level of leadership. For a district that has been around for
over 50 years, we have recently had our first female superintendent. We exemplify what
is happening throughout our nation. The literature illustrates that women face many
barriers when they seek the position of superintendent.

I have always had to work extremely hard for every position ever acquired. I was
the child of immigrant parents that did not speak English. They modeled how hard work
gets you the life you aspire to. I was encouraged by my father to do well in school. 1
also immigrated to a new county and had no family ties in the area of education. I
experienced political agendas when trying to gain employment and to move up in my
own school district. When I cast my net to other school districts I realized I was a person
seen as a potential leader with excellent experience and skill. I have learned to become a
better leader with every experience lived through, excellent mentorship, and continued
education. I have learned my strengths, my weaknesses, and how to treat others with
respect regardless if male or female.

The interviews conducted with these exceptional 14 superintendents was an
amazing experience. Almost each participant began the interviews feeling that they had
nothing to add to the study however at the end of the interviews they left understanding
what gender dissonance was and how they had experienced it throughout their own
careers. These interviews were so enjoyable and I gained insight and mentorship along
the way from some incredible educational leaders.

I am grateful to Dr. Ryder that she had the belief and trust that I could replicate
her study and give it the respect it deserved. This study educated me on the concept of

dissonance. Through the review of the literature and conducting the study I have become
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so much more reflective of my own behaviors and watching those that surround me. 1
have learned that as humans we need to celebrate our differences and our similarities.
We need to learn to be confident in our strengths as well as our weaknesses. If we build
on each other we can create teams that create educational institutions that inspire and

cultivate students that become amazing human beings.

169



REFERENCES

Affeldt, J. T. (2015, Mar. 2). New accountability in California through local control
funding reforms: The promise and the gaps. Special Series. A New Paradigm for
Educational Accountability: Accountability for Resources and Outcomes, 23(23).
Retrieved from http://doi.org/10.14507/epaa.v23.2023

Amanatullah, E. T., & Morris, M. W. (2010). Negotiating gender roles: Gender
differences in assertive negotiating are mediated by women’s fear of backlash and
attenuated when negotiating on behalf of others. Journal of personality and social
psychology, 98(2), 256.

American Association of School Administrators. (2016). 2016 AASA superintendent
salary and benefits study. Retrieved from https://www.aasa.org/uploadedFiles/
Banners/2016%20Superintendent%20Salary%20and%20Benefits%20Study%20N
on-Member%?20Edition.pdf

Anderson, D., & Anderson, L. A. (2010). Beyond change management: How to achieve
breakthrough results through conscious change leadership (Second ed.). San
Francisco: Pfeiffer.

Annis, B. (2010). Same words, different language: An updated guide for improved
gender intelligence at work (2nd ed.). Alpharetta, GA: Barbara Annis &
Associates, Inc.

Annis, B., & Gray, J. (2013). Work with me: The 8 blind spots between men and women
in business. Macmillan.

Association of California School Administrators (ACSA). (2008). Women in education

leadership. Retrieved from http://www.acsa.org/FunctionalMenuCategories/

170



Ayman, R., & Korabik, K. (2010). Leadership: Why gender and culture matter. American
Psychologist, 65(3), 157.

Baker, C. (2014). Stereotyping and women's roles in leadership positions. Industrial &
Commercial Training, 46(6), 332.

Bales, R. F. (1950). A set of categories for the analysis of small group interaction.
American Sociological Review, 15(2), 257-263.

Banuelos, M. V. (2008). Gender bias experienced by women superintendent’s in
California. Dissertation Abstracts International Section A, 69, 780.

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership. Psychology Press.

Bear, J. B., & Babcock, L. (2012). Negotiation topic as a moderator of gender differences
in negotiation. Psychological science, 23(7), T43.

Bell, C., & Chase, S. (1993). The underrepresentation of women in school leadership. In
C. Marshall (Ed.). The new politics of race and gender: The 1992 yearbook of the
Politics of Education Association (pp. 140-154). Washington, DC: Falmer.

Benzel, B. L. & Hoover, K. E. (2015). The superintendent and the cfo: Building an
effective team. Lanham, MD: The Rowman & Littlefield Publishing Group, Inc.

Bjork, L. G. (2000). Introduction: Women in the superintendency--advances in research
and theory. Educational Administration Quarterly, 36(1), 5. Retrieved from
http://search.proquest.com/docview/214369150?accountid=14749

Bjork, L. G., Kowalski, T. J., & Browne-Ferrigno, T. (2014). The school
district superintendent in the United States of America. Educational Leadership
Faculty Publications, Paper 13. Retrieved from http://ecommons.udayton.

edu/eda_fac pub/13

171



Blade, V. H. (2017). Sponsors Are A Game Changer For Your Career: Here's How To
Approach Them. Forbes.

Blount, J. M. (1998). Destined to rule the schools: Women and the superintendency,
1873-1995: SUNY Press.

Bongiorno, R., Bain, P. G., & David, B. (2014). If you're going to be a leader, at least act
like it! Prejudice towards women who are tentative in leader roles. British Journal
of Social Psychology, 53(2), 217-234. doi:10.1111/bjso.12032

Borelli, J. L., Nelson, S. K., River, L. M., Birken, S. A., & Moss-Racusin, C. (2017).
Gender differences in work-family guilt in parents of young children. Sex Roles,
76(5-6), 356-368.

Bowles, H. R., Babcock, L., & McGinn, K. L. (2005). Constraints and triggers:
situational mechanics of gender in negotiation. Journal of Personality and Social
Psychology, 89(6), 951.

Bowman, K. (2018). Sexual Harassment: What Do The Polls Say? Forbes.

Brannon, R. (2005). Gender and Psychological Perspectives (4th ed). Boston, MA: Allyn
& Bacon.

Brescoll, V. L., & Uhlmann, E. L. (2008). Can an angry woman get ahead? Status
conferral, gender, and expression of emotion in the workplace. Psychological
science, 19(3), 268-275.

Briles, J. (1996). GenderTraps: Conquering confrontophobia, toxic bosses, and other
land mines at work. McGraw-Hill Companies.

Brunner, C. C. (1999). Sacred dreams: Women and the superintendency. Albany,

NY: State University of New York.

172



Brunner, C. C. (2000). Unsettled moments in settled discourse: Women superintendents'
experiences in inequality. Educational Administration Quarterly, 36(1), 76-116.

Brunner, C. C., & Kim, Y. (2010). Are women prepared to be superintendents? Myths
and misunderstandings. Journal of Research on Leadership Education, 5(8), 276-
309.

Bryans, P., & Mavin, S. (2003). Women learning to become managers: learning to fit in
or to play a different game? Management Learning, 34(1), 111-134.

Burgoon, J. K. (1993). Interpersonal expectations, expectancy violations, and emotional
communication. Journal of Language and Social Psychology, 12(1-2), 30-48.

Burgoon, J. K., & Hale, J. L. (1988). Nonverbal expectancy violations: Model elaboration
and application to immediacy behaviors. Communications Monographs, 55(1),
58-79.

Burgoon, J. K., & Walther, J. B. (1990). Nonverbal expectancies and the evaluative
consequences of violations. Human Communication Research, 17(2), 232-265.

Bynum, Y.P. (2015). The power of informal mentoring. Education, 136(1), 69-73.

California Department of Education (CDEDb). (2016, Aug. 21). Fingertip facts on
education in California - CalEdFacts: Ethnic distribution of public school
teachers: 2015—16 [Data file]. Retrieved from http://www.cde.ca.gov/
ds/sd/cb/ceffingertipfacts.asp

Carpenter, J. (2018). California wants to mandate a woman on every company board.
CNN Money. Retrieved from: https://money.cnn.com/2018/08/30/pf/california-

women-company-boards/index.html

173



Case, S. S., & Oetama-Paul, A. J. (2015). Brain biology and gendered discourse. Applied
Psychology, 64(2), 338-378.

Catalyst. (2017). Quick Take: Statistical Overview of Women in the Workplace Retrieved
from http://www.catalyst.org/knowledge/statistical-overview-women-workforce

Chang, A. (2012, Oct. 27). More women in tech, more women mentors. Forbes.
Retrieved from http://www.forbes.com/sites/women2/2012/10/27/more-women-
intech-more-women-mentors/

Chase, S. E. & Bell, C. S. (1990). Ideology, discourse, and gender: how gatekeepers talk

about women school superintendents. Social Problems, 37 (2), 163-177.

Cheung, F. M., & Halpern, D. F. (2010). Women at the top: Powerful leaders define
success as work + family in a culture of gender. American Psychologist, 65(3),
182-193. doi:10.1037/a0017309

Chin, J. L. (2011). Women and Leadership: Transforming Visions and Current Contexts.
Forum on Public Policy: A Journal of the Oxford Round Table, 1-12.

Chira, S. (2017, July 21). Why women aren’t C.E.O’s, according to women who almost
were. New York Times.

Clance, P., & Imes, S. (1978). The impostor phenomenon in high achieving women:
Dynamics and therapeutic intervention. Psychotherapy: Theory, Research and
Practice, 15(3), 241-247.

Clarke, M. (2011) Advancing women's careers through leadership development
programs, Employee Relations, 33(5), 498-515.

Coates, J. (2015). Women, men and language: A sociolinguistic account of gender

differences in language. Routledge.

174



Comeaux, L. L. (2009). Stories of women superintendents in small, rural schools: A
narrative nonfiction study. Stephen F. Austin State University. ProQuest
Dissertations and Theses. Retrieved from http://ezproxy.emich.edu/login?url=
http://search.proquest.com/docview/305184115%accountid=10650

Connell, P. H., Cobia, F. J., & Hodge, P. H. (2015). Women's Journey to the School
Superintendency. Alabama Journal of Educational Leadership, 2, 37-63.

