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Who are we?
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Ã The Council of School Superintendents is the statewide 
association of professional school district leaders.

Ã 769members:

Ä 700 Superintendents (more than 90 percent of all)

Ä 69 others (e.g., Deputy and Assistant Superintendents) 

Ã We have three primary missions:

Ä Professional development to help superintendents and other school 
executives succeed.

Ä Policy advocacy on behalf superintendents and the students and 
taxpayers they serve.

Ä Legal and other personal support for superintendents.



Why pay attention to what superintendents 
believe?
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1. After classroom teaching, leadership is the most important 
school factor influencing academic success.1

2. Superintendents are local opinion leaders shaping public 
understanding of education issues.

3. Superintendents must balance what schoolchildren need 
with what taxpayers can afford ςas should policymakers.

4. Superintendents play the pivotal role in translating 
statewide or national policies into sensible practices for the 
students and communities they serve.



About The SnapshotΧ

Ã 6th edition of The Snapshot.  Done every three years, starting 
in 1991.

Ã Response rate this time:  74.4% (536 out of 720).

Ã 7 Chapters plus appendices:
Ä Executive Summary

Ä Descriptive Analysis

Ä Emerging Trends

Ä Public Policy Perspectives

Ä Leadership Teams

Ä Contractual Data

Ä Retirement

Ä Findings, Implications, Recommendations

Ä Appendices ςincluding tables with regional results
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Organization of this presentation
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I. Demographics

II. Superintendent labor market

III. Superintendent policy perspectives

IV. Board/Superintendent leadership dynamics

V. Recommendations for public policy and Council 
services



Some key points:

Ã Superintendent turnover continues ς220 retirements in three years; 60% expect 
to retire by 2011 (slide #16).

Ã Newer superintendents are starting older, staying shorter (#9).

Ã Women are increasingly common as superintendents ς50% of those hired in 2006 
(#10).

Ã School districts face pressure to recruit/retain superior leaders as superintendents 
(#16-19).

Ã Most superintendents find job satisfying (#23, 24)

Ã Most superintendents see communities, boards, and parents as supportive (#26-
30).

Ã Most superintendents see their school boards as effective, but 16% do not (#34).

Ã Effective boards are more focused on student achievement, have longer average 
service, use shorter meetings, and put more stress on professional development 
for leadership team (#35, 36).
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I.  Demographics7



The average age of superintendents is 
rising
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Percentage of superintendents by age



Differences between newer and veteran 
superintendents
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Ã Key point: newer superintendents starting later, staying shorter ς
high turnover to continue.



Women are becoming more common as 
superintendents

Ã Women were 30% of superintendents hired between 2000 
and 2003.

Ã 35% of those hired between 2003 and 2006. 

Ã 50% of those hired in 2006.

Ã Still under-represented ς51% of population, 75% of NYS 
¢ŜŀŎƘŜǊǎΩ wŜǘƛǊŜƳŜƴǘ {ȅǎǘŜƳ ƳŜƳōŜǊǎΦ

Ã Start later, less likely to be married or to have school-age 
children
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Differences between men and women as 
superintendents
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Variations by region, district size
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Ã Younger superintendents (<age 50) are more 
commonin rural districts (24.7%), Southern Tier 
(22.7%) and North Country (25%).

Ã Younger superintendents are less common in 
downstate suburbs (7.3%).

Ã Women are more common in districts with fewer 
than 5,000 students; slightly less common in North 
Country and Capital Region than elsewhere.



Slight progress on racial/ethnic diversity
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Ã 94.2% Caucasian

Ã 2.1% African-American

Ã 1.1% Hispanic

Ã Diversity up slightly from 2003



Average length of service
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Ã 8.2 years as superintendent

ÄHighest in downstate suburbs ς9.2 years

ÄLowest in Central/Southern Tier ς6.8 years

Ã 5.0 years in current district 

Ädown from 5.6 in 2003 ςdue to more new 
superintendents, not to shorter service.

Ã About 60% in 1st superintendency ςsome remain 
in one district for whole career.



II.  The Superintendent Labor Market15



Continuing turnover in the 
ǎǳǇŜǊƛƴǘŜƴŘŜƴǘ ǿƻǊƪŦƻǊŎŜΧ
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Ã 220 superintendents retired in last 3 years ςabout 
10% per year.

Ã 60% of current superintendents expect to retire by 
2011.

Ã Retirements reverberate ςcreate further churning as 
some districts hire superintendents from other 
districts to replace retirees.

Ã Key point: Districts are competing to recruit, retain 
superior leaders.



Average Superintendent Salaries Over Time
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Ã Superintendent salaries rising faster than inflation but at 
about same rate as teachers (5% per year since 1993-94).

{ƻǳǊŎŜǎΥ  b¸{95 {ŀƭŀǊȅ 5ƛǎŎƭƻǎǳǊŜ 5ŀǘŜΣ b¸{95 ά/ƘŀǇǘŜǊ 
сррέ ǊŜǇƻǊǘǎΣ COUNCILAnalysis



Shorter superintendent contracts slightly 
more common

18

Contract length by experience



ά{ǘŀōƛƭƛǘȅ ŎƭŀǳǎŜǎέ ƳƻǊŜ ŎƻƳƳƻƴ ŀǎ ŘƛǎǘǊƛŎǘǎ 
seek to hold on to superintendents
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Pathways to the superintendency
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Regional disparities:
Ã District office route is much more common in downstate suburbs 

than elsewhere ς56.4%

Ã Middle/high school principal route is more common in Capital 
Region than elsewhere ς50%

Ã Elementary school principal route is more frequent in North 
Country than in other regions ς21.7%



Who conducts superintendent search?
ςby type of district
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Why do school leaders want to be 
superintendents?
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Ã Key point: school districts compete for leaders through 
compensation packages, but compensation is not why people 
become superintendents.


