
Agenda 

Lyon County School District
Board of Trustees

A Subcommittee Meeting of the Board of Trustees of Lyon County School District will be held 
Monday, December 11, 2023, beginning at 1:00 PM at the Lyon County School District, Board 
Room, 25 E. Goldfield Ave., Yerington, NV 89447.

The subjects to be discussed or considered or upon which any formal action may be taken are 
listed below. Items do not have to be taken in the order shown on this meeting notice.

Public Comment to the Lyon County School District Board of Trustees
In the event that you are unable to attend the LCSD Board of Trustees meeting, you may submit 
public comment by 3:00 pm the day before the board meeting by clicking here.  Public 
comment will be forwarded to all LCSD Trustees prior to the board meeting.  Please note that 
this link is monitored for public comment only.  

1. CALL TO ORDER
2. PLEDGE OF ALLEGIANCE
3. WELCOME OF GUESTS
4. APPROVAL OF AGENDA
5. PUBLIC PARTICIPATION: Items LISTED on the Agenda: At this time, the public is 
invited to address the Board on items listed on the agenda over which the Board has 
jurisdiction. 
If you wish to speak, please step up to the front table, be seated, and state your name. Your 
comments must be limited to no more than three minutes per agenda item with a maximum 
of ten minutes total.  In consideration of others, avoid repetition or designate a spokesperson 
to speak on behalf of our group. Although this Board does not restrict comments based upon 
viewpoint, comments will be prohibited if the contents are willfully disruptive, slanderous, 
amount to personal attacks or interfere with the rights of other speakers. Comments made 
during this time will be monitored by the Board President.
6. (For Discussion Only) Discussion by the LCSD Board Subcommittee and 
the newly appointed LCSD Superintendent to negotiate the terms of an 
employment contract to be presented to the LCSD Board of Trustees at the 
December 19, 2023 meeting for consideration and possible action. 
7. PUBLIC PARTICIPATION: Items not listed on the agenda: At this time, the public is 
invited to address the Board on items not listed on the agenda over which the Board has 
jurisdiction. No action may be taken on any subject raised during public comment until the 
matter has been properly placed on an agenda for a properly noticed meeting pursuant to 
NRS 241 (Nevada’s Open Meeting Law). 
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If you wish to speak, please step up to the front table, be seated, and state your name. Your 
comments are limited to no more than three minutes per person and must fall under subjects 
within the Board’s jurisdiction and control. In consideration of others, avoid repetition, or 
designate a spokesperson to speak on behalf of your group. Although this Board does not 
restrict comments based upon viewpoint, comments will be prohibited if the contents are 
willfully disruptive, slanderous, amount to personal attacks, or interfere with the rights of 
other speakers. Comments made during this time are monitored by the Board Chairperson.
8. ADJOURN:

If you have questions or public records requests, please contact the LCSD Communications and 
Public Relations Officer at (Communications@lyoncsd.org).    

The notice for this meeting was posted at the Lyon County School District Administrative Office and 
posted to the Lyon County School District website (http://lyoncsd.org) and the Nevada Public Notice 
Website (http://notice.nv.gov) in accordance with NRS 241.020 (3) (b). 

LYON COUNTY SCHOOL DISTRICT STATEMENT OF NONDISCRIMINATION AND ACCESSIBILITY 
The Lyon County School District does not discriminate on the basis of race, color, national origin, gender, disability or 
age in any of its policies, procedures, or practices, in compliance with Title VI of the Civil Rights Act of 1964 
(pertaining to race, color, and national origin), Title IX of the Educational Amendments of 1972, section 504 of the 
Rehabilitation Act, the Americans with Disabilities Act, and Age Discrimination Act of 1975, and any other pertinent 
statute or requirement. This Non-Discrimination policy covers admission, access, treatment, and employment in the 
District’s programs and activities, including Occupational Education. For information regarding opportunities, 
policies, or the filing of grievances, contact your school principal. 
The Lyon County School District is pleased to provide accommodations for the handicapped or disabled. Members of 
the public who are disabled and require special accommodations or assistance at the meeting are requested to notify 
the Administrative Assistant to the Superintendent and Board of Trustees in writing at 25 E. Goldfield Ave., Yerington, 
NV 89447, email mheim@lyoncsd.org, or call (775) 463-6800 Ext. 10034 at least one week prior to the meeting.

2

mailto:Communications@lyoncsd.org


Lyon County School District 
Board Memo 

 
 
Date:   December 11, 2023 
 
To:   Board of School Trustees  
 
From:   Tim Logan, Deputy Superintendent 
 
Re:   Subcommittee to Negotiate New Superintendent Contract 
 
 
 
Recommendation  
(For Discussion Only) That the LCSD Board Subcommittee and the newly appointed LCSD Superintendent 
negotiate the terms of an employment contract to be presented to the LCSD Board of Trustees at the December 
19, 2023. 
 
Background Information  
At the November 28, 2023 school board meeting, Tim Logan was appointed to be the new Superintendent starting 
July 1, 2024. During the same board meeting, a subcommittee of three board members were selected to negotiate 
the terms of the employment contract and to bring back for presentation to the LCSD board the proposed contract 
for review, consideration, and possible action. 
 
Budget Considerations  
None 
 
Discussed at Previous Meeting 
November 28, 2023, the subcommittee was selected 
 
Attachment(s) 
LCSD Superintendent Workman’s Current Contract 2022-2026 
2022-23 AASA Superintendent Salary and Benefits Study 
Nevada Superintendent Salary Comparison 12-4-23 
United States Superintendent Salary Comparison 12-4-23 
Student and Teacher Numbers By District 12-4-23 
 
Respectfully Submitted,  
Tim Logan, Deputy Superintendent  
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Superintendent’s Contract, Lyon County School District 1 

EMPLOYMENT CONTRACT BETWEEN  

THE BOARD OF TRUSTEES OF LYON COUNTY SCHOOL DISTRICT 

AND SUPERINTENDENT WAYNE L. WORKMAN 

This employment contract is made and entered into on the 1st day of January, 2022 by and between the 

Board of Trustees of the Lyon County School District (hereinafter referred to as "District") and Wayne 

L. Workman (hereinafter referred to as "Superintendent") subject to the terms set forth herein: 

WHEREAS District desires to provide the Superintendent with a written employment contract 

in order to enhance administrative stability and continuity within the schools, which District believes 

improves the quality of its overall educational program; and, 

WHEREAS District and Superintendent believe that a written employment contract is necessary 

to describe specifically their relationship and to serve as the basis of effective communication between 

them as they fulfill their governance and administrative functions in the operation of the educational 

programs of the schools; 

NOW, THEREFORE, District and Superintendent for the consideration herein specified, agree 

as follows: 

1. TERM 

The District, in consideration of the promises herein contained of Superintendent, hereby employs and 

Superintendent hereby accepts employment as Superintendent of Schools for a term beginning on January 

1, 2022 and ending on June 30, 2026, unless terminated earlier pursuant to Section 10 of this 

Agreement. 

The Board may, by action in an open, properly agendized meeting and with the agreement of the 

Superintendent, extend the termination date of the existing contract as permitted by state law. 

The District shall provide the Superintendent with at least ninety (90) days written notice prior to the 

expiration of the Term and any extensions thereof if the District intends not to renew this Agreement. 

2. PROFESSIONAL CERTIFICATION AND RESPONSIBILITIES 

A. Certification.  Superintendent shall hold a valid Nevada Administrator's License, issued by the 

State of Nevada.
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Superintendent’s Contract, Lyon County School District 2 

B. Duties. Superintendent shall have charge of the administration of the schools under the direction of the 

Board of Trustees. Superintendent shall be the Chief Executive Officer of the Board of Trustees; shall 

hire, demote, terminate, direct and assign principals, teachers and other employees of the schools under 

his supervision; shall organize, reorganize, and arrange the administrative and supervisory staff, 

including instruction, human resources, community relations, operations, facilities and business affairs, 
as best serves the District; shall arrange for the health, safety, and security of students and 

employees; shall carry out other duties as set forth in the Nevada Revised Statutes; shall select all 

personnel subject to the approval of the Board as required by regulation or statute; shall from time to 

time suggest regulations, rules and procedures deemed necessary for the well ordering of the school 

district; and in general perform all duties incident to the office of the Superintendent, and such other 
duties as may be prescribed by the Board of Trustees from time to time. Superintendent shall be 

responsible, and shall account for his actions and decisions, to the entire Board and not to any 

individual member(s) of the board. 

The Board shall have exclusive jurisdiction in determining and developing policies for the direction 

and operation of the school system. 

The Board, individually and collectively, shall promptly refer all criticisms, complaints, and 

suggestions called to its attention to the Superintendent for study and recommendation. The 

Superintendent shall keep the Board of Trustees fully informed of all pertinent activities in the 

District. The Superintendent shall attend Board meetings and Board and committee meetings, serve as 

an ex officio member of all Board committees, and provide administrative recommendations on each 
item of business considered by each of these groups. 

The Superintendent shall devote his time, attention, knowledge and skills to the business and interests 

of the Board of Trustees and the Lyon County School District. The Superintendent, may, however, 

undertake consulting work, speaking engagements, writing, lecturing or other activities, which do not 

interfere with the discharge of Superintendent's duties and responsibilities set forth herein.  

Superintendent shall inform the Board of Trustees and shall not use District resources when engaging 

in these activities. 

3. PROFESSIONAL DEVELOPMENT OF SUPERINTENDENT 

The District encourages the continuing professional development of the Superintendent as the 

Superintendent might deem appropriate in light of the Superintendent's responsibilities set forth herein. 

Such professional development could include: 

A. The operations, programs, and other activities, conducted by local, state, and national school 

administrator and school board associations;  

B. Seminars and courses offered by public or private educational institutions; 

C. Informational meetings with other persons whose particular skills or background will serve to 

improve the capacity of the Superintendent to perform his professional responsibilities for the 
District; and 

D. Visits to other institutions.

5



 

Superintendent’s Contract, Lyon County School District 3 

In order to accomplish the terms of the Section, the district shall permit a reasonable amount of release time 

for the Superintendent, as it deems appropriate, to attend such matters, and the District shall pay for the 

necessary fees for travel and subsistence expenses as approved by the District in its annual budget.  The 

Superintendent shall provide the Board of Trustees with a report of his professional development and 

conferences attended annually by June 30th of each school year.  

4. COMPENSATION 

Beginning January 1, 2022, the District shall pay Superintendent the annual rate of two hundred and thirty 

thousand dollars ($230,000.00).  This annual salary rate shall be paid to Superintendent in accordance with 

the schedule of salary payments in effect for other administrative employees. 

5. BENEFITS 

In addition to the monetary salary, Superintendent shall be entitled to the following benefits: 

A. Health Insurance. District shall pay the full health premiums of the Superintendent. 

B. Death and Dismemberment. LCSD shall maintain an insurance policy in the amount of $250,000 

for Superintendent to provide for the death or dismemberment of Superintendent while acting in the 

performance of Superintendent's duties under this Contract. 

C. Annual Physical. LCSD shall pay the cost of providing Superintendent with comprehensive annual 
physical examination with LCSD's contracted provider. Any report of the medical examination shall 

be given directly and exclusively by the examining physician to the Superintendent. 

D. LCSD will pay the standard employer contribution for Superintendent to the Public Employment 

Retirement Systems (PERS) under an 'employer-pay' contribution plan pursuant to NRS 286.421. 

E. Flexible Benefit Plan. Superintendent may participate in an Internal Revenue Code Section 125 
Flexible Benefits Plan offered by LCSD. 

F. Annual Leave. Superintendent will receive twenty-two (22) days of annual leave annually. A 

maximum of thirty (30) unused annual leave days shall be allowed to accrue from one year to the next. 

Accrued annual leave in excess of thirty (30) days shall be paid by LCSD to Superintendent at the 

daily rate at the end of the fiscal year based on the Superintendent's salary that year. At termination of 
service, Superintendent shall be compensated for all accrued annual leave (30 days maximum) at 

his current daily rate of pay. Board of Trustees may grant Superintendent additional days of leave 

with or without pay in extraordinary circumstances.
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Superintendent’s Contract, Lyon County School District 4 

G. Personal Days. Superintendent shall be credited with three (3) personal days at the beginning of each 

contract year. Superintendent shall not carry over unused personal days from one contract year 

to another. 

H. Paid Holidays. Superintendent shall be paid for those holidays designated as paid holidays for twelve 

(12) month employees as set forth in the District's regular annual work calendar. 
I. Sick Leave. Superintendent shall be credited with fifteen (15) days of sick leave at the beginning of 

the contracted year. Unused sick leave shall accrue from year to year without limitation.  At the end 

of employment with the District, Superintendent shall be paid fifty dollars ($50.00) for each 

day of unused sick leave.  Full payment shall be made within one month of ending 

employment. 
J. Retirement Contribution.  Superintendent shall receive a yearly fifteen thousand dollar 

($15,000.00) compensable contribution to a §403B retirement plan in compliance with NRS 

286.025.  The contribution shall be made in a lump sum during the last month of the fiscal 

year, upon satisfactory completion of the annual contract terms. 

K. District shall pay Superintendent's membership charges to the Nevada Association of School 
Superintendents, The American Association of School Administrators, Association for Supervision 

of Curriculum Development, and/or other professional groups in which the Superintendent feels are 

necessary to maintain and improve his professional skills, as permitted by state law and as approved 

by the District in its annual budget. 

L. Cell Phone.  Superintendent shall receive one hundred dollars ($100.00) per month as reimbursement 
for his monthly cell phone service charge, to be paid in one lump sum annually in June. 

6.  EXPENSES 

District shall pay or reimburse Superintendent for reasonable expenses approved by District and incurred 

by Superintendent in the performance of his duties under the employment agreement. 

7. TRANSPORTATION 

The District shall provide a District owned vehicle for the Superintendent's use while doing district 

business. The District shall be responsible for all fuel, maintenance and insurance costs.
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Superintendent’s Contract, Lyon County School District 5 

8. PROFESSIONAL LIABILITY 

A. District agrees that it shall defend, hold harmless, and indemnify Superintendent from any and 

all demands, claims suits, actions and legal proceedings brought against Superintendent in his 

individual capacity, or in his official capacity as an agent and employee of the District, provided the 

incident arose while the Superintendent was acting within the scope and course of his employment, 
and excluding criminal litigation except as permitted by NRS 391.271; and, as such liability 

coverage is in the authority of the District to provide under state law. Except that, in no case, will 

individual Board members be considered personally liable for indemnifying Superintendent against 

such demand, claims, suits, actions and legal proceedings. 

B. If, in the opinion of the District Counsel, a conflict exists as to the defense of such claim between a 
legal position of the Superintendent and a legal position of the District, the Superintendent may 

engage counsel, in which event District shall pay Superintendent for the costs of legal defense as 

permitted by state law. 

C. District shall not, however, be required to pay any costs of any legal proceedings in the event 

District and Superintendent have adverse interests in such litigation, except as stated above. 

9. EVALUATION 

The Board of Trustees shall evaluate the performance of the Superintendent at least once a year for the 

duration of this contract. Such evaluation and assessment shall be reasonably related to the position 

description of the Superintendent as described herein. 

The format of the evaluation shall be designed in consultation with Superintendent and adopted by the 

Board.  

If at the time of the evaluation, the Board determines that the performance of the Superintendent is 
unsatisfactory in any respect, the Board shall describe in writing, in reasonable detail, specific instances of 

unsatisfactory performance and examples of the behavior expected. The evaluation shall include 

recommendations as to areas of improvement and all instances where the Board deemed performance to be 

unsatisfactory. A copy of the evaluation shall be delivered to the Superintendent. The 

Superintendent shall have the right to make a written response to the evaluation. The 
Superintendent's response shall become a permanent attachment to the Superintendent's personnel 

file. 

10. TERMINATION OF EMPLOYMENT CONTRACT 

The employment contract may be terminated by: 

A. Mutual agreement of the parties; 
B. Retirement of the Superintendent; 
C. Disability of the Superintendent. In the event of disability or incapacity, after Superintendent's sick 

leave has been exhausted, compensation shall be reinstated upon the Superintendent's return to 

employment and full assumption and discharge of his duties. The District may terminate his contract 

by written notice to the Superintendent at any time after the Superintendent has exhausted any 

cumulative sick leave and such other leave as may be available, and has been absent from his 
employment for whatever cause for an additional period of six (6) months and is unable to perform 

his duties as outlined in this contract. All obligations of the district shall cease upon such 
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Superintendent’s Contract, Lyon County School District 6 

 
D. Discharge for Cause. Discharge for cause shall constitute conduct which is seriously prejudicial to 

the District; including but not limited to, neglect of duty or breach of contract. Reasons for a proposed 

discharge for cause shall be given in writing and the Superintendent shall be entitled to appear before 

the Board to discuss such causes. If the Superintendent chooses to be accompanied by legal counsel at 

such meeting, he shall bear any cost therein involved; 

E. In the event that the Board offers to terminate the contract by paying the amount specified in paragraph 
"F," below, the requirement of the hearing before the Board shall be waived by the 

Superintendent; 

F. Unilateral Termination by Board of Trustees. The Board may, at its option, by a minimum of ninety 

(90) days written notice to the Superintendent, unilaterally terminate the contract. In the event of 

such termination, the District shall pay to the Superintendent, as severance pay, all of the aggregate 
salary, allowances and compensation he would have earned under the employment contract for twelve 

months from the actual date of termination or the termination date set forth in this employment 

contract, whichever is shorter. 