Corley, D., & Warner, J. (2017). Women’s leadership by the numbers.

Correll, S. J., & Ridgeway, C. L. (2006). Expectation states theory Handbook of social
psychology (pp. 29-51). Springer.

Cotter, D. A., Hermsen, J. M., Ovadia, S., & Vanneman, R. (2001). The glass ceiling

effect. Social Forces, 80(2), 655-682.

Council, F. C. (2018). 15 Biggest Challenges Women Leaders Face And How To
Overcome Them. Forbes.

Creswell, J. W. (2007). Qualitative inquiry and research design: Choosing among five
approaches. Thousand Oaks, CA: Sage.

Creswell, J. W., & Miller, D. L. (2009). Determining validity in qualitative inquiry.
Theory into practice, 39(3), 124-130.

Creswell, J. W., & Plano Clark, V. L. (2011). Designing and conducting mixed methods
research. Thousand Oaks, CA: Sage.

Cubillo, L., & Brown, M. (2003). Women into educational leadership and management:

international differences?. Journal of Educational Administration, (3). 278.

175



Cumings Mansfield, K., Welton, A., Lee, P. L., & Young, M. D. (2010). The lived
experiences of female educational leadership doctoral students. Journal of
Educational Administration, 48(6), 727-740.

Dana, J. A., & Bourisaw, D. M. (2006a). Overlooked leaders. American School Board

Journal. 27-30.

Dana, J. A., & Bourisaw, D. M. (2006b). Women in the Superintendency: Discarded
Leadership. Rowman & Littlefield Education.

Dancy, T. E., II, & Brown, M. C., II. (2011). The mentoring and induction of educators
of color: addressing the impostor syndrome in academe. Journal of School
Leadership, (4), 607. Retrieved from
http://libproxy.chapman.edu/login?url=http://search.ebscohost.com/login.aspx?dir
ect=true&AuthType=ip,uid&db=congale & AN=edsgcl.281176633 &site=eds-live

Denmark, F. L., & Paludi, M. A. (2018). Women and Leadership. Springer.

Derks, B., Ellemers, N., Van Laar. C., & De Groot, K. (2011). Do sexist organizational
Cultures create the Queen Bee? British Journal of Social Psychology, 50(3), 519-
535

Derrington, M. L., & Sharratt, G. (2009). Female superintendents: Breaking barriers and
challenging life styles. Delta Kappa Gamma Bulletin, 75(2), 8.

Dobie, D. F., & Hummel, B. (2001). Successful Women Superintendents in a Gender-
Biased Profession. Equity and Excellence in Education, 34(2), 22-28

Doepke, M., Hazan, M., & Maoz, Y.D. (2015) The Baby Boom and World War II: A

Macroeconomic Analysis. Review of Economic Studies, §2(3), 1031-1073.

176



Domenech, D. A. (2010). AASA’s status check on the superintendency. The School
Administrator, 11(67), 309-315.

Dowell, M. L., & Larwin, K. H. (2013). Gender equity in educational administration:
Investigating compensation and promotion. Journal of Research in Gender
Studies, 3(1), 53.

Drill, K. (2014). Social Expectancies and Cognitive Dissonance: Perceiving and
Responding to Gender.

Dunseha, G. (1998). Beginning principals and the issue of gender in rural and
Regional areas. Asia-Pacific Journal of Teacher Education, 26(3), 203-215

Eagly, A. (1987). Sex differences in social behavior: A social-role interpretation,
Lawrance Erlbaum Associates. Hillsdale, N.J.

Eagly, A. H. (2007). Female leadership advantage and disadvantage: Resolving the
contradictions. Psychology of Women Quarterly, 31(1), 1-12.

Eagly, A. H. (2009). The his and hers of prosocial behavior: An examination of the social
psychology of gender. American Psychologist, 64(8), 644.

Eagly, A. H., & Carli, L. L. (2003). The female leadership advantage: An evaluation of
the evidence. The Leadership Quarterly, 14(6), 807-834.

Eagly, A. H., & Carli, L. L. (2007). Through the labyrinth: The truth about how women
become leaders. Boston, MA: Harvard Business School Publishing Corporation.

Eagly, A. H., & Chin, J. L. (2010). Diversity and leadership in a changing
world. American psychologist, 65(3), 216.

Eagly, A. H., & Diekman, A. B. (2005). What is the problem? Prejudice as an attitude-in-

context. On the nature of prejudice: Fifty years after Allport, 19-35.

177



Eagly, A. H., & Johannesen-Schmidt, M. C. (2001). The leadership styles of women and
men. Journal of Social Issues, 57(4), 781-797.

Eagly, A. H., Johannesen-Schmidt, M. C., & Van Engen, M. L. (2003). Transformational,
transactional, and laissez-faire leadership styles: a meta-analysis comparing
women and men.

Eagly, A. H., & Karau, S. J. (1991). Gender and the emergence of leaders: A meta-
analysis. Journal of Personality and Social Psychology, 60(5), 685.

Eagly, A. H., & Karau, S. J. (2002). Role congruity theory of prejudice toward female
leaders. PsychologicalRreview, 109(3), 573.

Eagly, A. H., Karau, S. J., & Johnson, B. T. (1992). Gender and leadership style among
school principals: a meta-analysis. Educational Administration Quarterly, 28, 76-
102. doi:10.1177/0013161X92028001004

Eagly, A. H., Karau, S. J., & Makhijani, M. G. (1995). Gender and the effectiveness of
leaders: a meta-analysis. Psychological Bulletin, 117(1), 125.

Eagly, A. H., & Wood, W. (1991). Explaining sex differences in social behavior: A meta-
analytic perspective. Personality and Social Psychology Bulletin, 17(3), 306-315.

Eagly, A. H., & Wood, W. (1999). The origins of sex differences in human behavior:
Evolved dispositions versus social roles. American Psychologist, 54(6), 408.

Eagly, A. H., & Wood, W. (2011). Feminism and the evolution of sex differences and
similarities. Sex Roles, 64(9-10), 758-767. doi:10.1007/s11199-011-9949-9

Eagly, A. H., Wood, W., & Diekman, A. B. (2000). Social role theory of sex differences
and similarities: A current appraisal. The Developmental Social Psychology of

Gender, 123-174.

178



Eakle, S. A. (1995). Going where few women have gone. Thrust for Educational
Leadership, 24, 16-21.

EdSource. (2007). Superintendents and principals: Charting the paths to school
improvement. EdSource Report, November 2007, 1-18. Retrieved from
http://search.proquest.com/docview/305305846?accountid=10051

Farley, S. D., Timme, D. R., & Hart, J. W. (2010). On coffee talk and break-room chatter:
Perceptions of women who gossip in the workplace. The Journal of social
Psychology, 150(4), 361-368.

Faw, L. (2018). Why Millennial Women Need To Stop 'Breaking The Glass Ceiling'.
Forbes.

Ferrari, F. (2015). In Praise of Gossip: The Organizational Functions and Practical
Applications of Rumours in the Workplace. Journal of Human Resources
Management Research, 2015, b1-8.

Festinger, L. (1957). A theory of cognitive dissonance Evanston. IL: Row, Peterson, 1.

Forbes, M. (2017). The one thing you need to do to overcome imposter syndrome.
Forbes.

Frailey, A. L. (2016). It’s about the kids. The American Association of School
Administrators. Retrieved from http://www.aasa.org/

Franquiz, M. E., & Ortiz, A. A. (2016). Co-editors’ introduction: Every student succeeds
act - a policy shift. Bilingual Research Journal, 39(1), 1-3. Retrieved from
http://doi.org/10.1080/15235882.2016.1148996

Fuller, K. (2013). Gender, identity and educational leadership. A&C Black.

179



Galloway, B. J. (2012). The glass ceiling: examining the advancement of women in the
domain of athletic administration. McNair Scholars Research Journal, 5(1), 6.

Garn, G., & Brown, C. (2008). Women and the superintendency: Perceptions of gender
bias. Journal of Women in Educational Leadership, 6(1), 49-71.

Garzaniti II, S. G. (2017) The Impact of Male Gender Dissonance on Women’s Potential
Eligibility for Advancement to the Position of Community College Chief Executive
Officer (Doctoral dissertation 90). Brandman University Digital Commons

Geiling, N. (2013). The women who mapped the universe and still couldn’t get any
respect. Smithsonian Mag.

Gerdeman D. (2017, April al). Sexual harassment: What employers should do about
#MeToo. Forbes. Retrieved from
https://www.forbes.com/sites/hbsworkingknowledge/2018/04/11/sexual-
harassment-what-employers-should-do-about-metoo/#5244d5692acb

Gill, K., & Jones, S. J. (2013). Fitting in: Community college female executive leaders
share their experiences—a study in West Texas. NASPA Journal about Women in
Higher Education, 6(1), 48-70.

Gilmour, S. L., & Kinsella, M. P. (2009). Succeeding as a female superintendent: How to
get there and stay there. Lanham, MD: Rowman & Littlefield Education.

Ginder, S. A., Kelly-Reid, J. E., & Mann, F. B. (2016). Postsecondary Institutions and
Cost of Attendance in 2015-16; Degrees and Other Awards Conferred, 2014-15;
and 12-Month Enrollment, 2014-15. First Look (Preliminary Data). NCES 2016-

112. National Center for Education Statistics.

180



Gipson, A. N., Pfaff, D. L., Mendelsohn, D. B., Catenacci, L. T., & Burke, W. W. (2017).
Women and leadership: Selection, development, leadership style, and
performance. The Journal of Applied Behavioral Science, 53(1), 32-65.

Glass, T. E. (2000). Where are all the women superintendents? School Administrator,
57(6), 28.

Glass, T. E., Bjork, L., & Brunner, C. C. (2000). The study of the American school
superintendency, 2000: A look at the superintendent of education in the new
millennium. Arlington, VA: The American Association of School Administrators.

Glass, T. E., & Francechini, L. A. (2007). The state of American school superintendency:
A mid-decade study. Lanham, MD: Rowman & Littlefield Education.

Glass Ceiling Commission. (1991). Glass Ceiling Commission-A solid investment:
making full use of the nation's human capital. Federal Publications, 120.

Goldring, R., Gray, L., & Bitterman, A. (2013). Characteristics of Public and Private
Elementary and Secondary School Teachers in the United States: Results from the
2011-12 Schools and Staffing Survey. First Look. NCES 2013-314. National
Center for Education Statistics.

Gorski, P. C. (2009). Cognitive Dissonance as a Strategy in Social Justice
Teaching. Multicultural Education, 17(1), 54-57.

Gowland, L. (2018). Are Women's Conferences Effective? Forbes.

Grady, M. (1995). Building a network for women in educational administration. Women

as school executives: Voices and visions, 121-126.

181



Griggs, S. E. (2014). Career pathways of female superintendents: Perceived barriers and
supports (Doctoral dissertation). Available from ProQuest Dissertations and
Theses Database. (UMI 3647451)

Grogan, M., & Brunner, C. (2005). Women leading systems. The School Administrator
163 (Web edition). Retrieved from
http://www.aasa.org/publications/sa/2005 02/grogan.htm

Grogan, M., & Shakeshaft, C. (2010). Women and educational leadership (Vol. 10): John
Wiley & Sons.

Grossman, M., & Wood, W. (1993). Sex differences in intensity of emotional experience:
a social role interpretation. Journal of personality and social psychology, 65(5),
1010.

Gupton, S. L. (2009). Women in Educational Leadership in the US: Reflections of a 50
Year Veteran. Paper presented at the Forum on Public Policy Online.

Gurian, M., & Annis, B. (2008). Leadership and the Sexes: Audio-Tech Business Book
Summaries.

Gurung, R. A., Punke, E., Brickner, M., & Badalamenti, V. (2018). Power and
provocativeness: The effects of subtle changes in clothing on perceptions of
working women. The Journal of Social Psychology, 158(2), 252-255.

Gutek, B.A. (2001). Women and Paid Work. Psychology of Women Quarterly, 25(4),
379-393.

Hargreaves, A., & Fink, D. (2006). The ripple effect. Educational leadership, 63(8), 16-

20.

182



Helterbran, V. R., & Rieg, S. A. (2004). Women as School Principals: What is the
Challenge?

Hill, S. (2014). Why does the US still have so few women in office?. The Nation, 7.

Hoff, D. L., & Mitchell, S. N. (2008). In search of leaders: Gender factors in school
administration. Advancing Women in Leadership Journal, 27(2), 1-19.

Hopp, H., Rohrmann, S., Zapf, D., & Hodapp, V. (2010). Psychophysiological effects of
emotional dissonance in a face-to-face service interaction. Anxiety, Stress, &
Coping, 23(4), 399-414.

Hoyt, C. L., & Burnette, J. L. (2013). Gender bias in leader evaluations: Merging implicit
theories and role congruity perspectives. Personality and Social Psychology
Bulletin, 39(10), 1306-1319

Hultin, M. (2003). Some Take the Glass Escalator, Some Hit the Glass Ceiling? Career
Consequences of Occupational Sex Segregation. Work and Occupations, (1). 30.

Hurley, D., & Choudhary, A. (2016). Factors influencing attainment of CEO position for
women. Gender in Management: An International Journal, 31(4), 250-265.

Ibarra, H., Carter, N. M., & Silva, C. (2010). Why men still get more promotions than
women. Harvard Business Review, 88(9), 80-85.

Johns, M. (2013). Breaking the glass ceiling: Structural, cultural, and organizational
barriers preventing women from achieving senior and executive positions.
Perspectives in Health Information Management, 1-11.

Johnston, E., & Johnson, A. (2017). Balancing life and work by unbending gender: Early
American women psychologists’ struggles and contributions. Journal of the

History of the Behavioral Sciences, 53(3), 246-264.

183



Johnson, D. L., & Lewis, N. (2010). Perceptions of swearing in the work setting: An
expectancy violations theory perspective. Communication Reports, 23(2), 106-
118. doi:10.1080/08934215.2010.511401

Johnson, S. K., Murphy, S. E., Zewdie, S., & Reichard, R. J. (2008). The strong, sensitive
type: Effects of gender stereotypes and leadership prototypes on the evaluation of
male and female leaders. Organizational Behavior and Human Decision
Processes, 106(1), 39-60.

Jones, D. (2017). Constructing identities: Female head teachers’ perceptions and
experiences in the primary sector. Educational Management
Administration & Leadership, 45(6), 907-928. Retrieved from
https://doi-org.libproxy.chapman.edu/10.1177/1741143216653973

Jones, S. J., & Palmer, E. M. (2011). Glass ceilings and catfights: Career barriers for
professional women in academia. Advancing Women in Leadership, 31(1), 189.

Karau, S. J., & Eagly, A. H. (1999). Invited reaction: Gender, social roles, and the
emergence of leaders. Human Resource Development Quarterly, 10(4), 321-327.

Kelsey, C., Allen, K., Coke, K., & Ballard, G. (2014). Lean in and Lift up: Female
Superintendents Share Their Career Path Choices. Journal of Case Studies in
Education, 6.

Kessler-Harris, A. (2003). Out to work: A history of wage-earning women in the United
States. Oxftord University Press.

Klatt, R. (2014). Young superintendents with school-age children: Gendered
expectations, effectiveness, and life quality in rural communities. Journal of

School Leadership, 24(3), 452-481.

184



Klos, D. M. (2013). The status of women in the US media 2013. New York: Women'’s
MediaCenter.

Koberg, C. S., & Chusmir, L. H. (1991). Sex role conflict in sex-atypical jobs: A study of
female-male differences. Journal of Organizational Behavior, 12(5), 461-465.

Koch, A. J., D'Mello, S. D., & Sackett, P. R. (2015). A meta-analysis of gender
stereotypes and bias in experimental simulations of employment decision making.
Journal of Applied Psychology, 100(1), 128.

Koenig, A. M., Eagly, A. H., Mitchell, A. A., & Ristikari, T. (2011). Are leader
stereotypes masculine? A meta-analysis of three research paradigms.
Psychological Bulletin, 137(4), 616-642. doi:10.1037/a0023557

Konrath, S., Au, J., & Ramsey, L. R. (2012). Cultural differences in face-ism: Male
politicians have bigger heads in more gender-equal cultures. Psychology of
Women Quarterly, 36(4), 476-487.

Kowalski, T. J., McCord, R. S., Petersen, G. J., Young, I. P., & Ellerson, N. M. (2011).
The American school superintendent: 2010 decennial study. Lanham, Maryland:
Rowman & Littlefield Education.

Kruger, M. L. (2008). School leadership, sex and gender: Welcome to difference.
International journal of leadership in education. 11(2), 155-168.

Kuo, C.-C., Chang, K., Quinton, S., Lu, C.-Y., & Lee, 1. (2015). Gossip in the workplace
and the implications for HR management: A study of gossip and its relationship to
employee cynicism. The International Journal of Human Resource Management,

26(18), 2288-2307.

185



Kwolek-Folland, A. (2007). Gender, the Service Sector, and U.S. Business History. The
Business History Review, §1(3), 429-450.

Lane-Washington, L., & Wilson-Jones, L. (2010). Women superintendents: Challenges,
barriers, and experiences as senior level leaders. National Forum of Educational
Administration and Supervision Journal, 27(4), 2-7.

Latu, I. M., Schmid Mast, M., Lammers, J., Bombari, D., & Department of Social, P.
(2013). Successful female leaders empower women's behavior in leadership tasks.

Lebo, D. L. (1995, January). Women and their perceptions of home and work roles:
Relationships between ways of knowing and ways of coping. Dissertation
Abstracts International, 55, 2999.

Lemasters, L., & Roach, V. (2012). 3-Dimensional Portrait of the Female CEO.
International Journal of Educational Leadership Preparation, 7(1). Retrieved
from http://libproxy.chapman.edu/login?url=http://search.ebscohost.com
/login.aspx?direct=true&AuthType=ip,uid&db=eric&« AN=EJ97 1686&site=eds-
live

Leo, L., Reid, R., Geldenhuys, M., & Gobind, J. (2014). The inferences of gender in
workplace bullying: A conceptual analysis. Gender and Behaviour, 12(1), 6059-
6069.

Leopold, T. A., Ratcheva, V., & Zahidi, S. (2016). The global gender gap report 2016. In
World Economic Forum. Retrieved from http://www3.weforum.org/docs/
GGGRI16/WEF_Global Gender Gap Report 2016.pdf

Levant, R. F. (2011). Research in the psychology of men and masculinity using the

gender role strain paradigm as a framework. American Psychologist, 66(8), 765.

186



Levy, R. (2017). Many still prefer to work with men over women- and it shows why
Women face an uphill battle. Business Insider.

Lewis, C., & Neville, J. (1995). Images of Rosie: A content analysis of women workers
in American magazine advertising, 1940-1946. Journalism & Mass
Communication Quarterly, 72(1), 216-227.

Litmanovitz, M. (2010). Beyond the Classroom: Women in Education Leadership.
Kennedy School Review, 11, 25.