G. Death of the Superintendent. 

11. KEY EMPLOYEE CLAUSE 

The Superintendent must provide the District with at least ninety (90) days working transitional 

notice of intention to terminate from the District. Failure to provide such notice may result in a 3% 

annual salary penalty. 

12. GOVERNING LAW 

 

If any disputes arise around the interpretation of implementation of this employment agreement, 

said dispute shall be resolved in accordance with the laws of the State of Nevada, and jurisdiction of 

any dispute shall be in the courts in Lyon County. 

 

IN WITNESS HERETO, the District and the Superintendent agree to the terms set forth 

herein on the date specified in paragraph 1 above. 
 

LYON COUNTY SCHOOL DISTRICT 

    “DISTRICT” 

 

    By __________________________________________________ 

    Holly Villines, Board of School Trustees President 

 

Wayne L. Workman 

    “SUPERINTENDENT”   

 

    By __________________________________________________ 

    Wayne L. Workman 

 

This Employment Contract was approved by vote of the Board of Trustees at a public meeting 

duly held on December 21, 2021 and has been made a part of the minutes of that meeting.
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2022–2023 AASA SUPERINTENDENT 
SALARY & BENEFITS STUDY 

 
 
EXECUTIVE SUMMARY  
 
The 2022–2023 AASA Superintendent Salary & Benefits Study marks the ninth consecutive edition 
of this study. The 2022–2023 version employed a slightly revised and updated survey instrument. The 
survey tracked the demographics, salary, benefits, and other elements of the employment agreements 
of school superintendents throughout the country.  
 
This year’s study results are based on 2,443 complete responses — the highest response rate since 
inception of the study in 1999. The survey was distributed online and relied on superintendents 
responding to 69 items with the understanding that the report of findings would contain no personally 
identifiable information. Therefore, readers must consider the data descriptive and not necessarily 
representative of all superintendents. The study is intended to provide superintendents with actionable 
information needed to negotiate and manage their compensation and benefits.  
 
Prior to the AASA efforts to study this topic, most school superintendents relied on the annual salary 
study sponsored by the Education Research Service (ERS) to benchmark their compensation and 
benefits. The closure of ERS nearly a decade ago created a void in data about superintendent salary 
and benefits.  
 
AASA responded to the need for data by developing a comprehensive study of the salary and benefits 
of school superintendents that far exceeded previous studies undertaken on this topic. AASA is 
particularly well suited for this task because it represents the vast majority of school superintendents 
in the country and has been most active in collecting and disseminating to its members critical data 
needed to inform superintendent decision making about a host of topics.  
 
AASA is committed to refining this work over time, thus maximizing the benefit to superintendents. 
The earlier editions of this study are available on the AASA website and provide valuable retrospective 
data (http://www.aasa.org/research.aspx).  
 
This work complements The American School Superintendent: 2020 Decennial Study edited by Professor 
Christopher H. Tienken, the AASA Research Professor in Residence and Associate Professor of 
Education Leadership, Management, and Policy from Seton Hall University, sponsored by AASA in 
conjunction with Phi Delta Kappa. The official press release for the 2020 Decennial Study can found 
at: https://www.aasa.org/content.aspx?id=44397. 
 
The complete book is published through Rowman and Littlefield: 
https://rowman.com/ISBN/9781475858471/The-American-Superintendent-2020-Decennial-Study 
 
In addition, there is an inevitable comparison between public and private sector CEOs. Useful in this 
discussion is the work of Economic Policy Institute in its 2022 analysis on private sector CEO 
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 2 

compensation and its relationship to median employee pay: https://www.epi.org/press/ceo-pay-rose-
more-than-11-in-2021-ceos-were-paid-399-times-as-much-as-a-typical-worker-in-2021-an-all-time-
record/ 
 
METHODOLOGY  
 
The research team was comprised of Tara Thomas, AASA legislative analyst; Dr. Christopher H. 
Tienken, AASA Research Professor in Residence and Associate Professor of Education Leadership, 
Management, and Policy; Dr. Li Kang, Seton Hall University; and Seton Hall University doctoral 
students Nadia Bennett, Sean Cronin, and Jillian Torrento. Technical assistance was provided by Dr. 
Robert S. McCord, AASA research consultant. The research was conducted under the direct 
supervision of Noelle Ellerson Ng, AASA Associate Executive Director, Policy and Advocacy.  
 
An extensive survey instrument was originally developed in 2012 with the assistance of Professors 
Theodore J. Kowalski (University of Dayton), I. Phillip Young (University of South Carolina), Terry 
Orr (Bank Street College), and Christopher C. Stream (University of Nevada, Las Vegas). The survey 
instrument was revised between July – September 2022 by the research team for the current edition 
of the study. The research team sent the revised instrument for peer review by eight superintendents: 

• Dr. Sharon L. Contreras, Superintendent, Guilford County Schools, Greensboro, NC.  
• Dr. Burke Royster, Superintendent, Greenville County Schools, Greenville, SC. 
• Dr. Lee D’Andrea, Superintendent (Retired), Anderson School District Four and Pickens 

County School District, SC. 
• Dr. Holly Edds, Superintendent, Orcutt Union School District, Orcutt, CA. 
• Dr. Anne Hubbard, Superintendent, Hope Elementary School District, Santa Barbara, CA. 
• Mrs. Susan Salucci, Assistant Superintendent of Human Resources, Orcutt Union School 

District, Orcutt, CA. 
• Dr. Gregory C. Hutchings, Jr., Superintendent, Alexandria City Public Schools, Alexandria, 

VA. 
• Dr. Michael Lubelfeld, Superintendent of Schools, North Shore School District 112, Highland 

Park, IL.  
 

Using a commercially prepared mailing list of American public school superintendents, email 
invitations to participate were distributed during the months of September and October 2022. No 
official count of the number of public school superintendents exists. The National Center for 
Education Statistics reported that there were 13,452 school districts as of the last count in 2019, but 
that number includes non-operating districts, counties that have multiple districts but only one 
superintendent, and districts that share a superintendent. State association executive directors were 
contacted to encourage their members to respond to the online survey.  
 
REPORT OF FINDINGS  
 
This report of findings is divided into 11 sections and relies solely on measures of central tendency 
for the analysis of the data collected. In some cases, the data are generally disaggregated by gender, 
district enrollment, and racial/cultural group.  
 
As noted in previous reports, there are limitations on the proper use of the data: 
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• When the responses for certain items are disaggregated by racial/cultural group, the number 
of responses may be insufficient to support decision making.  

• Care should be exercised in drawing conclusions or inferences on this data element.  
• In addition, some survey fatigue is commonly reported by superintendents and could have 

impacted the return rate, although it should be noted that the number of valid responses 
received was the largest since the inception of the current survey that was first administered 
in 2012.  

 
After each data display in the report, authors offer general statements of findings. It is the intent of 
the authors to allow the readers the opportunity to disaggregate the data in a manner they find useful 
in working with their board of education.  
 
There were 2,450 total responses to the survey. After carefully checking the data, responses from 
seven participants were omitted as the research team found them to be invalid because of issues related 
to missing salaries and other entries. The final sample size was 2,443. The seven omitted participant 
responses equated to 0.29% of the total responses; 99.71% of the total responses were retained.  
 
Readers will note that respondents omitted responses to some questions. Therefore, the n-value will 
be less than 2,443 in some cases. In addition, some percentages in the tables presented may total 
between 99.4% and 100.8% due to rounding. Having clearly identified the limitations inherent in a 
study of this magnitude, the report that follows is replete with important information that can prove 
very useful to superintendents.  
 
*** Care should be exercised in drawing conclusions or inferences from the very small numbers of 
respondents in some of the racial/cultural groups, other than the fact that White (not Hispanic) 
superintendents constitute the largest racial group represented in the study. Other racial/cultural groups 
appear to be underrepresented in the superintendent ranks, especially when compared to the 
racial/cultural profile of American public school enrollment. 
 
END NOTES:  
 
Many additional data elements were collected beyond those reported in this document. AASA 
members interested in investigating in greater depth an element of this study beyond those reported 
herein or are interested in offering suggestions for improvement of this research undertaking are 
invited to contact Noelle Ellerson Ng directly at AASA, The School Superintendents Association.  
 
Those citing the data presented herein and/or findings are asked to include acclamation of AASA and 
use appropriate APA citation style. Requests to use the data from this study or those that preceded it 
should contact Noelle Ellerson Ng at AASA for details and requirements. Finally, AASA reserves all 
rights to the ownership and use of these data.  
 
Special thanks are extended to AASA Policy Analyst Tara Thomas for her expertise and efforts to 
manage the nearly 169,000-cell spreadsheet containing the data collected in this study and to Maree 
Sneed of Hogan and Lovells for her ongoing advice and input. 
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SECTION #1: 
GENERAL DEMOGRAPHICS OF RESPONDENTS 

 
Table 1.1. Respondent count by state (Q7) 

State Frequency Percent  State Frequency Percent 
Alabama 29 1.19%  Nevada 9 0.37% 
Alaska 14 0.57%  New Hampshire 29 1.19% 
Arizona 26 1.06%  New Jersey 67 2.74% 
Arkansas 110 4.5%  New Mexico 14 0.57% 
California 107 4.38%  New York 122 4.99% 
Colorado 24 0.98%  North Carolina 20 0.82% 
Connecticut 9 0.37%  North Dakota 13 0.53% 
Delaware 2 0.08%  Ohio 81 3.32% 
Florida 1 0.04%  Oklahoma 38 1.56% 
Georgia 18 0.74%  Oregon 29 1.19% 
Idaho 32 1.31%  Pennsylvania 150 6.14% 
Illinois 177 7.25%  Rhode Island 5 0.2% 
Indiana 49 2.01%  South Carolina 15 0.61% 
Iowa 48 1.96%  South Dakota 15 0.61% 
Kansas 123 5.03%  Tennessee 18 0.74% 
Kentucky 11 0.45%  Texas 51 2.09% 
Louisiana 7 0.29%  Utah 4 0.16% 
Maine 25 1.02%  Vermont 14 0.57% 
Maryland 6 0.25%  Virginia 26 1.06% 
Massachusetts 25 1.02%  Washington 52 2.13% 
Michigan 83 3.4%  West Virginia 1 0.04% 
Minnesota 59 2.42%  Wisconsin 83 3.4% 
Mississippi 11 0.45%  Wyoming 24 0.98% 
Missouri 110 4.5%  Missing 373 15.27% 
Montana 40 1.64%     
Nebraska 44 1.8%  Total 2,443 100% 

Findings: A total of 2,450 responses were received. The total return is the largest since the inception 
of the project and compares favorably with recent editions of the study: (2021–22 N=1,785; 2020–21 
N=1509, 2019–20 N=1,259, 2018–19, N=1,433, 2017–18 N=1,172 and 2016–17 N=1,392). The final 
sample consisted of 2,443 complete responses.  

A total of 49 states were represented with two participants from Canada and no participants from the 
District of Columbia or Hawaii.  

  

20



 10 

Table 1.2A. Age (Q4) 

Age Frequency Percent 
30-40 79 3.23% 
41-50 769 31.48% 
51-60 1297 53.09% 
61-70 245 10.03% 
70+ 18 0.74% 

Missing 35 1.43% 
Total 2,443 100.00% 

Findings: As with the 2021–2022 study, the mean and median age of superintendents was 52. The 
modal response was 51–60 followed by 41–50. Almost 85% of respondents were ages of 41– to 60 
years old. A slightly higher percentage of superintendents were in the 41–50 age range (31.48%) in the 
2022–2023 study compared to 29.83% in 2012. The percentage of superintendents ages 60+ decreased 
from 19.48% in 2012 to 12.20% in 2022–2023.  
 
 
Table 1.2B. Race/cultural group (Q6) 

Race / Ethnicity Frequency Percent 
White (Not Hispanic or Latino) 2,172 88.91% 

Black or African American 94 3.85% 
Hispanic or Latino 72 2.95% 

Asian 6 0.25% 
Native Hawaiian or other 

Pacific Islander 
4 0.16% 

American Indian or Alaska Native 15 0.61% 
Two or more races 26 1.06% 

Prefer not to answer 34 1.39% 
Other 9 0.37% 

Missing 11 0.45% 
Total 2,443 100% 

Findings: Approximately 89% of respondents identified as White, followed by almost 4% Black or 
African American, and approximately 3% Hispanic or Latino.  
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Table 1.2C. Gender (Q5) 

Gender Frequency Percent 
Male 1,780 72.86% 

Female 646 26.44% 
Missing  17 0.70% 
Total 2,443 100% 

Findings: The percentage of males (72.86%) was slightly less than the finding reported in the AASA 
2020 Decennial Study of the Superintendent in which 74% of respondents identified as male.  
 
 
Table 1.2D. Gender (Q5) and age (Q4) 

Age Male Female Missing  Total 

30-40 
65 14 0 79 

3.65% 2.17% 0.00% 3.23% 

41-50 
593 174 2 769 

33.31% 26.93% 11.76% 31.48% 

51-60 
927 365 5 1297 

52.08% 56.50% 29.41% 53.09% 

61-70 
164 80 1 245 

9.21% 12.38% 5.88% 10.03% 

70+ 
13 4 1 18 

0.73% 0.62% 5.88% 0.74% 

Missing  
18 9 8 35 

1.01% 1.39% 47.06% 1.43% 

Total 
1780 646 17 2,443 

100.00% 100.00% 100.00% 100.00% 

Findings: Higher percentages of males fell within the 41–50 age range, whereas a higher percentage 
of females fell within the 51–60 and 61–70 age ranges.  
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Table 1.2E. Gender (Q5) and race/cultural group (Q6) 

Age Female Male Total 

White (Not Hispanic or 
Latino)  

556 1614 2170 
85.91% 90.37% 89.11% 

Black or African American 
43 51 94 

6.67% 2.86% 3.86% 

Hispanic or Latino 
Asian 

24 49 73 
3.72% 2.74% 3.00% 

Native Hawaiian or other 
Pacific Islander 

1 3 4 
<1% <1% <1% 

American Indian or Alaska 
Native 

4 11 15 
<1% <1% <1% 

Two or more races 
7 20 27 

1.08% 1.12% 1.11% 

Prefer not to answer 
5 30 34 

<1% 1.68% 1.40 

Other  
5 12 16 

<1% <1% <1% 

Total 645 1783 2,435 

Findings: Overall, there was a bit more racial/cultural diversity in the ranks of female superintendents 
compared to males (86% White female versus 90% White male). There was a higher percentage of 
superintendents who identified as female and Black or African American compared to those who 
identified as male and Black or African American. 
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Table 1.3A. Enrollment (Q8) and race/cultural group (Q6) 

Race/Ethnicity 
Fewer 
than 
300 

300 to 
999 

1,000 to 
2,999 

3,000 to 
4,999 

5,000 to 
9,999 

10,000 
to 

24,999 

25,000 
to 

49,999 

50,000 
to 

99,999 

100,000 
or more Missing Total 

White (Not 
Hispanic or 

Latino) 

233 715 680 251 177 89 16 5 1 5 2,172 

10.73% 32.92% 31.31% 11.56% 8.15% 4.1% 0.74% 0.23% 0.05% 0.23% 100% 

Black or African 
American 

2 14 24 11 19 12 6 3 3 0 94 

2.13% 14.89% 25.53% 11.7% 20.21% 12.77% 6.38% 3.19% 3.19% 0% 100% 

Hispanic or Latino 
12 11 11 12 12 10 3 0 1 0 72 

16.67% 15.28% 15.28% 16.67% 16.67% 13.89% 4.17% 0% 1.39% 0% 100% 

Asian 
0 1 0 1 2 2 0 0 0 0 6 

0% 16.67% 0% 16.67% 33.33% 33.33% 0% 0% 0% 0% 100% 

Native Hawaiian 
or other Pacific 

Islander 

2 0 1 1 0 0 0 0 0 0 4 

50% 0% 25% 25% 0% 0% 0% 0% 0% 0% 100% 

American Indian 
or Alaska Native 

9 4 1 1 0 0 0 0 0 0 15 

60% 26.67% 6.67% 6.67% 0% 0% 0% 0% 0% 0% 100% 

Two or more races 
3 9 8 1 1 2 1 0 1 0 26 

11.54% 34.62% 30.77% 3.85% 3.85% 7.69% 3.85% 0% 3.85% 0% 100% 

Prefer not to 
answer 

3 14 7 7 1 0 1 0 0 1 34 

8.82% 41.18% 20.59% 20.59% 2.94% 0% 2.94% 0% 0% 2.94% 100% 

Other 
0 0 2 3 2 1 1 0 0 0 9 

0.00% 0.00% 22.22% 33.33% 22.22% 11.11% 11.11% 0.00% 0.00% 0.00% 100.00% 

Missing 
1 4 1 2 0 1 0 0 0 2 11 

9.09% 36.36% 9.09% 18.18% 0% 9.09% 0% 0% 0% 18.18% 100% 

Total 
265 772 735 290 214 117 28 8 6 8 2,443 

10.85% 31.6% 30.09% 11.87% 8.76% 4.79% 1.15% 0.33% 0.25% 0.33% 100% 

Findings: Where sufficient numbers existed, there were differences by race/cultural group and 
enrollment. Almost 87% of superintendents who identified as White work in districts with enrollments 
of fewer than 5,000 students compared to 54.25% of superintendents who identified as Black or 
African American and 48.46% of superintendents who identified as Hispanic or Latino.  