Loder, T. L. (2005). Women Administrators Negotiate Work-Family Conflicts in
Changing Times: An Intergenerational Perspective. Educational Administration
Quarterly, 41(5), 741-776. doi:10.1177/0013161x04273847

Lopez-Zafra, E., Garcia-Retamero, R., Pilar, M., & Martos, B. (2012). The relationship
between transformational leadership and emotional intelligence from a gendered
approach. The Psychological Record, 62, 97-114.

Macrae, C. N., & Bodenhausen, G. V. (2000). Social cognition: Thinking categorically
about others. Annual review of psychology, 51(1), 93-120.

Madden, M. (2011). Gender Stereotypes of Leaders: Do They Influence Leadership in
Higher Education?. Wagadu: A Journal of Transnational Women's and Gender
Studies, 9, 55.

Mahitivanichcha, K., & Rorrer, A. K. (2006). Women’s Choices Within Market
Constraints: Re-Visioning Access to and Participation in the Superintendency.
Educational Administration Quarterly, 42(4), 483-517.

doi:10.1177/0013161x06289962

187



Mavin, S. (2008). Queen bees, wannabees and afraid to bees: no more ‘best enemies’ for
women in management? British Journal of Management, 19(sl).

McAndrew, F. T. (2014). The “sword of a woman”: Gossip and female aggression.
Aggression and violent behavior, 19(3), 196-199.

McAndrew, F. T. (2017). How “the gossip” became a woman and how “gossip” became
her weapon of choice. The Oxford handbook of women and competition, 191.

McAndrew, F. T., Bell, E. K., & Garcia, C. M. (2007). Who do we tell and whom do we
tell on? Gossip as a strategy for status enhancement. Journal of Applied Social
Psychology, 37(7), 1562-1577.

McGee, J. M. (2010). To climb or not to climb: The probing of self-imposed barriers that
delay or deny career aspirations to be an administrator in a public school system.
The Forum on Public Policy.

McKeown, J. K. (2015). The hens are clucking: Women performing gossip in their
leisure lives. Leisure Sciences, 37(5), 447-457.

McMillan, J. H., & Schumacher, S. (2014). Research in education: Evidence-based
inquiry. Pearson Higher Ed.

Menefee-Libey, D. J., & Kerchner, C. T. (2015). California’s first year with local control
finance and accountability. Special Series. 4 New Paradigm for Educational
Accountability: Accountability for Resources and Outcomes, 23(22). Retrieved
from http://doi.org/10.14507/epaa.v23.2022

Merriam, S. B. (2009). Qualitative research: A guide to design and implementation.

Hoboken, NJ: John Wiley.

188



Metz, 1. (2009). Organizational factors, social factors, and women's advancement.
Applied Psychology: An International Review, 58(2), 193-213.

Miller, J. B. (2012). Toward a new psychology of women. Beacon Press.

Muiioz, A. J., Pankake, A., Ramalho, E. M., Mills, S., & Simonsson, M. (2014). A study
of female central office administrators and their aspirations to superintendency.
Educational Management Administration & Leadership, 42(5), 764-784.

Myers, K. K., & Sadaghiani, K. (2010). Millennials in the workplace: A communication
perspective on millennials’ organizational relationships and performance. Journal
of Business and Psychology, 25(2), 225-238.

National Center for Education Statistics, U.S. Department of Education. (2015). Fast
facts. Retrieved from: https://nces.ed.gov/fastfacts/display.asp?id=72

Niederle, M., & Vesterlund, L. (2011). Gender and competition. Annu. Rev. Econ., 3(1),
601-630.

Northouse, P. G. (2015). Leadership: Theory and practice. Sage publications.

Northouse, P. G. (2007). Leadership: Theory and practice (4th ed.). Thousand Oaks, CA:
SAGE

O'Neil, J. M. (1981). Patterns of gender role conflict and strain: Sexism and fear of
femininity in men's lives. Journal of Counseling & Development, 60(4), 203-210.

O'Neil, J. M., Helms, B. J., Gable, R. K., David, L., & Wrightsman, L. S. (1986). Gender-
Role Conflict Scale: College men's fear of femininity. Sex Roles, 14(5-6), 335-
350.

Patten, M. L. (2012). Understanding research methods: An overview of the essentials. 8

edition. New York, NY: Routledge.

189



Patten, M. L., & Newhart, M. (2017). Understanding research methods: An overview of
the essentials: Taylor & Francis.

Patton, M. Q. (2015). Qualitative research and evaluation methods integrating theory
and practice. Thousand Oaks, CA: Sage.

Paul, W. (2014, October). Designing California’s next school accountability program.
Public Policy Institute of California.

Paustian-Underdahl, S. C., Walker, L. S., & Woehr, D. J. (2014). Gender and perceptions
of leadership effectiveness: A meta-analysis of contextual moderators. Journal of
Applied Psychology, 99(6), 1129.

Pecora, K. E. (2006). Women high school principals: Moving beyond the myth (Doctoral
dissertation). ProQuest 3236397. Michigan State University, Ann Arbor.

Peeters, M. C., Montgomery, A. J., Bakker, A. B., & Schaufeli, W. B. (2005). Balancing
work and home: how job and home demands are related to burnout. International
Journal of Stress Management, 12(1), 43.

Pfafman, T. M., & McEwan, B. (2014). Polite women at work: Negotiating professional
identity through strategic assertiveness. Women's Studies in
Communication, 37(2), 202-219.

Phelan, J. E., Moss-Racusin, C. A., & Rudman, L. A. (2008). Competent yet out in the
cold: Shifting criteria for hiring reflect backlash toward agentic
women. Psychology of Women Quarterly, 32(4), 406-413.

Philip N., C., & Matt L., H. (2007). Working for the woman? Female managers and the

gender wage gap. American Sociological Review, (5), 681

190



Pirouznia, M. (2009). Fewer women than men in educational leadership. Academic
Leadership: The Online Journal, 7(3), 9.

Pleck, J. H. (1995). The gender role strain paradigm: An update. In R. F. Levant, W. S.
Pollack, R. F. Levant, &amp; W. S. Pollack (Eds.), 4 new psychology of men.
(pp. 11-32). New York, NY, US: Basic Books.

Powell, G. N., & Butterfield, D. A. (2003). Gender, gender identity, and aspirations to top
management. Women in Management Review, 18(1/2), 88-96.

Prentice, D. A., & Carranza, E. (2002). What women and men should be, shouldn't be,
are allowed to be, and don't have to be: The contents of prescriptive gender
stereotypes. Psychology of women quarterly, 26(4), 269-281.

Reed, D., & Patterson, J. (2007). Voices of Resilience from Successful Female
Superintendents. Journal of Women in Educational Leadership, 44. Retrieved
from http://digitalcommons.unl.edu/jwel

Reid, S. A., Palomares, N. A., Anderson, G. L., & Bondad-Brown, B. (2009). Gender,
language, and social influence: A test of expectation states, role congruity, and
self-categorization theories. Human Communication Research, 35(4), 465-490.

Ridgeway, C. L. (2001). Gender, status, and leadership. Journal of Social issues, 57(4),
637-655.

Ridgeway, C. L., & Correll, S. J. (2004). Unpacking the gender system: A theoretical
perspective on gender beliefs and social relations. Gender & society, 18(4), 510-
531.

Riordan, K. (2018). Five Ways To Create A Workplace Culture For Women To Thrive.

Forbes.

191



Roberts, C. (2010). The dissertation journey: A practical and comprehensive guide
to planning, writing, and defending your dissertation (2nd ed.). Thousand
Oaks, CA: Corwin.

Robinson, V. M. J., Lloyd, C. A., & Rowe, K. J. (2008). The impact of leadership on
student outcomes: An analysis of the differential effects of leadership types.
Educational Administration Quarterly, 44(5), 635-674.
doi:10.1177/0013161X08321509

Robinson, K., Shakeshaft, C., Grogan, M., & Newcomb, W. S. (2017, April). Necessary
but Not Sufficient: The Continuing Inequality between Men and Women in
Educational Leadership, Findings from the American Association of School
Administrators Mid-Decade Survey. In Frontiers in Education, (2), 12.
Frontiers.

Rogelberg, S. G., Justice, L., Braddy, P. W., Paustian-Underdahl, S. C., Heggestad, E.,
Shanock, L., ... & Altman, D. G. (2013). The executive mind: leader self-talk,
effectiveness and strain. Journal of Managerial Psychology, 28(2), 183-201.

Rosener, J. B. (2011). Ways women lead. In Leadership, Gender, and Organization (pp.
19-29). Springer, Dordrecht.

Rosin, M., Frey, S., & Wilson, K. (2007). Superintendents and principals: Charting the
paths to school improvement. EdSource.

Rudman, L. A., & Glick, P. (1999). Feminized management and backlash toward agentic
women: the hidden costs to women of a kinder, gentler image of middle

managers. Journal of personality and social psychology, 77(5), 1004.

192



Rutgers (2018). Center for American Women and Politics - Current Numbers. Retrieved
from http://www.cawp.rutgers.edu/current-numbers

Ryan, M. K., & Haslam, S. A. (2007). The glass cliff: Exploring the dynamics
surrounding the appointment of women to precarious leadership positions.
Academy of Management Review, 32(2), 549-572.

Ryder, M. (1998). The impact of male gender dissonance on women's potential eligibility
for advancement to the position of superintendent (Order No. 9913991). Available
from ProQuest Dissertations & Theses Global. (300485759)

Ryder, M., & Briles, J. (2003). The sex factor: Breaking the unwritten codes that
sabotage personal and professional lives. Far Hills, NJ: New Horizon Press.

Salkind, N. (2012). Exploring research (8th ed.). Upper Saddle River, NJ: Pearson.

Sampson, P., & Gresham, G. (2017). The US school superintendent gender research
gap continues: Content Analysis of 2014-2016 Dissertations.

Sanchez, J. E., & Thornton, B. (2010). Gender Issues in K-12 Educational Leadership.
Advancing Women in Leadership, 30(13), 1.

Sanchez-Hucles, J. V, & Davis, D. D. (2010). Women and Women of Color in
Leadership: Complexity, Identity, and Intersectionality. American Psychologist,
65(3), 171-181.

Sandberg, S. (2013). Lean in: Women, work, and the will to lead. New York, NY: Knopf.

Sanz, C. P. (2016). Female leadership: How women can inspire trust and become leaders
in male-led work environments.

Scanlon, K. C. (1997). Mentoring Women Administrators: Breaking through the Glass

Ceiling. Initiatives, 58(2), 39-59.

193



Shackelford, S., Wood, W., & Worchel, S. (1996). Behavioral styles and the influence of
women in mixed-sex groups. Social Psychology Quarterly, 284-293.

Shakeshaft, C. (1986). A gender at risk. Phi Delta Kappan, 67(7), 499-503.
Simpson, P.A. & Stroh, L.K. (2004). Gender Differences: Emotional Expression
and Feelings of Personal Inauthencity (00219010) Retrieved from
http://libproxy.chapman.edu/login?url=http://search.ebscohost.com/login.aspx?dir
ect=true&AuthType=ip,uid&db=buh& AN=14097290&site=eds-live

Shakeshaft, C. (1987). Women in educational administration. Newbury Park. CA: Sage
Publications, Inc.

Shapiro, J. A. (2006, January). Why women still can’t have it all. The Philosophy and

History of Education, 59, 50-66.

Sharp, W. L., Malone, B. G., Walter, J. K., & Supley, M. L. (2004, October). A threestate
study of female superintendents. Paper presented at the annual meeting of
Mid-western Educational Research Association, Chicago, IL.

Simpson, P. A., & Stroh, L. K. (2004). Gender Differences: Emotional Expression and
Feelings of Personal Inauthenticity (00219010). Retrieved from
http://libproxy.chapman.edu/login?url=http://search.ebscohost.com/login.aspx?dir
ect

Skeete, B. J. (2017). The Identification of Demographic Profiles of K-12 Public School
Districts Employing Female Superintendents in California, Michigan, New York,
and Texas.

Skelly, J. J., & Johnson, J. B. (2011). Glass ceilings and great expectations: Gender

stereotype impact on female professionals. Southern Law Journal, 21(1), 59.

194



Skrla, L. (2000). The social construction of gender in the superintendency. Education
Policy, 15(3), 293-316.

Smith, J. L., & Huntoon, M. (2014). Women’s bragging rights: Overcoming modesty
norms to facilitate women’s self-promotion. Psychology of Women Quarterly,
38(4), 447-459.

Smith, J. P., & Ward, M. P. (1985). Time-series growth in the female labor force. Journal
of Labor Economics, 3(1, Part 2), S59-S90.

Smith, P., Caputi, P., & Crittenden, N. (2012). A maze of metaphors around glass
ceilings. Gender in Management, 27(7), 436.

Superville, D. R. (2016). Few women run school districts. Why? Education Week,
36(13), 1-13.

Sutton, H. (2015). Overcome challenges to cultivate female leaders on your campus.
Dean and Provost, (4) 8.

Szameitat, A. J., Hamaida, Y., Tulley, R. S., Saylik, R., & Otermans, P. C. (2015).
“Women are better than men”—Public beliefs on gender differences and other
aspects in multitasking. PloS one, 10(10), e0140371.

Tarr-Whelan, L. (2009). Women lead the way: Your guide to stepping up to leadership
and changing the world. Berrett-Koehler Publishers.

Thompson, 1. (2004). Sex differences in technical communication: A perspective from
social role theory. Journal of technical writing and communication, 34(3), 217-

232.

195



Torppa, C. B. (2010). Gender issues: Communication differences in interpersonal
relationships. The Ohio State University Fact Sheet: Family and Consumer
Science.

Tripes, J. (2000). Redefining the voice of women administrators. Advancing Women in
Leadership, 16, Spring. Retrieved from http://www.advancingwomen.com
/awl/spring 2004/TRIPES.html

Tulshyan, R. (2015). Why Women Don't Speak Up At Work. Forbes.

Turner, P. K., Norwood, K., & Noe, C. (2013). A Woman with a Plan: Recognizing
Competencies for Ascent to Administration in Higher Education. NASPA Journal
about Women in Higher Education, 6(1), 22-47.

U.S. Bureau of Labor Statistics (2015). Women in the labor force: A databook. Retrieved
from https://www.bls.gov/opub/reports/womens-databook/2017/pdf/home.pdf

U.S. Census Bureau (2015). QuickFacts United States. Retrieved from
https://www.census.gov/quickfacts/fact/table/US/PST045217

U.S. Census Bureau (2017). The United States Census. Retrieved from
https://www.census.gov/en.html

UNESCO. (2016). The educational 2030 framework for action: Education in the 21
century lifelong learning system. International Symposium on Educational
Policies. Paris, France. Retrieved from http://www.unesco.org

UNICEEF. (20006). The State of the World's Children 2007: Executive Summary. Unicef.
United States Department of Education. (2014). Bachelor's, master's, and doctor's

degrees conferred by postsecondary institutions, by sex of student and discipline

196



division: 2013-14. Retrieved from https://nces.ed.gov/programs/digest/
d15/tables/dt15 318.30.asp

Vinkenburg, C. J., Van Engen, M. L., Eagly, A. H., & Johannesen-Schmidt, M. C.
(2011). An exploration of stereotypical beliefs about leadership styles: Is
transformational leadership a route to women's promotion? The Leadership
Quarterly, 22(1), 10-21.

Wagner, D. G., & Berger, J. (1997). Gender and interpersonal task behaviors: Status
expectation accounts. Sociological Perspectives, 40(1), 1-32.

Wallace, T. (2015). Increasing the Proportion of Female Superintendents in the 21st
Century. Advancing Women in Leadership, 35, 42.

Wallin, D. C., & Crippen, C. (2007). Superintendent leadership style: A gendered
discourse analysis.

Walker, R. C., & Aritz, J. (2015). Women doing leadership: Leadership styles and
organizational culture. International Journal of Business Communication, 52(4),
452-478. doi:10.1177/2329488415598429

Wan Ismail, W. K., & Al-Taee, F. J. H. (2012). Integrating Gender, Traits and
Transformational Leadership Style as Viewed From Human Resource
Management Strategy. International Journal of Academic Research, 4(3).

Warner, J., & Corley D., (2017). The women’s leadership gap: Women’s leadership by
the numbers. Center for American Progress, 1-7. Retrieved from
https://www.americanprogress.org/issues/women/reports/2017/05/21/432758/wo

mens-leadership-gap/

197



Warrell, M. (2017). Break The Ceiling: Ten Practical Ways To Get More Women Seated
At The Table. Forbes.

Weiler, K. (2009). The history of women's education and the construction of the modern
subject. Journal of Women's History, 21(2), 177-184.

Wharton (2013) To close the gender gap, what needs to change — women or the system?
Knowledge(@Wharton. Retrieved from
http://knowledge.wharton.upenn.edu/article/to-close-the-gender-gap-what-needs-
to-change-women-or-the-system/

Wienclaw, R. A. (2015b). Gender roles. Salem Press.

Wickham. D. (2008). Female superintendents' perceived barriers and successful strategies
used to attain the superintendency in California, Paper presented at the Annual
Meeting of the American Educational Research Association. March 26, 2008,
New York City, NY

Witmer, J. T. (2006). Moving up. 4 guidebook for women in educational administration.

Williams, C. L. (1992). The glass escalator: Hidden advantages for men in the “female”
professions. Social problems, 39(3), 253-267.

Williams, J. C., & Dempsey, R. (2018). What works for women at work: Four patterns
working women need to know: NYU Press.

Wingfield, A. H. (2009). Racializing the glass escalator: Reconsidering men's
experiences with women's work. Gender & Society, 23(1), 5-26.

Witt, M. G., & Wood, W. (2010). Self-regulation of gendered behavior in everyday

life. Sex Roles, 62(9-10), 635-646.

198



Wood, J. (2009). Gendered lives: Communication, gender, and culture (8th Edition).
Belmont, CA: Wadsworth Publishing.

Wood, W. (1987). Meta-analytic review of sex differences in group
performance. Psychological Bulletin, 102(1), 53.

Wood, W., Christensen, P. N., Hebl, M. R., & Rothgerber, H. (1997). Conformity to sex-
typed norms, affect, and the self-concept. Journal of Personality and Social
Psychology, 73(3), 523.

Wood, W., & Eagly, A. H. (2012). Biosocial construction of sex differences and
similarities in behavior. Advances in Experimental Social Psychology (46) 55-
123). Elsevier.

Wood, W., & Karten, S. J. (1986). Sex differences in interaction style as a product of
perceived sex differences in competence. Journal of personality and social
Psychology, 50(2), 341.

Wood, W., Rhodes, N., & Whelan, M. (1989). Sex differences in positive well-being: A
consideration of emotional style and marital status. Psychological
Bulletin, 106(2), 249.

Yong-Lyun, K., & Brunner, C. C. (2009). School administrators' career mobility to the
superintendency. Journal of Educational Administration, 47(1), 75.

Zachary, C. R. (2010). Breaking the glass ceiling from the top in what ways do women
county superintendents support and encourage women in educational leadership.
Dissertation Abstracts International Section A, 70, 3302.