Only 13.48% of superintendents who identified as White worked in districts with more 5,000 students 
compared to 45.75% of superintendents who identified as Black or African American and 51.34% of 
superintendents who identified as Hispanic or Latino.  
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Table 1.3B. Gender (Q5) and district enrollment (Q8) 

Enrollment Female Male Grand Total 

Fewer than 300 82 12.71% 182 10.24% 264 10.90% 
300 to 999 203 31.47% 563 31.66% 766 31.61% 

1,000 to 2,999 177 27.44% 556 31.27% 733 30.25% 
3,000 to 4,999 85 13.18% 202 11.36% 287 11.84% 
5,000 to 9,999 59 9.15% 155 8.72% 214 8.83% 

10,000 to 24,999 26 4.03% 89 5.01% 115 4.75% 
25,000 to 49,999 8 1.24% 20 1.12% 28 1.16% 
50,000 to 99,999 3 0.47% 4 0.22% 7 0.35% 
100,000 or more 2 0.31% 4 0.22% 6 0.31% 

Grand Total 645 100% 1775 100% 2420 100% 

Findings: Consistent with national school district enrollment data, the majority of superintendents 
who responded to the survey (61.86%) were from districts with enrollments of 300–2,999 students 
with no recent appreciable difference by gender of superintendents serving in each enrollment band. 
 
 
Table 1.4A. Gender (Q5) and district description (Q9) 

Type Male Female Missing Total 

Rural 
1,238 417 8 1,663 

69.55% 64.55% 47.06% 68% 

Suburban 
436 173 7 616 

24.49% 26.78% 41.18% 25.21% 

Urban 
102 55 0 157 

5.73% 8.51% 0% 6% 

Missing 
4 1 2 7 

0.22% 0.15% 11.76% 0.29% 

Total 
1,780 646 17 2,443 

100.00% 100.00% 100.00% 100% 

Findings: When asked to identify the setting of their school district, 68% of the respondents, 
regardless of gender, indicated that their district was best described as rural which is 5% higher than 
the previous year and 25.21% described their district as suburban, compared to 25% the previous year. 
Little difference existed between gender and district description where sample size was large. 
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Table 1.4B. District description (Q9) and race/cultural group (Q6) 

 Rural Suburban Urban Missing Total 
1,525 540 102 5 2,172 

White (Not Hispanic or 
Latino) 70.21% 24.86% 4.70% 0.23% 100.00% 

Black or African American 
29 34 31 0 94 

30.85% 36.17% 32.98% 0% 100.00% 

Hispanic or Latino 
38 15 19 0 72 

52.78% 20.83% 26.39% 0% 100.00% 

Asian 
1 3 2 0 6 

16.67% 50.00% 33.33% 0% 100.00% 
Native Hawaiian or other 4 0 0 0 4 
Pacific Islander 100.00% 0% 0% 0% 100.00% 
American Indian or Alaska 
Native 

15 0 0 0 15 
100.00% 0% 0% 0% 100.00% 

Two or more races 
17 8 1 0 26 

65.38% 30.77% 3.85% 0% 100.00% 

Findings: Where sufficient numbers existed, higher percentages of superintendents who identified as 
White (70.21%) and Hispanic or Latino (52.78%) work in rural districts compared to 30.85% of 
superintendents who identified as Black or African American.  
 
 
Table 1.5A. Years as superintendent (Q11) 

Years Frequency Percent 
Less than 1 year 205 8.39% 
1–5 years 956 39.13% 
6–10 years 687 28.12% 
11–15 years 358 14.65% 
16–20 years 157 6.43% 
21–25 years 62 2.54% 
26–30 years 9 0.37% 
31–35 years 1 0.04% 
36–40 years 3 0.12% 
40+ years 1 0.04% 
Missing 4 0.16% 
Total 2,443 100% 

Findings: Similar to 2021–2022, almost half — 47.52% — of respondents had five years or less 
experience as a superintendent with 52.48% reporting being a superintendent for more than five years.  
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Table 1.5B. Years in present position (Q10) 

Years Frequency  Percent 
Less than 1 year 317 12.98% 
1–5 years 1,171 47.93% 
6–10 years 639 26.16% 
11–15 years 221 9.05% 
16–20 years 59 2.42% 
21–25 years 21 0.86% 
26–30 years 7 0.29% 
31–35 years 1 0.04% 
36–40 years 2 0.08% 
40+ years 1 0.04% 
Missing 4 0.16% 
Total 2,443 100% 

Findings: Similar to the findings from 2021–2022, approximately 61% of superintendents have been 
in their present positions for five years or less.  
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Table 1.5C. Years in your present position (Q10) and gender (Q5) 

Years Male Female Missing Total 

Less than 1 year 
135 69 1 205 

7.58% 10.70% 5.88% 8.39% 

1–5 years 
642 308 6 956 

36.07% 47.75% 35.29% 39.13% 

6–10 years 
515 170 2 687 

28.93% 26.2% 11.76% 28.12% 

11–15 years 
290 65 3 358 

16.29% 10.08% 17.65% 14.65% 

16–20 years 
132 23 2 157 

7.42% 3.57% 11.76% 6.43% 

21–25 years 
51 10 1 62 

2.87% 1.55% 5.88% 2.54% 

26–30 years 
9 0 0 9 

0.51% 0 0 0.37% 

31–35 years 
1 0 0 1 

0.06% 0% 0% 0.04% 

36–40 years 
3 0 0 3 

0.17% 0% 0% 0.12% 

40+ years 
1 0 0 1 

0.06% 0% 0% 0.04% 

Missing 
1 1 2 4 

0.06% 0.16% 11.76% 0.16% 

Total 
1,780 645 17 2,443 
100% 100% 100% 100% 

Findings: Overall, males had more time in their present position than females. A larger percentage 
of females (58.45%) had fewer than six years of experience in their current positions compared to 
males (43.65%), whereas 23.71% of males have been in their present position 11–20 compared to 
13.65% of females.  
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Table 15D. Years in position (Q10) and race/cultural group (Q6) 

  1-5 
years 

11-15 
years 

16-20 
years 

21-25 
years 

26-30 
years 

31-35 
years 

36-40 
years 

40+ 
years 

6-10 
years 

Less 
than 1 
year 

Missing Total 

White (Not 
Hispanic or 

Latino) 

1,021 206 54 21 5 1 2 1 578 281 2 2,172 

47.01% 9.48% 2.49% 0.97% 0.23% 0.05% 0.09% 0.05% 26.61% 12.94% 0.09% 100% 

Black or 
African 

American 

55 4 1 0 1 0 0 0 17 16 0 94 

58.51% 4.26% 1.06% 0% 1.06% 0% 0% 0% 18.09% 17.02% 0% 100% 

Hispanic or 
Latino 

42 4 0 0 1 0 0 0 16 9 0 72 

58.33% 5.56% 0% 0% 1.39% 0% 0% 0% 22.22% 12.5% 0% 100% 

Asian 
4 0 0 0 0 0 0 0 2 0 0 6 

66.67% 0% 0% 0% 0% 0% 0% 0% 33.33% 0% 0% 100% 

Native 
Hawaiian or 

other 

3 0 0 0 0 0 0 0 1 0 0 4 

75% 0% 0% 0% 0% 0% 0% 0% 25% 0% 0% 100% 

American 
Indian or 

Alaska Native 

4 2 2 0 0 0 0 0 4 3 0 15 

26.67% 13.33% 13.33% 0% 0% 0% 0% 0% 26.67% 20% 0% 100% 

Two or more 
races 

18 0 0 0 0 0 0 0 6 2 0 26 

69.23% 0% 0% 0% 0% 0% 0% 0% 23.08% 7.69% 0% 100% 

Prefer not to 
answer 

13 4 1 0 0 0 0 0 12 4 0 34 

38.24% 11.76% 2.94% 0% 0% 0% 0% 0% 35.29% 11.76% 0% 100% 

Other 
5 0 1 0 0 0 0 0 1 2 0 9 

55.56% 0.00% 11.11% 0.00% 0.00% 0.00% 0.00% 0.00% 11.11% 22.22% 0.00% 100.00% 

Missing 
6 1 0 0 0 0 0 0 2 0 2 11 

54.55% 9.09% 0% 0% 0% 0% 0% 0% 18.18% 0% 18.18% 100% 

Total 
1,171 221 59 21 7 1 2 1 639 317 4 2,443 

47.93% 9.05% 2.42% 0.86% 0.29% 0.04% 0.08% 0.04% 26.16% 12.98% 0.16% 100% 

Findings: Where numbers were sufficient, there were some differences based on race/cultural group 
and years in present position. Higher percentages of superintendents who identified as Hispanic or 
Latino (58.33%), or Black or African American (58.51%) indicated they were in their present positions 
1–5 years compared to superintendents who identified as White (47.01%).  

The statistics are similar for total years of experience as a superintendent with superintendents who 
identified as Hispanic or Latino (54.17%) or Black or African American (47.87%) indicated they had 
1–5 years of total experience as a superintendent compared to superintendents who identified as White 
(38.40%).  
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Table 1.6A. Economic condition of district (Q21) 

Economic Condition Frequency Percentage  
Declining Economic Condition 795 32.54% 
Stable Economic Condition 1272 52.07% 
Growing Economic Condition 371 15.19% 
Missing 5 0.20% 

Grand Total 2443 100% 

Findings: The findings for this year’s investigation suggest that a higher percentage (32.54%) of 
superintendents believed their districts were in declining economic conditions compared to the 
previous year (26.8%), but less than those from 2020–2021 report in which 35.5% of superintendents 
described their districts as having declining economic conditions.  
 
 
Table 1.6B. Enrollment (Q8) and economic condition of district (Q21) 

District 
Enrollment  

Declining 
economic 
condition 

Stable economic 
condition 

Growing 
economic 
condition 

Missing Total 

  N  % N  % N  % N % N  % 
Fewer than 300 130 49.06% 121 45.66% 14 5.28% 0 0% 265 10.85% 
300 to 999 324 41.97% 385 49.87% 63 8.16% 0 0% 772 31.60% 
1,000 to 2,999 227 30.88% 409 55.65% 97 13.20% 2 0.08% 735 30.09% 
3,000 to 4,999 49 16.90% 172 59.31% 69 23.79% 0 0% 290 11.87% 
5,000 to 9,999 36 16.82% 114 53.27% 64 29.91% 0 0% 214 8.76% 
10,000 to 
24,999 20 

17.09% 
50 

42.74% 
47 

40.17% 
0 0% 117 4.79% 

25,000 to 
49,999 3 

10.71% 
13 

46.43% 
11 

39.29% 
1 0.04% 28 1.15% 

50,000 to 
99,999 2 

25.00% 
4 

50.00% 
2 

25.00% 
0 0% 8 0.33% 

100,000 or 
more 1 

16.67% 
1 

16.67% 
4 

66.67% 
0 0% 6 0.25% 

Missing 3 0.12% 3 0.12% 0 0.00% 2 0.08% 8 0.33% 
Total  795  1272  371  5  2443 100% 

Findings: Where sufficient numbers existed, as enrollment increased the percentage of 
superintendents who indicated their districts were in declining economic condition decreased and the 
percentage of districts in growing economic conditions increased.  
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Table 1.7A. Terminal degree (Q12) 

Terminal Degree Frequency Percent 
CPA 5 0.2% 
EdD 845 34.59% 
EdS 376 15.39% 
JD 15 0.61% 

MA/MS/MED 
(Masters) 939 38.44% 

MBA 18 0.74% 
PhD 172 7.04% 

Other (Various Types) 69 2.82% 
Missing 4 0.16% 
Total 2,443 100% 

Findings: Almost 42% of respondents held a doctorate (35% EdD; 7% PhD), followed by 38% with 
a masters.  
 
 
Table 1.7B. Terminal degree (Q12) and gender (Q5) 

 Male  Female Missing  Total 
Frequency Percent Frequency Percent Frequency Percent Frequency Percent 

CPA 4 0.22% 1 0.16% 0 0 5 0.20% 
EdD 583 32.75% 256 39.69% 6 35.29% 845 34.59% 
EdS 308 17.30% 66 10.23% 2 11.76% 376 15.39% 
JD 13 0.73% 2 0.31% 0 0 15 0.61% 

MA/MS/MED 
(Masters) 708 39.78% 224 34.73% 7 41.18% 939 38.44% 

MBA 16 0.90% 2 0.31% 0 0 18 0.74% 
PhD 101 5.76% 71 10.85% 0 0 172 7.04% 
Other 46 2.58% 23 3.57% 0 0 69 2.82% 

Missing 1 0.06% 1 0.16% 2 11.76% 4 0.16% 
Total 1,780 100.00% 646 100.00% 17 100.00% 2,443 100.00% 

Findings: Where numbers were sufficient, a higher percentage of female superintendents held an EdD 
(39.69%) compared to males (32.75%). A higher percentage of female superintendents held a PhD 
(10.85%) compared to males (5.76%) 
 
  

31



 21 

Table 1.7C. Terminal degree (Q12) and race/cultural group (Q6) 

  
  

CPA EdD EdS JD Masters MBA PhD Other Missing Total 

4 725 356 11 851 16 144 63 2 2,172 

White (Not Hispanic or Latino) 0.18% 33.38% 16.39% 0.51% 39.18% 0.74% 6.63% 2.90% 0.09% 100.00% 

Black or African American 
0 53 5 0 16 1 18 1 0 94 

0% 56.38% 5.32% 0% 17.02% 1.06% 1.06% 19.15% 0% 100.00% 

Hispanic or Latino 
1 29 4 1 28 0 6 3 0 72 

1% 40.28% 5.56% 1.39% 38.89% 0% 0.00% 8.33% 0% 100.00% 

Asian 
0 1 0 0 3 0 2 0 0 6 

0% 16.67% 0% 0% 50.00% 0% 0.00% 33% 0% 100.00% 

Native Hawaiian or other 0 1 1 0 2 0 0 0 0 4 

Pacific Islander 0% 25.00% 25.00% 0% 50.00% 0% 0% 0% 0% 100.00% 

American Indian or Alaska Native 
0 0 4 1 10 0 0 0 0 15 

0% 0% 26.67% 6.67% 66.67% 0% 0% 0% 0% 100.00% 

Two or more races 
0 11 2 1 8 1 1 2 0 26 

0% 42.31% 7.69% 3.85% 30.77% 3.85% 3.85% 3.85% 0% 100.00% 

Prefer not to answer 
0 14 3 1 16 0 0 0 0 34 

0% 41.18% 8.82% 2.94% 47.06% 0% 0% 0% 0% 100.00% 

Other  
0 6 0 0 2 0 1 0 0 9 

0% 66.67% 0% 0% 22.22% 0% 0.00% 11% 0% 100.00% 

Missing 
0 5 1 0 3 0 0 0 2 11 

0% 45.45% 9.09% 0% 27.27% 0% 0% 0% 18% 100.00% 

Total  
5 845 376 15 939 18 172 69 4 2,443 

0.20% 34.59% 15.39% 0.61% 38.44% 0.74% 0.74% 7.04% 0.16% 100.00% 

Findings: Where numbers were sufficient, differences existed by race/cultural group. Higher 
percentages of superintendents who identified as Black or African American (56.38%) held an EdD 
compared to those who identified as White (33.38%). Conversely, only 13.2% of superintendents who 
identified as Black or African American held a master’s degree compared to 38.9% of superintendents 
who identified as White.  

Note: As indicated in the introduction, care should be exercised in drawing conclusions or inferences 
from the very small numbers of respondents in some of the racial/cultural groups, other than the fact 
that White (not Hispanic) superintendents were the largest group represented in the study. Other 
racial/cultural groups appeared to be underrepresented in the superintendent ranks, especially when 
compared to the racial/cultural profile of American public school enrollment. 
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Table 1.8. Professional Plans for 2023–2024 (Q19) 

Professional Plan Count Percent 

Continue serving as superintendent at my current district 2177 89.11% 
Continue working in education, but pursue a different (non-
superintendent) position 35 1.43% 
Leave education for other reason  3 0.12% 
Leave education to retire 50 2.05% 
Leave education to work in a non-education field 11 0.45% 
Retire and work as an interim superintendent 16 0.65% 
Retire, and then be re-hired to continue working in a 
different district within the same state 8 0.33% 
Retire, and then be re-hired to continue working in my 
current district 13 0.53% 
Retire, and then be re-hired to continue working in 
education in another state 11 0.45% 
Retire, and then pursue an education-related position 
outside of K-12 public schools 32 1.31% 
Serve as superintendent at a different district within the 
same state 65 2.66% 

Serve as superintendent at a non-public school 1 0.04% 
Serve as superintendent in another state 10 0.41% 
Missing 11 0.45% 
Total  2443 100.00% 

Findings: 89.11% of superintendents intended to remain as superintendent in their current district 
next year (2023–2024). Only approximately 6.05% of superintendents indicated they would leave 
public education and only 5.32% stated they would retire and .57% stated they would leave education 
for some other reason or go to work in a non-education related field. 
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Table 1.9. Per pupil spending (Q20) and enrollment (Q8) 

 
Findings: Larger districts do not necessarily have lower per pupil costs than smaller districts. Almost 
half (48.5%) of the districts represented in the sample spend between $7,500–$12,499 per pupil.  
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SECTION #2: SALARY 

 
Table 2.1. Superintendent base salary 2022–2023 (Q13) and enrollment (Q8) 

  Min 25% Median 75% Max Count 
Fewer than 300 50125 90000 106000 125000 240000 265 

300 to 999 84000 110000 125000 145000 330000 772 
1,000 to 2,999 116000 132633 150000 175000 400000 735 
3,000 to 4,999 66000 154638 180300 214806 369326 290 
5,000 to 9,999 120819 175407 200000 227000 368131 214 

10,000 to 24,999 116000 186935 225000 254090 400000 117 
25,000 to 49,999 90000 224500 258000 292250 354526 28 
50,000 to 99,999 253000 264365 300934 327425 364000 8 
100,000 or more 103000 242500 297500 309750 328000 6 

Mean     $156,468       

Findings: Consistent with previous years, salaries increased as district enrollment increased. It should 
be noted that sample sizes for enrollments beyond 49,999 were small and not useful for statistical 
purposes. The mean salary was $156,468 in 2022–2023, compared to $158,670 the previous year.  
The overall median salary for the entire sample was $145,000 in 2022–2023 compared to $147,000 the 
previous year.  