Zenger, J., & Folkman, J. (2012). Are women better leaders than men. Harvard Business

Review, 15, 80-85.

199



APPENDICES

200



APPENDIX A

Role Confusion Conceptual Area
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that May Prompt Males to

Dissonance Exhibit Behaviors Associated Supporting Literature Updated
Category with Gender Dissonance Conceptual Framework
Expressions of ~ Women whose behavior is perceived by ~ Annis & Gray, 2013; Bowman, 2018;
Sexuality men as a potential source of sexual Gerdeman, 2017; Riordan, 2018
harassment
Women who create sexual tension for Annis & Gray, 2013; A. H. Eagly &
men at work Carli, 2003; Gowland, 2017; Ryder &
Briles, 2003; Sanz, 2016; Gurung,
Punke, Brickner, & Badalementi, 2018;
Sex Role Women who exhibit behaviors Annis & Gray, 2013; A. H. Eagly &
Socialization associated with power that are Carli 2003; A. H. Eagly & Carli 2007
incompatible with men’s perceptions of
the evolving female sex role Annis & Gray, 2013; Glass, 2000; A. H.
Eagly & Carli 2003; Eagly & Carli 2007;
Women who exhibit behaviors that are A. H. Eagly & Karau, 2002; Brannon,
incompatible with men’s stereotype of 2005; Madden, 2011; Catalyst, 2007;
female work and sex roles Johns, 2013; Bryans & Mavin, 2003
Differing Women who exhibit leadership skills Turner, Norwood, & Noe, 2013; A. H.
Leadership like collaboration, shared power, and Eagly & Chin, 2010; Clark, 2011;
Skills between  relationship building that are Sandberg, 2013; A. H. Eagly & Carli
Men and incongruent to male leadership skills of 2007; Metz, 2009; Madden, 2011; A. H.
Women command and control Eagly & Carli 2007; A. H. Eagly &

Women who demonstrate leadership
skills such as collaboration, shared
power, and relationship building that are
viewed as more effective by their
organizations than skills of command
and control that some males currently
use.

Carli, 2007; A. H. Eagly, 2007; Chin,
2011, Paustian-Underdahl, Walker,
Woehr, 2014; Denmark & Paludi, 2018

A. H. Eagly, 2007; A. H. Eagly & Carli
2003; A. H. Eagly & Carli 2007; A. H.
Eagly & Johannesen-Schmidt, 2001; A.
H. Eagly & Wood, 1991; Jones, 2017,
Kruger, 2008; Paustian-Underdahl et al,,
2014;
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APPENDIX B

Communication Differences Conceptual Area

Situations in Which Females Exhibit Behaviors

Supporting Literature Updated

Dissonance that May Prompt Males to Exhibit Behaviors Conceptual Framework
Category Associated with Gender Dissonance
Different Women who boast Amanatullah & Morris, 2010;
Conversational Annis & Gray, 2013; Council,
Styles 2018; A. H. Eagly & Karau,
2002; Reid et al., 2009; Smith
& Huntoon 2014
Women who talk in an indirect manner Annis & Gray, 2013; Ryder &
Briles, 2003
Women who are perceived to talk too much Annis & Gray, 2013; Gurian
& Annis 2008; Helterbran &
Rieg, 2004; Ryder & Briles,
2003
Women who are perceived to use annoying Reid et al., 2009; Ryder &
methods of speech Briles, 2003
Conversational Women who use apology Amanatullah & Morris, 2010;
Rituals Annis & Gray, 2013; Gurian

Women who criticize others

Women who are overly sensitive to criticism

Women who gossip

Women who ask others’ opinions before making
a decision

& Annis 2008; Reid et al.,
2009; Wagner & Berger, 1997

Annis & Gray, 2013; Williams
& Dempsey, 2018

Annis & Gray, 2013; Williams
& Dempsey, 2018

Annis & Gray, 2013;
McAndrew, 2014; McAndrew,
2017; McAndrew, Bell &
Garcia, 2007; McKeown,
2015; Ryder & Briles, 2003

Annis & Gray, 2013; A. H.
Eagly & Carli, 2007; A. H.
Eagly & Johnson, 1990;
Grogan & Shakeshaft, 2011;
Kruger, 2008; Ryder & Briles,
2003; Weiler, 2009
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APPENDIX C

Cultural Differences Conceptual Area

Situations in Which Females Exhibit Behaviors Supporting Literature
Dissonance that May Prompt Males to Exhibit Behaviors Updated Conceptual
Category Associated with Gender Dissonance Framework
Women’s Women intrude into previously male dominated Bryans & Mavin, 2003;

Confrontation of
the Dominant
Culture

Men’s
Competition with
Women

areas of work

Women who request and receive special
advantages or considerations in the work setting
because they are women

Women who encroach upon men’s sense of
entitlement, prestige, and power

Women who gain administrative promotions that
men perceive are not based solely on
qualifications but on gender

Correll & Ridgeway, 2006;
Helterbran & Reig, 2007;
Mavin, 2008; Powell &
Butterfield, 2003; Reid et al.,
2009; Riordan, 2018; Ryan &
Haslam, 2007; Wagner &
Berger, 1997

A. H. Eagly & Johannesen-
Schmidt, 2011; A. H. Eagly
& Karau, 2002; Riordan,
2018

Dunshea, 1998; A. H. Eagly
& Carli, 2007; A. H. Eagly &
Wood, 1999; Eakle, 1995;
Ryan & Haslam, 2007;
Tulshyan, 2015

A. H. Eagly & Carli, 2007,
A. H. Eagly & Karau, 1991;
A. H. Eagly & Johnson,
1990; Helterbran & Rieg,
2004
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APPENDIX D

Women’s Personal Power Conceptual Area

Situations in Which Females Exhibit Behaviors Supporting Literature Updated

Dissonance that May Prompt Males to Exhibit Behaviors Conceptual Framework
Category Associated with Gender Dissonance

Women who Women who need to prove themselves Council, 2018; Derks et al.,
need to prove 2011; A. H. Eagly & Carli,
themselves 2003; Forbes, 2017; Karau &

Women’s Power
Issues

Eagly, 1999; Leo et al., 2014;
Ryder & Briles, 2003;
Tulshyan, 2015

Women who need to control and dominate Faw, 2018; Helterbran & Rieg,
2004; Mavin, 2006; Ryder &
Briles, 2003
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APPENDIX F
Research Study Invitation Letter
December 2018
Dear Prospective Study Participant:

My name is Mona Montgomery and I am currently a doctoral candidate at
Brandman University in the organizational leadership program. I am conducting a study
that explores behaviors between the genders affect a workplace relationship. This study
will fill the gap in the research by using a qualitative analysis to gain a better picture of
how behaviors between the genders affect a workplace relationship.

The purpose of this phenomenological study was to discover what behaviors
female administrators exhibit that may prompt male administrators with whom they work
in a California public education to demonstrate behaviors associated with gender
dissonance and to discover any impact these dissonant behaviors may have on women’s
potential eligibility for advancement to the position of superintendent. Approximately 14
superintendents will be enrolled in this study. Participation should require about one to
one and a half hours of your time and is entirely voluntary. You may withdraw from the
study at any time without consequences.

I have these criteria to participate in this study:
1. Participant has minimum experience of one year as a superintendent in a K-12
public school
2. Participant is knowledgeable of women’s issues in educational leadership
3. Participant exhibits strong verbal and non-verbal communication skills.

In participating in this research study, you agree to partake in an interview. The
interview will take a minimum of 1 hour and will be audio-recorded. The interview will
take place at a location of your choosing. There are no known major risks or discomforts
associated with this research. The session will be held at a location of your choosing to
minimize inconvenience. There are no major benefits to you for participation, but a
potential may be that your input may help add to the research regarding how behaviors
between the genders affect a workplace relationship.

Additional details of the study are provided in the attached Description of the
Study. If you have any questions about this study, please e-mail me at [redacted] or call
my dissertation supervisor, Dr. Marilou Ryder, at [redacted] or by email at [redacted]
I very much appreciate your time and consideration in participating in this study.

Very Respectfully,

Mona Montgomery Doctoral Candidate,
Organizational Leadership Program Brandman University
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APPENDIX G

Informed Consent Form

RESEARCH STUDY TITLE: The Impact of Male Gender Dissonance on Women’s
Potential Eligibility for Advancement to the Position of Superintendent

Brandman University
16355 Laguna Canyon Road
Irvine, CA 92618

RESPONSIBLE INVESTIGATOR: Mona Montgomery, Doctoral Candidate
TITLE OF CONSENT FORM: Research Participant’s Informed Consent Form

PURPOSE OF THE STUDY: The purpose of this phenomenological study was to
discover what behaviors female administrators exhibit that may prompt male
administrators with whom they work in a California public education to demonstrate
behaviors associated with gender dissonance and to discover any impact these dissonant
behaviors may have on women’s potential eligibility for advancement to the position of
superintendent.

This study will fill the gap in the research by using a qualitative analysis to gain a better
understanding of how behaviors between the genders affect a workplace relationship. As
a product of this qualitative study, it is the hope that this research will provide an
increased awareness of how individuals can recognize dissonant behaviors to cause them
to become inconsequential.

By participating in this study, I agree to participate in a one-on-one interview with the
researcher. The interview will last between one and one and a half hours. Completion of
the interview will take place in December 2018 and January 2019.

I understand that:

a. There are no known major risks or discomforts associated with this research. The
session will be held at a location of my choosing to minimize inconvenience.

b. There are no major benefits to me for participation, but a potential may be that I will
have an opportunity to share my lived experiences as a superintendent. The possible
benefit of this study to me is that my input may help add to the research regarding
how behaviors between the genders affect a workplace relationship. The findings will
be available to me at the conclusion of the study.

c. Money will not be provided for my time and involvement; however, I will receive gift
of appreciation from the researcher following the interview.
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d. Any questions I have concerning my participation in this study will be answered by
Mona Montgomery, Brandman University Doctoral Candidate. I understand that Mrs.
Montgomery may be contacted by phone at [redacted] or email at [redacted] and Dr.
Ryder at [redacted] or email at [redacted].

e. I understand that I may refuse to participate or withdraw from this study at any time
without any negative consequences. Also, the investigator may stop the study at any
time.

f. I understand that the audio recordings will be used to transcribe the interview. I
understand that the recordings will not be used beyond the scope of this project. Upon
completion of the study all transcripts and notes taken by the researcher during the
interview will be shredded.

g. I also understand that no information that identifies me will be released without my
separate consent and that all identifiable information will be protected to the limits
allowed by law. If the study design or the use of the data is to be changed, I will be so
informed and my consent re-obtained. I understand that if I have any questions,
comments, or concerns about the study or the informed consent process, I may write
or call the Office of the Executive Vice Chancellor of Academic Affairs, Brandman
University, and 16355 Laguna Canyon Road, Irvine, CA 92618, (949) 341-7641. 1
acknowledge that I have received a copy of this form and the Research Participant’s
Bill of Rights.

I have read the above and understand it and hereby voluntarily consent to the
procedures(s) set forth.

Signature of Participant or Responsible Date
Party

Signature of Witness (if appropriate) Date
Signature of Principal Investigator Date
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APPENDIX H
Interview Protocol — Interviewee’s Copy

Participant:

Date:

Thank you very much for taking the time to discuss with me your perceptions
about the working relationships between male and female administrators in the
educational environment. Please know that all answers will be held in strictest
confidence and any comments you make will in no way be associated with your name or
the school you represent.

The majority of working relationships between men and women administrators is
positive and productive. This study concentrates on those few relationships between men
and women that may result in friction or an uneasy reaction.

The purpose of this interview is to identify female administrator behaviors which
may prompt male administrators to express behaviors associated with gender dissonance.
Gender dissonance is the conscious or subconscious discomfort or incongruity that men
and women can feel when they work together.

Please consider the questions below for our interview. When we meet, it would
be useful if you could share some behavioral examples of gender dissonance experienced
by male administrators with whom you have worked during your career. In addition,
sharing your observations and the identification of some of the behaviors that female
administrators exhibit that may prompt male administrators to experience gender
dissonance would be very helpful to the study.

1. There are a number of different working relationships among men and women in the
educational work setting. The first one I would like to discuss is the relationship in
which a male administrator has the occasion to supervise a female administrator; for
example, a male superintendent supervising a female assistant superintendent or a male
principal who supervises a female assistant principal. Can you describe any situations
during your career in which you observed a male administrator expressing a negative or
uneasy reaction to something a female did while:

In a cabinet or general administrators meeting

At a conference or professional staff development situation

Involved in a social situation

A one-on-one meeting such as an evaluation or improvement conference
Working on a project

Mmoo o

Communicating with one another
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2. As you reflect back on your career as an administrator, please think about times when
you have observed male and female administrators working together as peers; for
example, two assistant superintendents, two coordinators, or two principals. Can you
describe any situations throughout your career in which you have observed a male
administrator expressing a negative or uneasy reaction to something that a female did
while:

In a cabinet or general administrators meeting

At a conference or professional staff development situation

Involved in a social situation

A one-on-one meeting such as an evaluation or improvement conference
Working on a project

Communicating with one another

Mo Ao o

3. Many women have been promoted to positions of greater authority in public education.
As you reflect back on your own experiences, can you describe any instances when a
female administrator supervised a male administrator? Recalling these experiences
throughout your career can you describe any instances of a male administrator expressing
a negative or uneasy reaction to something that a female did while:

In a cabinet or general administrators meeting

At a conference or professional staff development situation

Involved in a social situation

A one-on-one meeting such as an evaluation or improvement conference
Working on a project together

Communicating with one another

Mmoo o

General Prompts to be Used in Connection with Each Question

1. What did the female administrator do to elicit this behavior?

2. What did the male administrator do when reacting to this particular
behavior?

3. What do you think prompted the male to do that?
a. Was it a personal issue on the part of the male or was it prompted

by gender differences?

4. What makes you think this behavior was gender-related?
a. Could you elaborate?

5. What is another example of this kind of behavior?

4. An increasing number of female administrators possess the credentials, experience, and
demonstrated skills to advance to the role of superintendent. However, some critical
factors exist that may impede or limit a woman’s chances to be included in that pool of
those who are eligible to be considered for the superintendency. One or more of these
behaviors exhibited by females that you just described may be one of these limitations.
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During our interview, you described a number of behaviors exhibited by female
administrators that prompt male administrators to express behaviors associated with
gender dissonance. (REPEAT SEVERAL THAT EACH PERSON HAS IDENTIFIED).
How do you feel these behaviors that prompt males to experience gender dissonance may
limit a woman’s chances to be included in the eligibility pool to be considered for the
position of superintendent? If so, could you comment on what impact these behaviors
exhibited by female administrators that prompt males to experience gender dissonance
may have on women’s advancement to the position of superintendent?

Are there any final comments you would like to make before we conclude?

Thank you very much for your time and thoughtful consideration of the questions asked
in this interview. I appreciate your valuable input.
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APPENDIX I
Description of the Study

What is this project studying? This study is called “The Impact of Male Gender
Dissonance on Women’s Potential Eligibility for Advancement to the Position of K-12
Public School Superintendent.” This study will explore how behaviors between the male
and female leaders affect workplace relationships and the potential for female’s
advancement.

What would I do if I participate? You will be asked to participate in a one-on-one
interview with the researcher regarding your perceptions and experiences as a
superintendent.

Can I quit if I become uncomfortable? Yes, absolutely. Your participation is
completely voluntary. The researcher and the Brandman University Institutional Review
Board have reviewed the interview questions and think you can answer them
comfortably. You can also stop answering or skip any questions at any time. Participating
is your choice. However, we do appreciate any help you are able to provide.

How long will my participation take? The interview should take no more than an hour
and half.

How are you protecting privacy? The researcher will protect all participant’s
confidentiality by storing any research materials collected during the interview process in
a locked file drawer in which only the researcher has access to. All findings in the study
will be reported in the aggregate and participants will not be personally identifiable.

How will I benefit from participating in this study? Besides providing the study with
valuable information, you are also contributing to research on a national, intellectual
movement that is seeking to assist in achieving equal treatment in educational leadership
regarding how behaviors between the genders impact workplace relationships.

How can I participate in this study? You can participate by contacting the researcher to
schedule a time to share your perceptions and experiences as a superintendent.

I have some questions about this study. Who can I ask? 1. If you have any questions
about this research study, you can contact Mona Montgomery through email at
[redacted]. 2. You may also contact Dr. Marilou Ryder, who is supervising this study, at
[redacted] or by email at [redacted]. 3. Brandman University also has a Board, the
Institutional Review Board, which protects the rights of people who participate in
research. You may contact the coordinator with questions by email at
buirb@brandman.edu.
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APPENDIX J
Interview Protocol — Interviewer’s Copy

Participant:
Date:

INTERVIEWER SAYS:

Thank you very much for taking the time to discuss with me your perceptions
about the working relationships between male and female administrators in the
educational environment. Please know that all answers will be held in strictest
confidence and any comments you make will in no way be associated with your name or
the school you represent.

The majority of working relationships between men and women administrators is
positive and productive. This study concentrates on those few relationships between men
and women that may result in friction or an uneasy reaction.

The purpose of this interview is to identify female administrator behaviors which
may prompt male administrators to express behaviors associated with gender dissonance.
Gender dissonance is the conscious or subconscious discomfort or incongruity that men
and women feel when they work together.

It would be useful if you could share some behavioral examples of gender
dissonance experienced by male administrators with whom you have worked during your
career. It is also important for you to identify female administrator behaviors which may
prompt male administrators to express these dissonant behaviors. For the purpose of this
study, I am not interested in factors that cause women to experience dissonance.

This interview will concentrate on three different working relationships between male
and female administrators within three contexts:

1. Male administrators who supervise female administrators
2. Male administrators who work together as peers
3. Female administrators who supervise male administrators

There are three things I will focus on in this interview. First, I am most interested
in your descriptions of specific situations and behaviors that prompt men to feel gender
dissonance; those behaviors exhibited by females that cause men to express dissonant
behaviors. If these examples do not fit into these relationships, that’s all right. I am
interested in hearing the specific descriptions of examples, but in particular the behaviors
you have observed. Second, it is also important to explore why you think these behaviors
may have occurred as they relate to gender differences between men and women. Please
note that [ am also not looking for dissonant behaviors that were prompted by difference
in style, age, experience, or personality; for example, two administrators who bring

225



different competence levels to a position because of the experience or age. These
differences may cause the male or female to exhibit dissonant behaviors, but they are not
gender related. While these differences may cause dissonance between men and women
and may be very interesting, they are outside the scope of this study. Last, at the
conclusion of this interview, I will ask you to identify which of the behaviors you have
described you feel may impede or serve as a barrier to women’s eligibility for promotion
to the position of superintendent. Research suggests that many factors can limit a
woman’s eligibility to be included in the pool for promotion.

Please let me remind you that your participation is completely voluntary and will
greatly strengthen the study. If at any time you feel uncomfortable or would like to end
the interview or not respond to a question, please let me know. Your information will be
kept confidential and your name will be changed to protect your identity. In addition, I
have provided a copy of the questions that I will ask for your reference; however, I may
have follow-up questions if clarity is needed. The duration of this interview will take
approximately 60 to 90 minutes. Do you have any questions about the interview process?