The mean salary in 2012–2013 was $131,171 and the median was $123,775. The mean salary has 
increased approximately 16.2% over the last decade whereas the median salary has risen about 14.7% 
during the same time period.  
 
 
Table 2.2. Superintendent base salary (Q13) and gender (Q5) 

   Minimum 25% Median 75% Maximum N 
Female 65000 119000 146031 191874 400000 646 
Male 50125 121357 145000 179974 369326 1780 
Missing 113000 138750 168438 187500 253000 16 

Findings: Although males were overrepresented in the superintendency (74%) compared to females 
(26%), the median salary of female superintendents was slightly higher than that of males for the 6th 
time during the last 11 years.  

Male superintendents earned 99% of what females earned in 2022–2023. The data suggest that this 
difference was not a function of district enrollment as females tended to work in smaller districts, nor 
was it a result of years of experiences, as females in this year’s survey reported having fewer years of 
experience in the superintendency.  

The results from the 2022–2023 Salary and Benefits Study stand in contrast to pre-pandemic national 
wage data. Nationally, females earn about 82% of what men earn across all job categories and levels 
of education (Georgetown University Center on Education and the Workforce, 2018). The wage gap 
nationally persists even when comparing men and women with equal education attainment. In fields 
that require advanced degrees and have higher percentages of females employed compared to males, 
like education, a pay gap favoring males still exists. Females earn 90% of what males earn in the field 
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of pharmacology and 81% in pharmaceutical administration. In the general social sciences, females 
earn about 77% of what males earn.  

Source: Georgetown University Center on Education and the Workforce. (2018). Women Can’t Win: 
Despite Making Educational Gains and Pursuing High-Wage Majors, Women Still Earn Less than 
Men. 
 
 
Table 2.3. Superintendent base salary (Q13) and racial/cultural group (Q6) 

Race/Cultural Group  Minimum 25% Median 75% Maximum N 
American Indian or Alaska Native 80000 89500 112000 123000 192000 15 
Asian 98262 223077 237500 268750 368131 6 
Black or African American 90000 146000 197500 237250 400000 94 

Hispanic or Latino 73000 143513 169925 223250 343201 72 
Native Hawaiian or other Pacific 
Islander 111670 129018 139930 165044 225000 4 

Two or more races 65000 107500 144000 216000 354526 26 

White (not Hispanic or Latino) 52000 120000 143569 178000 369326 2172 

Prefer not to answer 50125 121500 145450 178761 302000 34 

Other (Please specify): 115000 165000 196198 243000 310000 9 

Findings: When base salary was considered by racial/cultural group, some variation was noted, with 
Black and African American and Hispanic and Latino earning more than superintendents who 
identified as White. Care should be taken in interpreting the data because of the small number of 
respondents in some groups making definitive analysis difficult, if not inappropriate. 
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Table 2.4. Superintendent salary (Q13) and terminal degree (Q12) 

Terminal Degree and Present Base Salary  
  Min 25% Median 75% Max N 
6th Year 96000 107030 142853 176500 181000 4 
ABD (All but doctorate) 118885 131250 155250 185011 206000 7 
B.A. 82400 101557 122000 139050 146000 5 
CAS/CAGS 62500 135500 145000 167500 279184 25 
CPA 127500 138500 160038 182000 226000 5 
EdD 70000 135000 169950 212975 400000 848 
EdS 50125 111240 127000 150000 275618 381 
JD 105000 130000 171900 194750 296000 15 
MA/MS/MED 
(Masters) 52000 116418 137500 164850 368131 945 
MBA 85000 136500 166000 187725 325000 18 
PhD 79560 129178 159500 195250 356000 176 
Superintendent 
Certificate/Licensure 122000 131000 140000 141750 143500 3 
Other  82000 100000 126711 160947 256000 7 
Missing 187000 187750 188500 189250 190000 3 

Findings: Where sufficient numbers of responses existed, superintendents with either an EdD or 
PhD had high median salaries.  
 
 
Table 2.5. Associate superintendent base salary (Q14) and district enrollment (Q8) 

District 
Enrollment  Minimum 25% Median 75% Maximum Missing Total 

N 
Fewer than 300 80000 90375 95500 110000 136500 238 265 
300 to 999 60000 94250 105000 125000 211733 645 772 
1,000 to 2,999 79571 105000 121000 140000 250000 278 735 
3,000 to 4,999 75000 120000 138250 168250 250000 22 290 
5,000 to 9,999 88000 130000 150000 174250 275000 10 214 
10,000 to 24,999 75000 140000 160000 190000 275000 2 117 
25,000 to 49,999 85000 159704 175000 200000 259765 1 28 
50,000 to 99,999 170000 178340 182500 213510 245000 0 8 
100,000 or more 85000 163725 185000 216250 230000 0 6 
          Total  1201 2443 

Findings: Consistent with findings in previous editions of the study, the larger the student enrollment 
of the district, the higher the mean base salary for assistant/associate superintendents when sample 
sizes exceeded ten responses. It is noted that in districts with lower enrollments, these positions often 
do not exist. A modest but consistent increase in median salaries was seen over previous editions of 
this study. 
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Table 2.6. High school principal base salary (Q15) and district enrollment (Q8) 

  Minimum 25% Median 75% Maximum Missing N 
Fewer than 300 39000 70000 80000 91507 150000 120 265 
300 to 999 60000 80328 90000 100000 175000 102 772 
1,000 to 2,999 70700 95000 105000 120000 235000 60 735 
3,000 to 4,999 73000 109400 120000 142250 230000 23 290 
5,000 to 9,999 82000 112000 131500 150000 225000 13 214 
10,000 to 24,999 82000 115000 135306 154250 225000 5 117 
25,000 to 49,999 90000 115625 129780.5 146448 172000 2 28 
50,000 to 99,999 100000 118750 131605 145000 168000 0 8 
100,000 or more 80000 130375 140750 161250 189000 0 6 
Missing 101000 106500 112000 127000 142000 4 8 
     Total 329 2443 

Findings: Consistent with findings in previous editions of the study, the larger the student enrollment 
of the district, the higher the mean base salary for high school principal when sample sizes exceeded 
35 responses.  
 
 
Table 2.7. Middle school principal base salary (Q16) and district enrollment (Q8) 

  Minimum 25% Median 75% Maximum Missing N 
Fewer than 300 47000 67750 77500 89808 115000 216 265 
300 to 999 58215 78000 88000 100000 175000 381 772 
1,000 to 2,999 60000 87000 99095 115000 212000 74 735 
3,000 to 4,999 65000 96075 110004.5 134250 226000 15 290 
5,000 to 9,999 70000 100000 115000 135000 200000 11 214 
10,000 to 24,999 75000 100000 120000 140000 214000 6 117 
25,000 to 49,999 80000 106000 115000 127500 162000 1 28 
50,000 to 99,999 90000 109680 120000 128750 146280 0 8 
100,000 or more 75000 115500 125000 145000 168000 0 6 
Missing 95000 106750 118500 130250 142000 5 8 
     Total 709 2443 

Findings: Similar to their high school counterparts, middle school principal base median salaries were 
loosely related to district enrollment and generally increased as district enrollment increased.  
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Table 2.8. Elementary school principal base salary (Q17) and district enrollment (Q8) 

District Enrollment  Minimum 25% Median 75% Maximum Missing N 
Fewer than 300 39000 68000 75000 87000 126500 155 265 
300 to 999 55000 75000 85000 98000 165000 58 772 
1,000 to 2,999 55000 85000 95000 110000 219670 25 735 
3,000 to 4,999 65000 90000 105000 125000 195000 12 290 
5,000 to 9,999 60000 94500 108000 125500 200000 11 214 
10,000 to 24,999 72000 95000 110000 130000 210000 5 117 
25,000 to 49,999 50000 95000 105000 115000 142509 1 28 
50,000 to 99,999 85000 105000 114445 120030 140000 0 8 
100,000 or more 75000 106100 115000 135000 168000 0 6 
Missing 87000 91000 95000 115000 135000 4 8 
     Total 271 2443 

Findings: Elementary school principals generally followed the same trend as their high school and 
middle school counterparts: median salary increased as enrollment increased. In addition, for the first 
time, their 2022–2023 median base salary in districts with enrollments of 3,000–4,999 exceeded 
$100,000.  
 
Table 2.9. Beginning teacher base salary (Q18) and district enrollment (Q8) 

  Minimum 25% Median 75% Maximum Missing N 
Fewer than 300 28700 37775 40000 44354 60501 10 265 
300 to 999 29700 38000 41000 45000 62000 13 772 
1,000 to 2,999 30731 40000 43500 49000 64118 27 735 
3,000 to 4,999 32000 42000 46000 52000 61682 20 290 
5,000 to 9,999 35000 43000 47000 52000 60770 12 214 
10,000 to 24,999 35500 43475 48000 53800 63683 7 117 
25,000 to 49,999 35000 44809 48500 52599 60000 2 28 
50,000 to 99,999 37000 43038 50000 51785 55000 1 8 
100,000 or more 43700 46033 49566 53750 56000 0 6 
Missing 32000 37500 37900 40196 54000 2 8 
     Total 94 2443 

Findings: Where numbers were sufficient, there appeared to be a relationship between district 
enrollment and beginning teacher salary in this year’s results.  
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Table 2.10. Ratio of median superintendent salary (Q13), beginning teacher salary (Q18), and 
district enrollment (Q8) 2022–2023 

Enrollment Superintendent Median 
Salary Median 

Beginning Teacher 
Median Base Salary 

Ratio 2021–2022 
& 

2020–2021 
Fewer than 300 106000 40000 1.2.65 (22–23) 

1:2.6 (21–22) 
1:2.4 (20–21) 

 
300 to 999 

125000 41000 1:3.0 (22–23) 
1:3.1 (21–22) 
1:3.2 (20–21) 

 
1,000 to 2,999 

150000 43500 1:3.45 (22–23) 
1:3.45 (21–22) 
1:3.3 (20–21) 

 
3,000 to 4,999 

180300 46000 1:3.92 (22–23) 
1:3.8 (21–22) 
1:4.1 (20–21) 

5,000 to 9,999 200000 47000 1:4.25 (22–23) 
1:4.2 (21–22) 
1:4.5 (20–21) 

10,000 to 24,999 225000 48000 1:4.7 (22–23) 
1:5 (21–22) 

1:5.1 (20–21) 
25,000 to 
49,999* 

258000 48500 1:5.36 (21–22) 
1:5.3 (20–21) 

50,000 to 
99,999* 

300934 50000 1:5.32 (22–23) 
1:5.3 (21–22) 
1:5.3 (20–21) 

100,000 or 
more* 

297500 49566 1:6.0 (22–23) 
1:4.7 (21–22) 
1:5.3 (20–21) 

*= sample size less than 40 
Findings: A metric of importance in the private sector was the ratio of the entry level worker 
compensation with the base salary (without incentives) of the CEO. The median entry-level base salary 
of teachers was presented compared with the median base salary of superintendents arrayed by district 
size for a three-year time period: 2022–2023, 2021–2022, and 2020–2021.  
This year’s data suggest that the ratio between median superintendent salary and median salary for a 
starting teacher remained relatively stable over the three-year time period across enrollment groups. 
Furthermore, the 2022–2023 ratios of median superintendent salary by enrollment to median starting 
teacher salary by enrollment are now less than those from 2015–2016.  
Where numbers were sufficient, the ratios between the median base salary for a superintendent and 
the median base salary for a starting teacher ranged from 1:2.65 to 1:4.7. 

The Harvard Law School Forum on Corporate Governance reported in 2018 that the ratio of CEO 
base salary to entry level employee base salary for the 3000 small and mid-cap corporations that 
comprise the Russell 3000 (excluding the 500 largest corporations in the United States) was 1:166. The 
AFL-CIO reported that the 2020 ratio of CEO base salary to entry level employee base salary for the 
500 largest corporations in the United States was 1:299.  
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SECTION #3: EVALUATION 

 
Table 3.1. How often employment contract requires performance evaluation (Q51)  

Frequency of Evaluation Number Percent 
Annually 2199 90.01% 
Biennially (every 2 years) 27 1.11% 
More than once a year 123 5.03% 
Never 38 1.56% 
Other 43 1.76% 
Missing 13 0.53% 
Total 2443 100% 

Findings: About 90% of superintendents were evaluated annually, whereas only 1.11% were 
evaluated every two years. Only 1.56% of superintendents indicated they were never evaluated.  

There were no differences in frequency of evaluation based on gender.  
 
 
Table 3.2. Does your employment contract specify the process, measures, and indicators to be used 

for your formal performance evaluation? (Q47) 

  Count % 
Yes 1119 45.80% 
No 1309 53.58% 
Missing 15 0.61% 
Total 2443 100.00% 

Findings: Almost 46% of superintendent contracts specified the process, measures, and indicators to 
be used in the formal performance evaluation, whereas more than half did not. 
 
 
Table 3.3A. Is performance linked to objectives/goals from previous evaluations? (Q48) 

 
Frequency Percent 

Yes 1255 51.37% 
No 1167 47.77% 
Missing 21 0.86% 
Total 2443 100% 

Findings: A little more than half of superintendents had their performance linked to objectives/goals 
from previous evaluations. There was no notable difference based on gender.  
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Table 3.3B. Race/cultural group (Q6) and formal performance evaluation linked to objectives or 
directions specified in previous year’s performance (Q48)  

Race / Cultural Group Yes No Missing Total 

White (Not Hispanic or Latino) 1094 1061 18 2172 
50.37% 48.85% 0.82% 100% 

Black or African American 55 38 1 94 
58.51% 40.43% 1.06% 100% 

Hispanic or Latino 47 24 1 72 
65.28% 33.33% 1.39% 100% 

Asian 4 2 0 6 
66.67% 33.33% 0% 100% 

Native Hawaiian or other  
Pacific Islander 

3 1 0 4 
75% 25% 0% 100% 

American Indian or  
Native Alaska 

12 3 0 15 
80% 20% 0% 100% 

Two or more races 13 13 0 26 
50% 50% 0% 100% 

Other 5 4 0 9 
55.56% 44.44% 0% 100% 

Prefer not to answer 17 16 1 34 
50% 47.06% 2.94% 100% 

Total 1255 1167 21 2443 
51.37% 47.77% 0.86% 100% 
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Table 3.4. Does your employment contract specify the process, measures, and indicators to be used 
for your formal performance evaluation (Q47) and enrollment? (Q8) 

Enrollment Yes No Missing Total 

Fewer than 300 122 139 4 265 
46.04% 52.45% 1.51% 100.00% 

300 to 999 318 447 7 772 
41.20% 57.90% 0.90% 100.00% 

1,000 to 2,999 357 377 1 735 
48.57% 51.29% .14% 100.00% 

3,000 to 4,999 137 152 1 290 
47.24% 52.45% .34% 100.00% 

5,000 to 9,999 106 108 0 214 
49.53% 50.47% 0.00% 100.00% 

10,000 to 24,999 55 62 0 117 
47.01% 52.99% 0.00% 100.00% 

25,000 to 49,999 13 14 1 28 
46.42% 50.00% 3.58% 100.00% 

50,000 to 99,999 3 5 0 8 
37.50% 62.50% 0.00% 100.00% 

100,000 or more 5 1 0 6 
83.33% 16.67% 0.00% 100.00% 

Missing 3 4 1 8 
37.50% 50.00% 12.50% 100.00% 

Total 1119 1309 15 2443 
45.80% 53.58% 0.61% 100.00% 

Findings: Similar to the previous year, where numbers were sufficient, superintendents in districts 
with enrollments of 300–999 students were less likely to have their employment contracts specify the 
process, measures, and indicators to be used for their formal performance evaluations.  

Although differences were noted by race / ethnicity, with superintendents who identified as Black or 
African American and Hispanic or Latino demonstrating the inclusion of this provision more 
frequently, it is believed those differences were related to enrollments and not race, as noted in Table 
1.3A.  
 
 
Table 3.5. Is your formal performance evaluation linked to student outcomes/performance? (Q49) 

 
Frequency Percent 

Yes 909 37.21% 
No 1,511 61.85% 

Missing 23 0.94% 
Total 2,443 100% 

Findings: There was a decrease in the percentage of superintendents whose formal performance 
evaluation was linked to student outcomes / performance from about 41% in 2021–2022 to 37.21% 
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in 2022–2023. Since 2015–2016, percentages have fluctuated between 34.1% in 2015–2016 and almost 
43% in 2020–2021. (41% 42.8%; 41.2%; 36.7%; 35.1%; 34.1%). 

There were no differences noted by gender. There was a positive relationship between enrollment and 
this provision. As enrollment increased, the frequency of having the provision in a contract increased.  

Where numbers were sufficient, superintendents who identified as Black or African American 
(54.26%) and Hispanic or Latino (50%) more frequently had this provision included compared to 
superintendents who identified as White (36%). However, this appears to be a function of enrollment, 
with the majority of superintendents who identified as White serving in smaller districts. 
 
 
Table 3.6. Is the outcome of your formal performance evaluation released to the public? (Q50) 

 
Frequency Percent 

Yes 845 34.59% 
No 1570 64.27% 

Missing 28 1.15% 
Total 2,443 100% 

Findings: Almost 35% of superintendents had the outcomes of their formal evaluation released to 
the public — a 5% decrease from the previous year, and only 1% higher than 2019–2020. When 
considered by gender and race / ethnicity, there were no notable differences.  
 
 
Table 3.7. Does your employment agreement include a specific and detailed listing of your duties 

and responsibilities? (Q43) 

  Count % 
Yes 1251 51.21% 
No 1180 48.30% 
Missing 12 .49% 
Total 2443 100.00% 

Findings: Slightly more than 51% of all superintendents had a detailed agreement regarding duties 
and responsibilities in their employment contract, 3% higher than last year.  
 
 
Table 3.8A. Does your employment agreement include a specific and detailed process for handling 
complaints/criticisms? (Q44) 

  Count % 
Yes 597 24.44% 
No 1829 74.87% 
Missing 17 .70% 
Total 2443 100.00% 

Findings: Only 1 in 4 superintendents had a process in their contract for handling complaints / 
criticisms.  
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Table 3.8B. Gender (Q5) and does your employment agreement include a specific and detailed 
process for handling complaints/criticisms? (Q44) 

  Female Male Missing Total 

 N % N % N % N % 

Yes 136 21.05% 455 25.56% 6 1% 597 24.44% 
No 506 78.33% 1314 73.82% 9 .5% 1829 74.86% 
Missing 4 0.62% 11 0.62% 2 11.77% 17 00.7% 
Total  646 26.44% 1780 72.86% 17 .7% 2443 100.00% 

Findings: Males were slightly more likely to have a process in their contract for handling complaints 
/ criticisms (25.56%) than females (21.05%). 

When enrollment was considered, there was little difference for districts with more than 300 students. 
Superintendents in districts with enrollments of 300 or less were more likely (30%) to have such a 
provision.  
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SECTION #4: RETIREMENT BENEFITS 

 
Table 4.1. Is your retirement plan/system contribution based on your salary? (Q55)  

 Frequency Percent 
Yes 2,264 92.67% 
No 96 3.93% 

District does not contribute on my behalf 
to a retirement plan/system 

51 2.09% 

Missing 32 1.31% 
Total 2,443 100% 

Findings: Almost 93% of superintendents indicated that their retirement contribution was based on 
annual salary.  

 
 
Table 4.2. Does the school district contribute to a tax-deferred annuity or private retirement account 

on your behalf? (Q57) 

 Frequency Percent 
Yes (Less than $1,000) 65 2.66% 
Yes ($1,000–$5,000) 344 14.08% 
Yes ($5,001–$10,000) 239 9.78% 

Yes (More than $10,000) 241 9.86% 
No 1513 61.93% 

Missing 41 1.68% 
Total 2,443 100% 

Findings: Approximately 36% of superintendents had a provision in their contract that included a 
contribution to an annuity by the district. The data suggest a decrease of 10 percentage points from 
last year when 46% of superintendents indicated they had such a provision. This appears to be the 
first decrease since at least 2016. The most common contribution was $1,000–$5,000 (14.08%). 
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Table 4.3. Enrollment (Q8) and does the school district contribute to a tax-deferred annuity or 
private retirement account on your behalf? (Q57) 

 
Yes (Less 

than 
$1,000) 

Yes ($1,000–
$5,000) 

Yes 
($5,001–
$10,000) 

Yes (More 
than 

$10,000) 
No Missing Total 

Fewer 
than 300 

14 15 9 2 218 7 265 
5.28% 5.66% 3.40% 0.75% 82.26% 2.64% 100% 

300 to 
999 

28 112 47 25 545 15 772 
3.63% 14.51% 6.09% 3.24% 70.60% 1.94% 100% 

1,000 to 
2,999 

15 130 99 62 423 6 735 
2.04% 17.69% 13.47% 8.44% 57.55% 0.82% 100% 

3,000 to 
4,999 

3 53 44 40 146 4 290 
1.03% 18.28% 15.17% 13.79% 50.34% 1.38% 100% 

5,000 to 
9,999 

3 23 27 57 100 4 214 
1.40% 10.75% 12.62% 26.64% 46.73% 1.87% 100% 

10,000 to 
24,999 

2 7 7 43 54 4 117 
1.71% 5.98% 5.98% 36.75% 46.15% 3.42% 100% 

25,000 to 
49,999 

0 3 4 7 14 0 28 
0% 10.71% 14.29% 25% 50% 0% 100% 

50,000 to 
99,999 

0 1 0 4 3 0 8 
0% 12.5% 0% 50% 37.5% 0% 100% 

100,000 
or more 

0 0 1 1 4 0 6 
0% 0% 16.67% 16.67% 66.67% 0% 100% 

Missing 
0 0 1 0 6 1 8 

0% 0% 0.42% 0% 0.40%  100% 

Total 
65 344 239 241 1,513 41 2,443 

2.66% 14.08% 9.78% 9.86% 61.93% 1.68% 100% 

Findings: Where a sufficient number of respondents existed, there was a relationship, by enrollment, 
in the percentage of superintendents whose districts contributed to an annuity. As enrollment 
increased, the amount of the contribution superintendents received increased.  
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Table 4.4. Gender (Q5) and does the school district contribute to a tax-deferred annuity or private 
retirement account on your behalf? (Q57)  

 Male Female Missing Total 
Yes (Less than 

$1,000) 
50 15 0 65 

2.81% 2.32% 0% 100% 

Yes ($1,000–$5,000) 243 97 4 344 
13.65% 15.02% 1.16% 100% 

Yes ($5,001–
$10,000) 

183 50 6 239 
10.28% 8.51% 2.51% 100% 

Yes (More than 
$10,000) 

183 55 3 241 
75.93% 22.82% 1.24% 100% 

No 1098 412 3 1513 
61.69% 63.78% 0.20% 100% 

Missing 23 17 1 41 
1.29% 2.63% 2.44% 100% 

Total 1,780 646 17 2,443 
72.86% 26.44% 0.70% 100% 

Findings: There was little difference, by gender, in the percentage of superintendents who had their 
district contribute to an annuity.  
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SECTION #5: INSURANCE BENEFITS

 
 
Table 5.1A. What health insurance coverage do you receive in your employment agreement? (Q59) 

 Frequency Percent 
Medical/Hospital 1,659 67.91% 

Dental 1,195 48.92% 
Vision/Optical 895 36.64% 

Disability 467 19.12% 
All EXCEPT Disability 

and/or Vision 117 4.79% 

All of the above 672 27.51% 

Findings: Medical/hospital was the most common type of insurance included in the superintendent 
contract (67.91%), followed by dental (48.92%).  
 
 
Table 5.1B. Coverage paid for family of superintendent (Q60) 

 Frequency Percent 
Medical/Hospital 1,336 54.69% 

Dental 1,048 42.90% 
Vision/Optical 791 32.38% 

Disability 105 4.30% 
All EXCEPT Disability 

and/or Vision 
114 4.67% 

All of the above 407 16.66% 

Findings: As in previous years, Medical/hospital (54.69%) and dental (42.90%) were the most 
common family coverage paid for by the district.  
 
 
Table 5.2. Does the school district contribute to the premiums on a life insurance policy apart from 

the insurance benefits provided for all employees? (Q58)  

 Count % 
Yes 1,166 47.73% 
No 1,244 50.92% 

Missing 33 1.35% 
Total 2,443 100% 

Findings: Almost 48% of superintendents received a district contribution to life insurance apart from 
the insurance benefits provided for all employees, a decrease of 5% compared to the previous year.  
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Table 5.3A. District contributes to post-retirement health insurance (Q61) 

 Frequency Percent 
Yes 469 19.20% 
No 1,941 79.45% 
Missing 33 1.35% 
Total 2,443 100% 

Findings: Only approximately 20% of superintendents had a provision in which the district 
contributed to post-retirement health insurance, compared to 2020–2021 when 35% of 
superintendents indicated they had such a provision.  
 
 
Table 5.3B. District contributes to post-retirement health insurance (Q61) and enrollment (Q8)  

 Yes No Missing Total 
Fewer than 

300 
20 238 7 265 

7.55% 89.81% 2.64% 100% 

300 to 999 115 647 10 772 
14.90% 83.81% 1.30% 100% 

1,000 to 2,999 170 561 4 735 
23.13% 76.33% 0.54% 100% 

3,000 to 4,999 73 212 5 290 
25.17% 73.10% 1.72% 100% 

5,000 to 9,999 58 152 4 214 
27.10% 71.02% 1.87% 100% 

10,000 to 
24,999 

25 90 2 117 
21.37% 76.92% 1.71% 100% 

25,000 to 
49,999 

5 23 0 28 
17.86% 82.14% 0% 100% 

50,000 to 
99,999 

1 7 0 8 
12.5% 87.5% 0% 100% 

100,000 or 
more 

1 5 0 6 
16.67% 83.33% 0% 100% 

Missing 1 6 1 8 
0.21% 0.31%  100% 

Total 469 1,941 33 2,443 
19.20% 79.45% 1.35% 100% 

Findings: Where a sufficient number of respondents existed, there was a partial relationship between 
enrollment and having a provision for post-retirement contributions to health insurance from the 
district. The percentage of superintendents with the provision increased as enrollment increased up 
to districts with enrollments of 10,000 or more students.  
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Table 5.3C. District contributes to post-retirement health insurance (Q61) and enrollment gender 
(Q5) 

 Male Female Missing Total 

Yes 331 137 1 469 
18.60% 21.21% 0.21% 19.20% 

No 1428 498 15 1,941 
80.22% 77.09% 0.77% 79.45% 

Missing 21 11 1 33 
1.18% 1.70%  1.35% 

Total 1,780 646 17 2,443 
100% 100% 100% 100% 

Findings: There was a slight difference, by gender, in the percentage of superintendents who had 
their district contribute to post-retirement health insurance (Male= 18.60%; Female 21.21%) 
 
 
Table 5.4. Enrollment (Q8) and percentage of retirement contribution paid by your district (Q56) 

Enrollment: 0–24% 25–49% 50–74% 75–100% No state 
funded pension Missing Total 

Fewer than 300 120 22 31 61 13 18 265 

45.28% 8.30% 11.70% 23.02% 4.91% 6.80% 100% 

300 to 999 380 49 106 170 32 35 772 
49.22% 6.35% 13.73% 22.02% 4.15% 4.53% 100% 

1,000 to 2,999 326 94 78 185 25 27 735 
44.35% 12.79% 10.61% 25.17% 3.40% 3.67% 100% 

3,000 to 4,999 125 52 34 54 5 20 290 
43.10% 17.93% 11.72% 18.62% 1.72% 6.90% 100% 

5,000 to 9,999 91 24 26 53 8 12 214 
42.52% 11.21% 12.15% 24.77% 3.74% 5.61% 100% 

10,000 to 24,999 53 15 16 21 7 5 117 
45.30% 12.82% 13.68% 17.95% 5.98% 4.27% 100% 

25,000 to 49,999 11 4 5 6 1 1 28 
39.29% 14.29% 17.86% 21.43% 3.57% 3.57% 100% 

50,000 to 99,999 3 1 2 2 0 0 8 
37.5% 12.5% 25% 25% 0% 0% 100% 

100,000 or more 2 1 1 2 0 0 6 
33.33% 16.67% 16.67% 33.33% 0% 0% 100% 

Missing 5 0 0 2 0 1 8 
0.45% 0% 0% 4.45% 0% 0.84% 100% 

Total 1,116 262 299 556 91 119 2,443 
45.68% 10.72% 12.24% 22.76% 3.72% 4.87% 100% 

Findings: Similar to the results from the previous year, regardless of enrollment or race or cultural 
group, almost 46% of superintendents had up to 24% of their retirement contribution paid for by 
their district. Approximately 23% of superintendents had 91–100% of their contributions paid for by 
the district.  

There were no notable differences by gender.  
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SECTION #6: 

RETIREMENT SYSTEM PARTICIPATION
 

 
Table 6.1. How many years of participation in the state retirement program are required to be 

vested? (Q53) 

Years Frequency Percent 
1 53 2.17% 
2 4 0.16% 
3 76 3.11% 
4 28 1.15% 
5 825 33.77% 
6 10 0.41% 
7 80 3.27% 
8 36 1.47% 
9 3 0.12% 

10 or more 1,176 48.14% 
I do not participate in a 
state retirement program 

14 0.57% 

Missing 138 5.65% 
Total 2,443 100% 

Findings: Most superintendents needed 10 or more years to vest (48.14.%). Five years was the second 
most common time period needed to vest (33.77%).  
 
 
Table 6.2. Is there a maximum salary cap on the calculation of your state retirement benefits? (Q54) 

 Frequency Percent 
Yes 306 12.53% 
No 1339 54.81% 
Not sure 741 30.33% 
Missing 57 2.33% 
Total 2443 100% 

Findings: The majority of superintendents (54.81%) did not have a maximum salary cap on the 
calculation of their state retirement. Almost 30% were not sure if a salary cap existed.  
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Table 6.3. Is your retirement calculation based on your salary? (Q55) 

 Frequency Percent 
Yes 2,264 92.67% 

No 96 3.93% 
District does not contribute on my behalf 

to a retirement plan/system 
51 2.09% 

Missing 32 1.31% 
Total 2,443 100% 

Findings: Most superintendents (92.67%) had their retirement calculations based on salary.  
 
 
Table 6.4A. What portion of your state funded pension contribution is paid by the school district? 

(Q56)  

 Frequency Percent 
0–24% 1,116 45.68% 
25–49% 262 10.72% 
50–74% 299 12.24% 
75–100% 556 22.76% 

No state funded 
pension 

91 3.72% 

Missing 119 4.87% 
Total 2,443 100% 

Findings: As in previous years, the three most common percentages paid by the district were: 0–24% 
(46%); 75–100% (23%); 50–74% (12%).  
 
 
Table 6.4B. Gender (Q5) and what portion of your state funded pension contribution is paid by the 

school district? (Q56)  

Gender 0–24% 25–49% 50–74% 75–100% No state 
funded pension Missing Total 

Male 
788 192 245 435 64 56 1,780 

44.27% 10.79% 13.76% 24.44% 3.60% 3.15% 100% 

Female 
320 67 51 120 27 61 646 

49.54% 10.37% 7.89% 18.58% 4.18% 9.44% 100% 

Missing 
8 3 3 1 0 2 17 

0.72% 1.15% 1% 0.18% 0% 1.68% 100% 

Total 
1,116 262 299 556 91 119 2,443 

45.68% 10.72% 12.24% 22.76% 3.72% 4.87% 100% 

Findings: Males were more likely to have 50–100% of their pension contribution paid by the district 
whereas females were more likely to have 0–24% paid by the district. 
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Table 6.4C. Enrollment (Q8) percentage of retirement contribution paid by your district? (Q56) 

Enrollment: 0–24% 25–49% 50–74% 75–100% No state 
funded pension Missing Total 

Fewer than 
300 

120 22 31 61 13 18 265 

45.28% 8.30% 11.70% 23.02% 4.91% 6.80% 100% 

300 to 999 380 49 106 170 32 35 772 
49.22% 6.35% 13.73% 22.02% 4.15% 4.53% 100% 

1,000 to 
2,999 

326 94 78 185 25 27 735 
44.35% 12.79% 10.61% 25.17% 3.40% 3.67% 100% 

3,000 to 
4,999 

125 52 34 54 5 20 290 
43.10% 17.93% 11.72% 18.62% 1.72% 6.90% 100% 

5,000 to 
9,999 

91 24 26 53 8 12 214 
42.52% 11.21% 12.15% 24.77% 3.74% 5.61% 100% 

10,000 to 
24,999 

53 15 16 21 7 5 117 
45.30% 12.82% 13.68% 17.95% 5.98% 4.27% 100% 

25,000 to 
49,999 

11 4 5 6 1 1 28 
39.29% 14.29% 17.86% 21.43% 3.57% 3.57% 100% 

50,000 to 
99,999 

3 1 2 2 0 0 8 
37.5% 12.5% 25% 25% 0% 0% 100% 

100,000 or 
more 

2 1 1 2 0 0 6 
33.33% 16.67% 16.67% 33.33% 0% 0% 100% 

Missing 5 0 0 2 0 1 8 
0.45% 0% 0% 4.45% 0% 0.84% 100% 

Total 1,116 262 299 556 91 119 2,443 
45.68% 10.72% 12.24% 22.76% 3.72% 4.87% 100% 

Findings: Enrollment did not appear to be related to the percentage of retirement contribution paid 
by the district.  
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SECTION #7: MISCELLANEOUS BENEFITS 

 
 