CONSENT FORM:

The document I am providing is an informed consent form. It explains much of
the information I have shared as well as outlines the benefits and risks of your
participation. Please take a moment to read through the form and sign showing your
consent. [Interviewee to sign the consent form].

INTERVIEWER SAYS:

As we get started, I would like to record this interview for transcribing purposes
and so that I can access it at a later time. [ would like to be able to accurately represent
you experiences, and at no time will your names be shared. Again, I will make sure that
your confidentiality is kept at all times. Do I have your permission to continue with this
interview and record it? [Obtain permission and turn on recording devises] Do you have
any questions before we begin?

PROTOCOL QUESTIONS:

Male Administrator Supervising a Female Administrator

1. As you reflect back on your career please think about times when you observed a
male administrator supervising a female administrator; for example, a male
superintendent who supervises a women superintendent or a male principal
supervising a female assistant principal.

Can you describe any situations in which you observed a male administrator
expressing a negative or uneasy reaction to something a female did while:

226



In a cabinet or general administrators meeting

At a conference or professional staff development situation

Involved in a social situation

A one-on-one meeting such as an evaluation or improvement conference
Working on a project

Communicating with one another

Mo a0 o

Male and Female Administrators Working Together as Peers

2. Asyou reflect back on your career as an administrator, please think about times
when you have observed male and female administrators working together as
peers; for example, two assistant superintendents, two coordinators or two
principals.

Can you describe any situations throughout your career in which you have
observed a male administrator expressing a negative or uneasy reaction to
something that a female did while:

In a cabinet or general administrators meeting

At a conference or professional staff development situation

Involved in a social situation

A one-on-one meeting such as an evaluation or improvement conference
Working on a project

Mmoo o

Communicating with one another

Female Administrator Supervising a Male Administrators

3. Many women have been promoted to positions of greater authority in public
education. As you reflect back on your own experiences, can you describe any
instances when a female administrator supervised a male administrator?

Recalling these experiences throughout your career can you describe any
instances of a male administrator expressing a negative or uneasy reaction to
something that a female did while:

In a cabinet or general administrators meeting

At a conference or professional staff development situation

Involved in a social situation

A one-on-one meeting such as an evaluation or improvement conference
Working on a project together

Communicating with one another

Mmoo o
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General Prompts to be Used in Connection with Each Question

1. What did the female administrator do to elicit this behavior?
2. What did the male administrator do when reacting to this particular behavior?
3. What do you think prompted the male to do that?
a. Was it a personal issue on the part of the male or was it prompted by
gender differences?
4. What makes you think this behavior was gender-related?
a. Could you elaborate?
5. What is another example of this kind of behavior?

4. An increasing number of female administrators possess the credentials,
experience, and demonstrated skills to advance to the role of superintendent.
However, some critical factors exist that may impede or limit a woman’s chances
to be included in that pool of those who are eligible to be considered for the
superintendency. One or more of these behaviors exhibited by females that you
just described may be one of these limitations.

During our interview, you described a number of behaviors exhibited by female
administrators that prompt male administrators to express behaviors associated
with gender dissonance. (REPEAT SEVERAL THAT EACH PERSON HAS
IDENTIFIED). How do you feel these behaviors that prompt males to experience
gender dissonance may limit a woman’s chances to be included in the eligibility
pool to be considered for a superintendency? If so, could you comment on what
impact these behaviors exhibited by female administrators that prompt males to
experience gender dissonance may have on women’s advancement to a
superintendency?
Potential Follow-Up Question(s):
1. Are there any final comments you would like to make before we conclude?
Possible probes that can be added to any question, for clarification:
1. “Would you expand upon that a bit?"
2. “Do you have more to add?”
3. “What did you mean by ....”
4. “Why do think that was the case?”

5. “Could you please tell me more about....

6. “Can you give me an example of ....”
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7. “How did you feel about that?”

CLOSING STATEMENT:

These are all the questions I have for you at this time. Thank you very much for
your time today and your willingness to allow me to interview you for my dissertation. If
you would like a copy of my research at the conclusion of my study, I will be happy to
provide that for you. Please accept this as a small token of my appreciation for your
participation.
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APPENDIX K

Permission to Use an Existing Instrument

DATE: 11/24/2018

Dear Dr. Ryder,

I am a doctoral student from Brandman University writing my dissertation tentatively
titled, “The Impact of Male Gender Dissonance on Women’s Potential Eligibility for
Advancement to the Position of K-12 Public School Superintendent” under your
direction.

I would like your permission to reproduce your instrument and protocols in my
replicative research study. I would like to use and print your instrument under the
following conditions:

1. I will use this instrument and protocol only for my research study and will not
sell or use it with any compensated or curriculum development activities.

2. I will include the copyright statement on all copies of the instrument.

3. I will send my research study and one copy of reports, articles, and the like that
make use of instrument data promptly to your attention.

If these are acceptable terms and conditions, please indicate so by signing one copy of
this letter and returning it to me via email to mmontgo3@mail.brandman.edu.

Sincerely,

Mona Montgomery Doctoral Candidate

I approve the use of instrument and protocols for this study as indicated above.

1 W\ 11-24-2018

Signature Date
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APPENDIX L

Permission to Reproduce Tables/Charts/Figures

DATE: 11/24/2018

Dear Dr. Ryder,

I am a doctoral student from Brandman University writing my dissertation tentatively
titled, “The Impact of Male Gender Dissonance on Women’s Potential Eligibility for
Advancement to the Position of K-12 Public School Superintendent” under your
direction.

I would like your permission to reproduce figures from:

Ryder, M. (1998). The impact of male gender dissonance on women’s potential
eligibility for advancement to the position of superintendent. (Order No. 9913991).
Available from ProQuest Dissertations & Theses Global. (304485759).

Specifically, I am requesting permission to reprint the gender dissonance conceptual
framework in parts or in total:

Figure 2: Conceptual framework used to classify behaviors exhibited by females that may
prompt males to exhibit behaviors associated with gender dissonance for the concept: role
confusion on pages 57-58.

Figure 4: Conceptual framework used to classify behaviors exhibited by females that may
prompt males to exhibit behaviors associated with gender dissonance for the concept:
communication differences on pages 65-66.

Figure 5: Conceptual framework used to classify behaviors exhibited by females that may
prompt males to exhibit behaviors associated with gender dissonance for the concept:
cultural differences on pages 71-72.

Figure 6: Conceptual framework used to classify behaviors exhibited by females that may
prompt males to exhibit behaviors associated with gender dissonance for the concept:
women’s personal power on pages 75-76.

I am requesting non-exclusive rights in all languages. These rights will in one way
restrict publication of your material in any other form by you or by others authorized by
you. If you do not control these rights in their entirety, please inform me of the proper
agency to contact.
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Below is a release form for your convenience. If these are acceptable terms and
conditions, please indicate so by signing one copy of this letter and returning it to me via
email to mmontgo3@mail.brandman.edu.

Sincerely,

Mona Montgomery, Doctoral Candidate

I grant permission requested on the terms stated in this letter. Credit line to be used if
different from above:

Agreed to and accepted:
Pl Wyl
11-24-2018

Signature Date
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APPENDIX M

Invitation to Participate in a Research Study Expert Panel

STUDY: The Impact of Male Gender Dissonance on Women’s Potential Eligibility for
Advancement to the Position of Superintendent

Dear Potential Expert Panelist:

This letter is to invite you to participate in a phenomenological research study as a
professional expert. My name is Mona Montgomery, and I am a doctoral candidate in the
Organizational Leadership Doctoral program at Brandman University. I am currently
conducting research under the supervision of Dr. Marilou Ryder on the lived experiences
of K-12 public school superintendents to identify female administrator behaviors that
may prompt male administrators to experience gender dissonance in the workplace.

What is the purpose of this research study?

The purpose of this qualitative phenomenological replication study is to discover what
behaviors female administrators exhibit that may prompt male administrators with whom
they work in California public education to demonstrate behaviors associated with gender
dissonance. In addition, it is the purpose of this study to determine what impact these
dissonant behaviors may have on women’s potential eligibility for advancement to the
position of superintendent in California.

What will your involvement in this study mean?

As a professional expert, your involvement will encompass reviewing and critiquing the
research instrument and field test. To prevent researcher bias, and to ensure the safety of
the participants, I would like for you scrutinize each of the interview questions and
provide feedback on ways to improve the instrument. Upon completion of a field test, I
will be sharing the results with you and asking that you review the data to ensure the
accuracy and reliability of the instrument and to ensure the interview questions are
aligned with the research questions.

If you have any questions regarding this phenomenological research study, please do not
hesitate to contact me at [redacted] or email at [redacted]. You can also contact my

dissertation chairperson Dr. Marilou Ryder at [redacted] or by [redacted].

Thank you very much for your interest and assistance in this phenomenological study.
Sincerely,

Mona Montgomery
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Research Questions

Research Question 1:
What behaviors exhibited
by female administrators
are perceived by selected
superintendents as
prompting male
administrators with
whom they work in the
California K-12
educational environment
to demonstrate behaviors
associated with gender
dissonance?

Research Question 2:
How do selected
superintendents feel
dissonant behaviors
exhibited by female
administrators’ impact
women’s potential
eligibility for
advancement to the
position of
superintendent?

APPENDIX N

Alignment Table

Sources of Data

* Interviews with K-12
public education
superintendents

* Interviews with K-12
public education
superintendents
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Analytical Technique

* Interview
Questionnaire

* Interview
Questionnaire