Table 7.1. Master list of miscellaneous benefits (Q52) 

Benefits Number Frequency Percent 
Deferred compensation (e.g., tax sheltered annuity) b1 877 35.90% 
Guaranteed vesting in a retirement plan b2 732 29.96% 
Life insurance (accumulates value for you) b3 1,229 50.31% 
Conference attendance with fees paid b4 1,996 81.70% 
Support for a coach or mentor for the superintendent b5 297 12.16% 
Physical exam b6 662 27.10% 
Professional liability coverage in excess of any amount 
specified in state or local law 

b7 529 21.65% 

Tuition reimbursement (e.g. doctorate, additional 
degree, etc.) 

b8 654 26.77% 

College savings plan b9 15 0.61% 
Provision allowing you to engage in outside consulting b10 663 27.13% 
Provision allowing you to engage in outside teaching b11 516 21.12% 
Smart phone or similar communications device b12 1,266 51.82% 
Computer (e.g., laptop, iPad, etc.) b13 1,388 56.81% 
District credit card b14 823 33.69% 
Auto/vehicle stipend b15 440 18.01% 
Mileage stipend b16 890 36.43% 
District vehicle b17 305 12.48% 
Home internet stipend b18 87 3.56% 
Membership dues paid for professional organization(s) b19 2,046 83.75% 
Other  140 5.73% 

Findings: The most common miscellaneous benefits included:  
b19 – Membership dues paid for professional organizations (83.75%) 
b4   – Conference attendance with fees paid (81.70%) 
b13 – Computer/laptop/tablet (56.81%) 
b12 – Smart phone of similar device (51.82%) 
b3   – Life insurance that accumulates value for you (50.31%) 
b16 – Mileage stipend (36.43%) 
b1   – Deferred compensation/annuity (35.90%) 
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Table 7.2A. Gender (Q5) and annual days of sick leave (Q28) 

  Female Male Total 
Number of 
Sick Days  N % N % N % 

0–3 days 17 2.63% 44 2.47% 61 2.50% 
4–6 days 13 2.01% 42 2.36% 56 2.29% 
7–10 days 103 15.94% 348 19.55% 453 18.54% 
11–15 days 415 64.24% 1072 60.22% 1500 61.40% 
16–20 days 70 10.84% 177 9.94% 247 10.11% 
21–25 days 15 2.32% 53 2.98% 68 2.78% 
26+ days 11 1.70% 40 2.25% 51 2.09% 
Missing     17 0.29% 
Total  646  1780  2443 100.00% 

Findings: The majority of superintendents (61.40%) received 11–15 days of sick leave per year. As 
was the case in previous surveys, the findings for days of sick leave demonstrated little difference by 
gender.  
 
 
Table 7.2B. Gender (Q5) and maximum sick leave accrual (Q29) 

  Female Male Total 
Maximum 
Accrual of Sick 
Days  

N % N % N % 

0–25 days 48 7.43% 96 5.39% 145 5.94% 
26–50 days 30 4.64% 98 5.51% 128 5.24% 
51–75 days 59 9.13% 130 7.30% 190 7.78% 
76–100 days 95 14.71% 239 13.43% 337 13.79% 
101–150 days 62 9.60% 230 12.92% 292 11.95% 
151–200 days 72 11.15% 166 9.33% 241 9.86% 
200+ days 261 40.40% 801 45.00% 1069 43.76% 
Missing     41 1.68% 
Total 646  1780  2443 100.00% 

Findings: As was the case in past studies, regardless of gender, 200+ days of sick leave accrual was 
most common among superintendents (43.76%).  
 
 
Table 7.2C. Cap on sick leave carryover (Q37) 

  Count % 
Yes 695 29.26% 
No 1727 70..70% 
Missing 1 0.04% 
Total 2443 100.00% 

Findings: Approximately 70% of superintendents did not have a cap on sick leave carryover. There 
was not a significant difference when gender was considered.   

56



 46 

Table 7.3A. Annual vacation days (Q30)  

  Count % 
0–3 days 99 4.05% 
4–6 days 22 0.90% 
7–10 days 236 9.66% 
11–15 days 373 15.27% 
16–20 days 763 31.23% 
21–25 days 660 27.02% 
26+ days 277 11.34% 
Missing 13 0.53% 
Total 2443 100.00% 

Findings: Roughly 31% of superintendents received 16–20 days of vacation leave, followed by 27% 
of superintendents who received 21–25 days. No significant differences were found by gender or 
race/cultural group.  
 
 
Table 7.3B. Cap on vacation leave carryover (Q38) 

 Count % 
Yes 1962 81.14 
No 456 18.85 
Missing 25 .10 
Total  2443 100.09 

Findings: Approximately 81% of superintendents had some type of cap on vacation leave carryover. 
There was not a significant difference by race/cultural group or gender where numbers were sufficient. 
Likewise, there was not a relationship based on enrollment.  
 
 
Table 7.4. Cap on personal leave carryover (Q39) 

  Count % 
Yes 1716 71.26 
No 692 28.73 
Missing 35 1.40 
Total 2443 101.39 

Findings: Approximately 71% of superintendents had a cap on personal leave carryover. There were 
no discernable differences when gender or race/cultural background were considered.  
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Table 7.5. Upon departure from the district, how is sick leave accrual handled? (Q34)  

Method Count % 
Credited to retirement 639 26.16% 
No payment for accrued sick leave upon departure 654 26.77% 

Payment made to superintendent calculated at a daily rate 671 27.47% 

Payment made to superintendent calculated at a negotiated 
rate below daily rate 459 18.79% 

Missing 20 0.82% 
Total  2443 100.00% 

Findings: Approximately 27% of superintendents did not receive payment for accrued sick leave 
upon departure. There were no meaningful differences in this provision based on gender.  
 
 
Table 7.6. Upon departure from the district, how is vacation leave accrual handled? (Q35)  

Method Count % 
Credited to retirement 112 4.58% 
No payment for accrued vacation leave upon departure 782 32.01% 

Payment made to superintendent calculated at a daily rate 1370 56.08% 

Payment made to superintendent calculated at a negotiated 
rate below daily rate 161 6.59% 

Missing 18 0.74% 
Total 2443 100.00% 

Findings: The majority of superintendents (56.08%) received a payment calculated at a daily rate; 
however, the percentage was noticeably lower than in 2021–2022 (62.33%). Gender did not impact 
how vacation leave accrual upon departure was handled.  
 
 
Table 7.7. Upon departure from the district, how is personal leave accrual handled? (Q36)  

Method Count % 
Credited to retirement 307 12.57% 
No payment for accrued personal leave upon departure 1347 55.14% 

Payment made to superintendent calculated at a daily rate 466 19.07% 
Payment made to superintendent calculated at a 
negotiated rate below daily rate 287 11.75% 
Missing 36 1.47% 
Total 2443 100.00% 

Findings: More than half (55.14%) of superintendents did not receive payment for accrued personal 
leave upon departure. There were not meaningful differences based on gender on how leave accrual 
upon departure was handled.  
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Table 7.8. If there is a cap on vacation/personal leave days that can be carried over and that cap is 
exceeded, how are the days exceeding the cap handled? (Q40) 

Method N % 
Credited toward retirement 61 2.50 
Forfeited with no additional compensation 1162 47.56 
Missing 36 1.47 
Other (Please explain): 5 .20 
Paid out as additional compensation 673 27.55 
There is no cap 341 13.96 
Other (Please explain) No Details  5 .20 
Other (Please explain): Added to sick days. 49 2.00 
Other (Please explain): 5 max reimbursed at daily rate 1  
Other (Please explain): 10 max reimbursed at daily rate 1  
Other (Please explain): 25 max reimbursed at daily rate 1  
Other (Please explain): After 30 accrued, then anything above 30 are lost 1  
Other (Please explain): All unused vacation and personal leave is rolled into sick leave at the end 
of each year. 1  

Other (Please explain): Any carry over not used in the next year by January 1st is lost. 1  
Other (Please explain): Can be paid for up to 5 days over cap if not used. 1  
Other (Please explain): Can roll over every year but can only accrue 40 for pay out at end of 
contract 1  
Other (Please explain): Excess vacation is placed in non-elective TSA. Excess personal is paid at 
daily rate. 1  

Other (Please explain): If over 20 days, there are moved to sick leave. 1  
Other (Please explain): If unused after two years the days turn into sick days. 1  
Other (Please explain): No personal days. Superintendent can cash out 30 days annually. 30 days 
maximum can carry over. 1  

Other (Please explain): No vacation or personal leave days - 215 required work days 1  
Other (Please explain): Paid for up to 19 days of vacation at daily rate and paid for up to 3 
personal days at negotiated rate (3 days - $100 per day, 2 days - $90 per day, 1 day - $80) 1  

Other (Please explain): Personal days accrued to sick time. Maximum sick time is 240 days. 1  
Other (Please explain): Personal days roll into sick days the following year 1  
Other (Please explain): Vacation capped at 50 and then I could buy out 10 per year. Personal 
days convert to sick days and rolled into sick accrual maxing out at 200 with no credit beyond 
that. 

1  

Other (Please explain): Vacation day cap is 30 days; Unused personal days convert to sick leave 1  

Other (Please explain): Vacation/personal leave rolls into sick days, which is capped at 150 days. 1  

Grand Total 2443 100% 

Findings: There were multiple options cited by superintendents. The most common provision was 
that days that exceeded the cap were forfeited (47.56%). Approximately 28% of superintendents had 
the days paid out as additional compensation.  
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Table 7.9. Term of current employment contract? (Q22) 
 

Frequency Percent 
Less than 1 year 59 2.42% 

1 year 184 7.53% 
2 years 475 19.44% 
3 years 1011 41.38% 
4 years 291 11.91% 

5+ years 418 17.11% 
Missing 5 0.20% 

Grand Total 2443 100% 

Findings: Similar to last year, approximately 41% of superintendents had a three-year contract, 
followed by 17% who had a contract of five years or more. There were no significant differences 
noted when gender and/or race/cultural group were considered. 
 
 
Table 7.10. Does your present employment contract have an incentive/performance clause (i.e., a 

defined provision providing a reward for accomplishing a predetermined task or 
objective)? (Q23) 

  Count % 
Yes 320 13.10% 
No 2118 86.70% 
Missing 5 0.20% 
Total 2443 100.00% 

Findings: Approximately 13% of superintendents had a performance clause in their contracts 
compared to15% in 2021–2022, 17% in 2020–2021, and 10% in 2019–2020.  

Where numbers were sufficient, there were differences by race/cultural group. Performance clauses 
were more common for superintendents who identified as Black or African American (26.60%) than 
superintendents who identified as White (12.62%) or Latino or Hispanic (13.89). There were no 
differences by gender.  
 
 
Table 7.11. Does your contract have a severance (buyout) clause? (Q25) 

 Count % 
Yes 757 31.12% 
No 1675 68.62% 
Missing 11 0.36% 
Total 2443 100.00% 

Findings: Almost 31% of superintendents had a severance/buyout provision. Almost half (48.93%) 
of superintendents who identified as Black or African American had the provision compared to 
approximately 48.61% of superintendents who identified as Latino or Hispanic and 29.41% of 
superintendents who identified as White. There were no differences by gender.  
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Table 7.12. Does your contract have a longevity clause (i.e., a lump sum payment you will receive for 
the number of years you remain in the position)? (Q27)  

 Count % 
Yes 273 11.17 
No 2152 88 
Missing 18 0.73 
Total 2443 100 

Findings: Only 11.17% of superintendents had this provision. There were no differences found by 
gender or racial/cultural group.  

 
 
Table 7.13. Is your employment agreement base salary subject to a cap? (Q41)  

  Count % 
Yes, based on district policy 
regulation or practice 141 5.77% 
Yes, based on state law 123 5.03% 
No 2136 87.43% 
Other 25 1.02% 
Missing 18 .74% 
Total 2443 100.00% 

Findings: There was not a difference based on gender. Approximately 87% of all superintendents 
did not have a salary cap on their base salary. 
 
 
Table 7.14A. Evergreen (rollover) provision (Q24) 

  Count % 
Yes 674 27.59% 
No 1761 72.08% 
Missing 8 0.33% 
Total 2443 100.00% 

Findings: Approximately 72% of superintendents did not have this provision. There was no 
difference based on gender.  
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Table 7.14B. Race/cultural group (Q6) and evergreen (rollover) provision (Q24) 

  Yes No Missing Total 
Race/Cultural Group N % N % N % N % 
American Indian or 
Alaska Native 6 40% 9 60% 0 0% 15 0.61% 

Asian 2 33.33% 4 66.67% 0 0% 6 0.25% 
Black or African 
American 20 21.28% 74 78.72% 0 0% 94 3.85% 

Hispanic or Latino 17 23.61% 55 76.39% 0 0% 72 2.95% 
Native Hawaiian or other 
Pacific Islander 1 25% 3 75% 0 0% 4 0.16% 

White (not Hispanic or 
Latino) 599 27.58% 1566 72.10% 7 0.29% 2172 88.91% 

Other 4 44.44% 5 55.56% 0 0% 9 0.36% 
Two or More Races 11 42.31% 15 57.69% 0 0% 26 1.06% 
Prefer not to answer 10 29.41% 24 70.59% 0 0% 34 1.39% 
Missing 4 .16% 6 .25% 1 0.04% 11 0.45% 
Total 674  1761  8  2443 100.00% 

Findings: Where numbers were sufficient, there was a small difference by race/cultural group with 
approximately 28% of superintendents who identified as White reporting this provision compared to 
21% of superintendents who identified as Black or African American and 24% of superintendents 
who identified as Latino or Hispanic.  
 
 
Table 7.15. Indemnification/hold harmless (Q26) 

  Count % 
Yes 1031 42.20% 
No 854 34.96% 
Not necessary as it is already 
provided by law 517 21.16% 

Missing 41 1.68% 
Total 2443 100.00% 

Findings: Approximately 42% of superintendents had an indemnification/hold harmless provision 
in their contracts, a slight decrease from 46% last year. There was little difference based on gender or 
race/cultural group. 
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SECTION #8: USE OF LEGAL COUNSEL 
 

 
Table 8.1A. Did you employ legal counsel or other outside agents to assist in the development and/or 

negotiations of your employment agreement? (Q63) 
 

Frequency Percent 
Yes 773 31.66% 
No 1,632 66.80% 
Missing 38 1.55% 
Total 2443 100% 

Findings: Approximately 32% of respondents used legal counsel or other outside agents to assist in 
the development/negotiations of the employment contract. In 2021–2022, 35% of respondents used 
counsel and in 2019–2020, 30% of respondents indicated they used legal counsel or other outside 
agents.  
 
 
Table 8.1B. Gender (5) and did you employ legal counsel or other outside agents to assist in the 

development and/or negotiations of your employment agreement? (Q63) 
 Male Female Missing Total 

Yes 508 265 14 787 
28.54% 41.02% 0.49% 100% 

No 1256 376 24 1656 
70.56% 58.20% 0.94% 100% 

Total 1780 646 35 2443 

Findings: A significantly higher percentage of female respondents (41.02%) used legal counsel or 
other outside agents assist in the development and/or negotiations of your employment agreement 
compared to male superintendents (28.54%). 
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Table 8.1C. Race/cultural group (Q6) and did you employ legal counsel or other outside agents to 
assist in the development and/or negotiations of your employment agreement? (Q63) 

 Yes No Total 
White (Not Hispanic or 
Latino) 

656 1490 2172 
30.20% 69.80% 100% 

Black or African American 51 43 94 
54.25% 45.75% 100% 

Hispanic or Latino 30 42 72 
41.67% 58.33% 100% 

Asian 5 1 6 
83.33% 16.67% 100% 

Native Hawaiian or other 
Pacific Islander 

0 4 4 
0% 100% 100% 

American Indian or 
Native Alaska 

2 13 15 
13.33% 86.67% 100% 

Two or more races 11 15 26 
42.31% 57.69% 100% 

Prefer not to answer 13 20 33 
39.40% 60.60% 100% 

Missing - - 38 
- - 100% 

Total 773 1632 2443 
35.47% 63.68% 100% 

Findings: Discounting the small number of respondents by some racial/cultural groups, there was 
evidence of variance in the percentages of superintendents who employed legal counsel or other 
outside agents, 54% of superintendents who identified as Black or African American and almost 42% 
of superintendents who identified as Hispanic or Latino superintendents employed legal counsel or 
other outside agents compared to 30% of superintendents who identified as White.  
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Table 8.1D. Enrollment (Q8) and did you employ legal counsel or other outside agents to assist in 
the development and/or negotiations of your employment agreement? (Q63) 

 Yes No Missing Total 

Fewer than 300 46 214 5 265 
17.35% 80.75% 1.90% 100% 

300 to 999 201 567 4 772 
26.04% 73.45% .51% 100% 

1,000 to 2,999 247 481 7 735 
33.61% 65.44% .95% 100% 

3,000 to 4,999 109 177 4 290 
37.59% 61.03% 0.38% 100% 

5,000 to 9,999 93 120 1 214 
43.46% 56.07% .47% 100% 

10,000 to 24,999 56 61 0 117 
47.87% 52.14% 0% 100% 

25,000 to 49,999 16 11 1 28 
57.14% 39.29% 3.57% 100% 

50,000 to 99,999 4 4 0 8 
50% 50% 0% 100% 

100,000 or more 3 3 0 6 
50% 50% 0% 100% 

Total 775 1,638 15 2428 
35.47% 63.68% 0.84% 100% 

Findings: Where a sufficient number of respondents existed, there was a relationship between 
enrollment and superintendent use of legal counsel or other outside agents. In general, as enrollment 
increased so, too, did the use of legal counsel or outside agents.  
 
 
Table 8.2A. Did the school district use legal counsel to assist in the development and/or negotiations 

of your employment agreement? (Q64) 

  Frequency  Percent 
Yes 1,366 55.91% 
No 1,056 43.23% 

Missing 21 0.86% 
Total 2,443 100% 

Findings: Almost 56% of school districts used legal counsel to assist in the development and/or 
negotiations of the superintendents’ employment contract compared to just 31.66% of 
superintendents. In 2020–2021, 65% of districts employed counsel.  
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Table 8.2B. Gender (Q5) and did the school district use legal counsel to assist in the development 
and/or negotiations of your contract? (Q64)  

  Male Female Missing Total 

Yes 946 410 10 1,366 
53.15% 63.57% 58.82% 55.91% 

No 822 228 6 1,056 
46.18% 35.19% 35.29% 43.23% 

Missing 12 8 1 21 
0.67% 1.24% 5.88% 0.86% 

Total 1,780 645 17 2,443 
100% 100% 100% 100% 

Findings: Boards of education used legal counsel in contract negotiations with females more 
frequently than with males (Female = 63.57% and Male = 53.15%) 
 
Table 8.2C. Enrollment (Q8) and did the school district use legal counsel in negotiating the 

employment agreement? (Q64) 

 Yes No Missing Total 

Fewer than 300 
86 175 4 265 

32.45% 66.04% 1.51% 100% 

300 to 999 
331 438 3 772 

42.88% 56.74% 0.39% 100% 

1,000 to 2,999 
435 292 8 735 

59.18% 39.73% 1.09% 100% 

3,000 to 4,999 
214 74 2 290 

73.79% 25.52% 0.69% 100% 

5,000 to 9,999 
168 45 1 214 

78.5% 21.03% 0.47% 100% 

10,000 to 24,999 
97 19 1 117 

82.91% 16.24% 0.85% 100% 

25,000 to 49,999 
23 4 1 28 

82.14% 14.29% 3.57% 100% 

50,000 to 99,999 
7 1 0 8 

87.5% 12.5% 0% 100% 

100,000 or more 
4 2 0 6 

66.67% 33.33% 0% 100% 

Missing 
1 6 1 8 

12.5% 75% 12.5% 100% 

Total 
1,366 1,056 21 2,443 

55.91% 43.23% 0.86% 100% 

Findings: Where a sufficient number of respondents existed, there was a relationship between 
enrollment and district use of legal counsel or other outside agents in superintendent contract 
negotiations. The use of counsel increased as enrollment increased. 
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Table 8.2D. Race/cultural group (Q6) and did the school district employ legal counsel or other 
outside agents to assist in the development and/or negotiations of your employment 
agreement? (Q64) 

  Yes No Missing Total 

White (Not Hispanic or Latino) 
1,180 973 19 2,172 

54.33% 44.8% 0.87% 100.00% 

Black or African American 
71 23 0 94 

75.53% 24.47% 0.00% 100.00% 

Hispanic or Latino 
54 18 0 72 

75.00% 25.00% 0.00% 100% 

Asian 
5 1 0 6 

83.33% 16.67% 0.00% 100.00% 
Native Hawaiian or other 

Pacific Islander 
2 2 0 4 

50.00% 50.00% 0.00% 100% 
American Indian or Alaska 

Native 
6 9 0 15 

40.00% 60.00% 0.00% 100.00% 

Two or more races 
16 10 0 26 

61.54% 38.46% 0.00% 100.00% 

Prefer not to answer 
20 13 1 34 

58.82% 38.24% 2.94% 100.00% 

Other  
7 2 0 9 

77.78% 22.22% 0.00% 100.00% 

Missing 
5 5 1 11 

45.45% 45.45% 9.09% 100.00% 

Total 
1,366 1,056 21 2,443 

55.91% 43.23% 0.86% 100.00% 

Findings: Where a sufficient number of respondents existed, higher percentages of districts led by a 
superintendent of color (Black or African American 75.53%; Hispanic or Latino 75%) employed legal 
counsel compared to districts led by White superintendents (54.33%). Enrollment may have been the 
driving factor.  
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SECTION #9: MEMBERSHIPS 

 
 
Table 9.1. AASA membership (Q66) 

  Frequency  Percent 
Yes 1,748 71.55% 
No 675 27.63% 

Missing 20 0.82% 
Total 2,443 100% 

Findings: Approximately 72% respondents were AASA members.  
 
 
Table 9.2. AASA membership (Q66) and gender (Q5) 

  Male Female Missing  Total 

Yes 1,251 486 11 1,748 
70.28 75.19 64.71 71.55 

No 515 156 4 675 
28.93 24.19 23.53 27.63 

Missing 14 4 2 20 
0.79 0.62 11.76 0.82 

Total 1,780 645 17 2,443 
100 100 100 100 

Findings: Slight differences by gender existed with 75% of female superintendents indicating they 
were AASA members compare to 70% of males.  
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Table 9.3. AASA membership (Q66) and race/cultural group (Q6) 
 Yes No Missing Total 

White (Not Hispanic or 
Latino) 

1550 606 16 2172 
71.36% 27.9% 0.74% 100.00% 

Black or African 
American 

82 12 0 94 
87.23% 12.77% 0% 100.00% 

Hispanic or Latino 
41 30 1 72 

56.94% 41.67% 1.39% 100.00% 

Asian 
5 1 0 6 

83.33% 16.67% 0% 100.00% 
Native Hawaiian or other 

Pacific Islander 
3 1 0 4 

75.00% 25.00% 0% 100.00% 
American Indian or 

Alaska Native 
12 3 0 15 

80.00% 20.00% 0% 100.00% 

Two or more races 
19 7 0 26 

73.08% 26.92% 0% 100.00% 

Prefer not to answer 
26 7 1 34 

76.47% 20.59% 2.94% 100.00% 

Other 
4 5 0 9 

44.44% 55.56% 0.00% 100.00% 

Missing 
6 3 2 11 

54.55% 27.27% 18.18% 100% 

Total 
1,748 675 20 2,443 

71.55% 27.63% 0.82% 100.00% 

Findings: Where numbers were sufficient, there was a small difference in membership by 
race/cultural background. A higher percentage of superintendents who identified as Black or African 
American (87%) were AASA members compared to superintendents who identified as White 
(71.36%) or Hispanic and Latino (57%). 
 
 
Table 9.4. Professional association membership dues paid by the school district? (Q62) 

 
Frequency Percent 

Community Organizations (e.g., Rotary, Chamber of Commerce) 1101 45.07% 
Regional Professional Organizations (e.g., state association) 2263 92.63% 
National Professional Organizations (e.g., AASA) 1748 75.52% 

Findings: The trend of lower percentages of respondents having their national professional 
organization memberships paid in their contracts continued with 75.52% of superintendents having 
the benefit, compared to 86.8% in 2021 and 94.5% in 2020.  

There was also a reduction in the percentage of local/communication organization members paid for 
(45.07%), compared to 54.5% in 2021–2022 and 58.3% in 2020–2021. There was essentially no change 
in the percentage of respondents who had their regional/state organization membership paid for by 
the district.  
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Table 9.5. Other national education organizations to which you belong (Q68) 

A. American Federation of School Administrators 
B. Association of Educational Service Agencies 
C. Association of Latino Superintendents and Administrators 
D. Association of School Business Officials, International 
E. ASCD 
F. Chiefs for Change 
G. Council of Administrators of Special Education 
H. Council of the Great City Schools 
I. International Society for Technology in Education  
J. National Alliance of Black School Educators  
K. National Association of Elementary School Principals 
L. National Association of Secondary School Principals 
M. National Indian Education Association 
N. National Rural Education Association 
O. National Superintendents Roundtable 
P. The Consortium for School Networking (CoSN) 
Q. Urban Superintendents Association of America 
R. District Administrators Leadership Association 
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SECTION #10: CREATIVE CONTRACT PROVISIONS THAT 

FEMALE SUPERINTENDENTS AND 
SUPERINTENDENTS OF COLOR 

HAVE BEEN ABLE TO USE TO ADVOCATE FOR THEMSELVES 
 

• I am currently renegotiating my contract: listed accomplishments, listed surrounding 
district’s salaries/compensation, including gender and race, hired a lawyer to negotiate. 

• 1. Following the COVID-19 pandemic, my Board and I agreed that the traditional model 
of pre-determined leave/accrual and buy-out schedule is not conducive to the role of a 
superintendent. Therefore, we negotiated a structure where the superintendent can take 
leave as they see fit, determined by the ebb and flow of their work. Most of the previous 
buy-out/accrual structures will stay in place for compensation. As you will see in the 
analysis, the contract language provides flexibility and is an economic benefit to the 
superintendent without being an exhaustive cost to the district. It is an increase to the 
district, but the BOE is paying the superintendent to get the work done and take time as 
they need versus paying them to be off for a predetermined amount of time, which may or 
may not be feasible/realistic.  
2. I also negotiated a provision that the Board will not divert away from our Policy 
Governance Model, alter the Board-Superintendent Policies, or metrics for my evaluation 
without mutual consent during the terms of the contract. This will serve as protection from 
a board majority flip that immediately changes the metrics of evaluation without giving the 
superintendent an opportunity to be successful on those metrics. 

• 1. Salary adjustment shall at minimum be adjusted by the same percentage given to other 
certificated employees through the state salary funding allocation 
2. Receive a 3% addition to the base salary for every five years of service as the 
superintendent 
3. District shall contribute to a 457(b) Plan on behalf of the superintendent – 10% of base 
salary per month  
4. This Agreement shall be reviewed by the Board annually on or before February 1 to 
consider whether a new three (3) year contract shall be awarded in lieu of the remaining 
portion of this Contract, or whether this Contract shall continue toward its maturity. If the 
board determines that the contract will terminate at the end of the existing term it will notify 
the superintendent in writing no later than February 15. 

• A percentage of my monthly salary is deducted for required participation in the State 
Retirement System; my contract includes a clause that I am reimbursed for that amount. 
This provides that my retirement account continues to grow with the required 
contributions/required participation, but the amount is reimbursed (perhaps viewed as in 
lieu of additional salary). 

• Annual doctoral stipend 
• As a female superintendent I have not been offered or awarded unique and creative contract 

clauses. 
• As a female superintendent I would appreciate that resource and information along with a 

leadership network specifically for women 
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• As a female, my contract is not different than that of previous male superintendents. I am 
on a .5 contract, 

• As a Native American I want to say that I have never used my race to give me a professional 
advantage or get a job. I think it is ridiculous that race and gender are brought in to the 
equation. The best should be hired regardless of these factors in all cases. 

• At this time, I am filling this position as an interim with a 6-month contract that expires in 
December 2022. 

• Contract may be terminated after 30 days written prior notice from the administrator 
without penalty or prejudice against the administrator. 

• Highly encourage advocating for paid sabbatical to encourage longevity in the role, 
particularly for districts where there has been a history of leadership turnover. 

• I added a clause to my contract this year that addresses Board interference in my day-to-day 
work. It includes language that describes what that interference might look like, the process 
for me to use in addressing it, and the consequences for the Board if the issues are not 
addressed (including me leaving “for cause”). As a female superintendent, it became clear 
that I would need this as a proactive step in addressing a Board member’s actions. 

• I receive a retention payment annually of $10,000 when I renew. Additionally, after three 
years of employment I can take a month sabbatical with pay. 

• I am a female superintendent and do not have any creative contract clauses but would be 
very interested in learning/seeing examples. 

• I am a female superintendent, but I do not have any creative contract clauses based on my 
gender. 

• I am a female of color; however, I did not use anything to help negotiate my contract. I 
believe that I was only given one year to start because I am a young black female. I have to 
work extremely hard to prove myself. My dissertation title, Time to Kick Some Glass: 
Understanding the Lived Experiences of African American female Superintendents 
underscores this sentiment. 

• I am a retired superintendent from Texas and now in Kansas. I am one superintendent of 
color and would like creative contract clause ideas too. 

• I am a superintendent of color, but do not have any creative contract clauses. 
• I am a woman; my contract does not contain provisions that would qualify as “unique and 

creative.” 
• I am able to cash out up to 20 vacation and/or sick days per year at my daily rate. 
• I am disappointed in this question. 
• I am elected so I do not have a contract. 
• I am in the midst of negotiating the ability to have access to the early retirement plan. It is 

only available to employees if they started with the district in 1996. 
• I am not aware of any such clauses, but know the statewide organization has many initiatives 

to broaden the diversity of administrative ranks. 
• I am on my husband’s health insurance and I had the committee add a clause to my contract 

this year that allows me to be paid out 50% of the average yearly cost that the town spends 
on employee health insurance. 

• I am the first African American female superintendent in the district. It has been a 
wonderful experience. However, I look forward to the wealth of knowledge I believe I will 
gain being an AASA member starting this school year. 
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• I asked for moving expenses. 
• I do not use my designation as a Native American in any negotiations or as a means to gain 

points when interviewed for positions. I believe you hire the best person for the job 
regardless of race, religion, or sex. 

• I do feel as a female superintendent I needed an Ivy League doctorate to get equal treatment 
and respect to male superintendents with no doctoral degree at all. Female superintendents 
are often in charge of K–8 districts in my area because males are seen as the ones who can 
run high school districts. Since high school districts pay more, it follows that female 
superintendents get paid less than male superintendents in the area. I know I am. There is 
always more respect and leverage given to male superintendents. Since there are fewer 
female superintendents, it can seem like the men take care of each other in a way that we 
are not. They give each other jobs and extra pay and often leave women out. They vote for 
each other for heads of the local groups and then this allows them to get more prestige and 
roles in NJASA. Even though much of the teaching force are women, still fewer before 
leaders in schools. 

• I do not believe women or women of color should have different clauses in their contracts 
than men. 

• I do not have any creative clauses in my contract related to being a female superintendent 
of color. There are only two in my state out of 420 school districts. 

• I do not have any unique or creative contract clauses in fact, I am paid less than any male 
Superintendent in my county and compared to other schools my size. 

• I do not have unique contract clauses in my contract, but would be interested in seeing this 
survey data. 

• I don’t believe I have unique clauses, but our state association support in drafting the 
contract increased my base compensation and auxiliary benefits by a significant amount. 
This aligned my contract more closely with like-districts throughout the state. 

• I don’t have any information to give. However, I would be interested on what others are 
putting in their contract as I am a superintendent of color. 

• I don’t have any but would love to know what others have done! 
• I don’t have anything special but I would like to learn what is out there. 
• I don’t have one, but I would be very interested in learning about this. 
• I entered the superintendency at the age of 35. As a young female, negotiations have been 

challenging. Advocacy efforts are greatly appreciated! Thank you! 
• I get nothing and I believe it is because I am a woman. 
• I have a clause that states if state law changes to prohibit pick up on the pick up, that I am 

automatically compensated that amount in cash (base salary) for the life of the contract. 
• I have a longevity clause that awards me a percentage of my salary bonus in a TSA.  

I also have added a super majority clause to terminate my contract for NO Cause. 
• I have a three-year perpetual contract. 
• I have a very limited contract due to a previous superintendent who messed with the 

treasurer and district. Would love ideas on what to get into my contract. 
• I have no health insurance option in my contract and no cash in lieu. 
• I have none. 
• I have some unique clauses but not said to be because I am female. I simply got good 

support and took the time to negotiate a fair contract. 
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• I know of none. 
• I know there is a discrepancy between what my male colleagues are paid. Female 

superintendents tend to be “stuck” with their original agreements whereas Boards are more 
likely to redo and increase my male colleagues’ salaries and benefits. It is almost as if women 
need to “beg” or aren’t worthy of an increase. Men are way more willing to ask for raises 
and increases. Women are also hindered if they are single parents or raising children during 
their tenure. They are less willing to “up and move” to get a better paying job. I see way 
more women who never set out to be superintendents and often state they are not doing it 
for the money. It is surprising how many more men are promoted than women, especially 
when public education and women teachers are so much more prominent. The percentages 
of women admin compared to men admin is significantly lopsided. 

• I look like a white person. So, I rarely have problems with this unless they hear me speak 
Spanish or pay attention to my food choices. 

• I put in a one-year notice of non-renewal to ensure I had ample time to sell a home, find 
another job, etc. On the flipside, I have agreed to give them the same timeline. Fair is fair. 

• I really struggle with adding any creative or unique clauses to my contract. I have a male 
majority board and they really struggle with any additions I try to add. 

• I receive the same compensation increases as all managers providing I have a satisfactory 
evaluation. 

• I retired in 2015 after serving eight years as district superintendent. I have since worked in 
three districts as interim superintendent within the state of NJ. Many of these questions do 
not apply to interim contracts as we can only serve a maximum of two years per district. 

• I do not have any creative aspects in my contract.  
• I think that is an excellent idea. Research proves we are underpaid compared to our male 

counterparts. In all fairness, there is much research data supporting that females are paid 
less than male superintendents because we do not ask and are not as assertive when it comes 
to our salaries. Many female superintendents believe the board should recognize our hard 
work and naturally give “us” female superintendents raises. In contrast, men are quick to 
demand raises because of their accomplishments. I have personally asked for a raise. I really 
do not feel that my board doesn’t feel as if I deserve it but they are concerned about “how 
it looks” for a woman to make more money than men in our community, maybe even more 
than men on my board. A male in my position would have left at this point if they had not 
gotten a raise in 5 years. In addition, there are male superintendents of the exact same size 
and same demographics as my district, with less education making 10 to 15k more than I 
do. We do not fight for ourselves. 

• I was able to negotiate three years of payment at the family insurance rate. This amount was 
placed into a 403b account of my choice, in exchange for health insurance upon retirement. 

• I was allotted an additional 30 sick days when hired to make up for the used days when I 
took maternity leave earlier in my career. This is intended to be “banked” and used toward 
years of service with the state retirement system. 

• I do not have anything special in my contract. 
• I was offered a contract initially that left out important aspects that had been in my male 

predecessor’s contract that I successfully negotiated back in to my final contract. 
• If the district is rated an A by the state department of education, 2% pay increase for the 

following year. If a B, 1% pay increase. If less than a B, no pay increase. 
• Incremental increases each year with annuities. 
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• Mine is unique but not advantageous to females. My assistant superintendent of operations 
was hired at the same time as me and we make the exact same salary. I had to negotiate to 
get to his salary (we both started July 1 but he was hired in March and I was hired in May) 
and I had to negotiate to get to 25 days as he has in his contract. They started me with 5 less 
vacation days and $4000 less salary until I negotiated to be equal to my asst. supt.  

• I would like coaching on how to negotiate to add an executive coach and women’s 
leadership growth opportunities to my next contract with the district. I continue to explore 
in those areas and am open to whatever AASA has to offer. 

• More needs to be offered for superintendents of color. The cost is prohibitive and the 
diversity is needed. 

• My Board does not believe the superintendent should receive any additional benefits above 
what the Act 93 administrators receive. 

• My contract is reflective of the contract used for the white, male superintendent prior to my 
tenure. 

• My starting salary as a first-year superintendent was the same as the outgoing superintendent 
with 6 years’ experience. I also get a housing allowance. When teachers receive a raise, I get 
a percentage based on where I would fall on the salary schedule. If teachers receive bonuses, 
I do as well. 

• Paid for unused vacation days up to 15 per year. (I have 30 per year.) 
Health insurance paid after separation until age 65 

• School division provides $3,000 per year for me to use in philanthropic giving for boards 
and/or organizations I participate in, which benefit the school division in some way. 

• Selling unused sick days into deferred compensation; using “maximums” in contract 
language to describe deferred compensation rather than actual numbers; selling unused 
vacation days. 
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SECTION #11: 2022–2023 

AASA SALARY & BENEFITS STUDY 
 SURVEY INSTRUMENT 

REVISED: 09/14/2022 
 

General Demographics 
 

In an effort to better understand trends and patterns in superintendent turnover, attrition, and 
retention, as well as to explore trends in your AASA Salary & Benefits Survey responses across district 
types, we are offering respondents the opportunity to identify themselves and share their district name. 

Your participation in this section of the AASA Annual Superintendent Salary & Benefits Survey is 
completely voluntary. If you choose to provide your own and your district’s name, these responses 
will remain confidential, and no personally identifiable information will ever be publicized or shared. 
Responses to these questions will only be used for statistical purposes to connect district data to 
superintendent survey response data. 
 

1. Name: 

2. District Name 

3. Zip code of District  

 
Demographic Information: Superintendent and District 

 
4. Your age:  

________ [Note: Actual age asked for; not dropdown] 

5. Your gender: 

A. Male  
B. Female  
C. Other 
D. Prefer not to answer  

6. Your race/cultural group:  

A. American Indian or Alaska native  
B. Asian  
C. Black or African American  
D. Hispanic or Latino  
E. Native Hawaiian or other Pacific Islander  
F. White (not Hispanic or Latino) 
G. Two or more races  
H. Other  
I. Prefer not to answer  
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7. State where your school district is located  
[Note: Dropdown of all states] 

8. 2022–23 District student enrollment  

A. Fewer than 300  
B. 300 to 999 
C. 1,000 to 2,999 
D. 3,000 to 4,999  
E. 5,000 to 9,999 
F. 10,000 to 24,999 
G. 25,000 to 49,999 
H. 50,000 to 99,999  
I. 100,000 or more 

9. My school district is best described as: (select one option)  

A. Rural  
B. Suburban 
C. Urban  

 
Professional Profile - Superintendent 

 
10. How many years have you been employed in your present position?  

A. Less than 1  
B. 1–5 years  
C. 6–10 years  
D. 11–15 years  
E. 16–20 years  
F. 21–25 years  
G. 26–30 years  
H. 31–35 years  
I. 36–40 years  
J. 40+ years  

11. How many years of experience do you have as a superintendent?  

A. Less than 1 year  
B. 1–5 years  
C. 6–10 years  
D. 11–15 years  
E. 16–20 years  
F. 21–25 years  
G. 26–30 years  
H. 31–35 years  
I. 36–40 years  
J. 40+ years 

12. Terminal degree (Please select the last degree completed, not certification) 

A. MA/MS/MED (Masters) 
B. EdD 
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C. PhD 
D. JD 
E. MBA 
F. EdS 
G. CPA 
H. Other (Textbox) 

13. What is your present (2022–23) annual base salary? (Please use whole numbers without 
commas.)  

$_______________ 

 
Workforce Profile 

 
14. What is the estimated average annual base salary for an associate/assistant/deputy superintendent 

position in your district? 

15. What is the estimated average annual base salary for a high school principal position in your 
district? 

16. What is the estimated average annual base salary for a middle school principal position in your 
district? 

17. What is the estimated average annual base salary for an elementary school principal position in 
your district? 

18. What is the estimated average beginning base salary for a 10-month teacher with a bachelor’s 
degree, no advanced degree, and no experience?  

19. Which of the following best describes your professional plans at the conclusion of this current 
school year? Mark one. 

• Continue serving as superintendent at my current district 
• Serve as superintendent at a different district within the same state 
• Serve as superintendent in another state 
• Serve as superintendent at a non-public school 
• Continue working in education, but pursue a different (non-superintendent) position 
• Retire, and then be re-hired to continue working in my current district 
• Retire, and then be re-hired to continue working in a different district within the same state 
• Retire, and then be re-hired to continue working in education in another state 
• Retire, and then pursue an education-related position outside of K–12 public schools 
• Retire and work as an interim superintendent 
• Leave education to retire 
• Leave education to work in a non-education field 
• Leave education for other reasons (insert reason) 

 
Fiscal Profile 

 
20. What is your projected 2022–2023 per pupil expenditure from the general fund? 
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A. Less than $5,000 
B. $5,000–7,499 
C. $7,500–9,999 
D. $10,000–12,499 
E. $12,500–14,999 
F. $15,000 + 

21. What is your perception of the general economic condition in the area in which the district is 
located?  

A. Growing economic condition  
B. Stable economic condition  
C. Declining economic condition  

 
Contract Terms 

 
22. What is the complete duration of your latest employment agreement? 

A. Less than 1 year  
B. 1 year  
C. 2 years  
D. 3 years  
E. 4 years  
F. 5+ years  

23. Does your present employment agreement have an incentive/performance clause (i.e., a defined 
provision providing for a reward for accomplishing a predetermined task or objective)? 

A. Yes 
B. No 

24. Does your present employment contact have a rollover (evergreen) provision (meaning the 
contract automatically renews on a periodic basis)?  

A. Yes  
B. No 

25. Does your employment agreement have a severance (buy-out) clause?  

A. Yes  
B. No  

26. Does your employment agreement contain an indemnification/hold harmless provision?  

A. Yes  
B. No  
C. Not necessary as it is already provided by state law 

27. Does your employment agreement have a longevity clause (i.e., a lump sum payment you will 
receive for the number of years you remain in the position)?  

A. Yes  
B. No 

28. How many days of sick leave are you provided annually?  

A. 0–3 Days 

79



 69 

B. 4–6 Days 
C. 7–10 Days 
D. 11–15 Days 
E. 16–20 Days 
F. 21–25 Days 
G. 26+ Days 

29. What is the maximum accrual of sick leave for all years of employment? 

A. 0–25 Days 
B. 26–50 Days 
C. 51–75 Days 
D. 76–100 Days 
E. 101–150 Days 
F. 151–200 Days 
G. 200+ Days 

30. How many days of vacation leave are you provided annually?  

A. 0–3 Days 
B. 4–6 Days 
C. 7–10 Days 
D. 11–15 Days 
E. 16–20 Days 
F. 21–25 Days 
G. 26+ Days 

31. What is the maximum accrual of vacation leave for all years of employment? 

A. 0–25 Days 
B. 26–50 Days 
C.  51–75 Days 
D.  76–100 Days 
E.  101–150 Days 
F.  151–200 Days 
G.  200+ Days 

32. How many days of personal leave are you provided annually?  

A. 0–3 Days 
B. 4–6 Days 
C. 7–10 Days 
D. 11–15 Days 
E. 16–20 Days 
F. 21–25 Days 
G. 26+ Days 

33. What is the maximum accrual of personal leave for all years of employment? 

A.  0–25 Days 
B.  26–50 Days 
C.  51–75 Days 
D.  76–100 Days 
E.  101–150 Days 

80



 70 

F.  151–200 Days 
G.  200+ Days 

34. Upon your departure from the school district, how is sick leave accrual handled?  

A. Credited to retirement  
B. Payment made to superintendent calculated at daily rate 
C. Payment made to superintendent calculated at a negotiated rate below daily rate 
D. No payment for accrued sick leave upon departure 

35. Upon your departure from the school district, how is vacation leave accrual handled?  

A. Credited to retirement  
B. Payment made to superintendent calculated at daily rate 
C. Payment made to superintendent calculated at a negotiated rate below daily rate 
D. No payment for accrued vacation leave upon departure 

36. Upon your departure from the school district, how is personal leave accrual handled?  

A. Credited to retirement  
B. Payment made to superintendent calculated at daily rate 
C. Payment made to superintendent calculated at a negotiated rate below daily rate 
D. No payment for accrued personal leave upon departure 

37. Is there a cap on the number of sick leave days that can be carried over from one year to the next 
year? 

A. Yes 
B. No 

38. Is there a cap on the number of vacation leave days that can be carried over from one year to the 
next year? 

A. Yes 
B. No 

39. Is there a cap on the number of personal leave days that can be carried over from one year to the 
next year? 

A. Yes 
B. No 

40. If there is a cap on vacation/personal leave days that can be carried over and that cap is exceeded, 
the days exceeding the cap are: (e.g. Cap is 10 days but superintendent does not use 15 days)  

A. Paid out as additional compensation 
B. Forfeited with no additional compensation 
C. Credited toward retirement 
D. Other, please explain (Need a text box here) 
E. There is no cap 

41. Is your employment agreement base salary subject to a “cap” imposed by any of the following? 
(Select one option)  

A. Yes, based on state law  
B. Yes, based on district policy, regulation, or practice  
C. No  
D. Other  
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42. Does your employment agreement include a provision detailing how communications between the 
board and superintendent are to occur? (e.g., from individual board members to the chair of the 
board to the superintendent) 

A. Yes 
B. No 

43. Does your employment agreement include a specific and detailed listing of your duties and 
responsibilities?  

A. Yes  
B. No  

44. Does your employment agreement include a specific and detailed process for handling 
complaints/criticisms?  

A. Yes  
B. No  

45. Does your state have a cap on amount paid for buy outs? 

A. Yes 
B. B. No 

46. If your state has a statue that caps the maximum duration of an employment contract, what is the 
cap? 
A. Less than 3 years 
B. 3 years 
C. 4 years  
D. 5 years 
E. 6 years  
F. More than 6 years 
G. There is no cap 

 
Performance Evaluation 

 
47. Does your employment agreement specify the process, measures and indicators to be used for 

your formal performance evaluation? 
A. Yes 
B. No 

48. Is your formal performance evaluation linked to objectives or directions specified in the previous 
year’s performance?  

a. Yes 
b. No 

49. Is your formal performance evaluation linked to student outcomes/performance? 

a. Yes 
b. No 

50. Is the outcome of your formal performance evaluation made public?  

a. Yes, by employment agreement 
b. Yes, by state law 
c. No 

82



 72 

51. How frequently are you evaluated according to your employment agreement?  

A. Annually  
B. More than once a year 
C. Biennially (Every 2 years)  
D. Never 
E. Other  

 
Miscellaneous Benefits 

 
52.  Which of the following benefits are provided in your employment agreement? Mark all that apply.  

A. Deferred compensation (e.g., tax sheltered annuity)  
B. Guaranteed vesting in a retirement plan  
C. Life insurance (accumulates value for you)  
D. Conference attendance with fees paid  
E. Support for a coach or mentor for the superintendent  
F. Physical exam  
G. Professional liability coverage in excess of any amount specified in state or local law  
H. Tuition reimbursement (e.g. doctorate, additional degree, etc.) 
I. College savings plan  
J. Provision allowing you to engage in outside consulting  
K. Provision allowing you to engage in outside teaching  
L. Smart phone or similar communications device  
M. Computer (e.g., laptop, iPad, etc.)  
N. District credit card 
O. Auto/vehicle stipend 
P. Mileage stipend 
Q. District vehicle 
R. Home Internet stipend 
S. Membership dues paid for professional organization(s) 
T. Other (MAKE THIS A TEXT BOX) 

53. How many years of participation in the state retirement program are required to be vested?  

A. 1  
B. 2  
C. 3  
D. 4  
E. 5  
F. 6  
G. 7  
H. 8  
I. 9  
J. 10 or more 
K. Do not participate in state retirement program 

54.  Is there a maximum salary cap on the calculation of your state retirement benefits?  

A. Yes  
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B. No  
C. Not sure 

55.  Is your retirement plan/system contribution based on your salary?  

A. Yes  
B. No  
C. The district does not contribute on my behalf to a retirement plan/system. 

56.  What portion of your state funded pension contribution is paid by the school district?  

A. 0-24% 
B. 25-49% 
C. 50-74% 
D. 75-100% 
E. No state funded pension 

57. Does the school district contribute to a tax-deferred annuity or private retirement account on your 
behalf?  

A. Yes (Less than $1,000) 
B. Yes, ($1,000 -$5,000)  
C. Yes, ($5,001-$10,000)  
D. Yes, More than $10,000  
E. No 

58. Does the school district contribute to the premiums on a life insurance policy apart from the 
insurance benefits provided for all employees?  

A. Yes  
B. No  

59. What health insurance coverage, paid by the district, do you receive in your employment 
agreement? (Mark all that apply) 

A. Medical/Hospital 
B. Dental 
C. Vision/Optical 
D. Disability 
E. All the above 
F. All EXCEPT Disability and/or Vision 

60. What health insurance coverage, paid by the district, do you receive in your employment agreement 
for your family? (Mark all that apply) 

A. Medical/Hospital 
B. Dental 
C. Vision/Optical 
D. Disability 
E. All the above 
F. All EXCEPT Disability and/or Vision 

61. Do you receive any post-retirement health insurance coverage as part of your contract?  

A. Yes  
B. No  
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62. Which of your professional association membership dues are paid by the school district?  

A. Community organization (e.g., Rotary, Chamber of Commerce)  
B. Regional Professional Organizations (e.g., state association)  
C. National Professional Organizations (e.g., AASA) 

 
Legal Counsel Use / Hire–Rehire 

 
63. Did you employ legal counsel or other outside agents to assist in the development and/or 

negotiations of your employment agreement?  

A. Yes 
B. No 

64. Did the school district use legal counsel to assist in the development and/or negotiations of your 
employment agreement?  

A. Yes  
B. No  

65. Are you drawing retirement from one state and working as a superintendent in another state? 

A. Yes  
B. No  

 
Other Information 

 
66. Do you presently belong to AASA, The School Superintendents Association?  

A. Yes  
B. No  

67. Do you presently belong to a state superintendent association? 

A. Yes 
B. No 

68. Please list other national education organizations to which you belong.  

A. American Federation of School Administrators 
B. Association of Educational Service Agencies 
C. Association of Latino Superintendents and Administrators 
D. Association of School Business Officials, International 
E. ASCD 
F. Chiefs for Change 
G. Council of Administrators of Special Education 
H. Council of the Great City Schools 
I. International Society for Technology in Education  
J. National Alliance of Black School Educators  
K. National Association of Elementary School Principals 
L. National Association of Secondary School Principals 
M. National Indian Education Association 
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N. National Rural Education Association 
O. National Superintendents Roundtable 
P. The Consortium for School Networking (CoSN) 
Q. Urban Superintendents Association of America 
R. Other (Please specify) 

69. AASA is interested in collecting and disseminating information about unique and creative contract 
clauses that female superintendents and superintendents of color have been able to use to advocate for 
themselves and incorporate into their contracts. Please use the space below to provide your feedback.  
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School District Student Enrollment 
(Estimated for the school year 22/23) 

Total Teachers 
(Estimated as of Oct 2021) 

Carson City 7,600 492 

Churchill 3,247 188 
Clark 304,000 17,963 

Douglas 5,400 362 

Elko 9,954 606 
Esmeralda 103 11 

Eureka 350 31 
Humboldt 3,306 207 

Lander 1,027 70 
Lincoln 854 85 

Lyon 8,823 524 

Mineral 606 48 

Nye 5,394 331 

Pershing 652 63 
Storey 448 31 

Washoe 62,000 3,888 

White Pine 1,228 76 
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