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The 2025-2026 AASA Superintendent Salary & Benefits Study marks the fourteenth 
consecutive edition of this report. The national 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 1,951 complete responses. The survey was 
distributed online and relied on superintendents responding to 66 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 in 2011 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 the 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:/Mwww.aasa.org/research.aspx). 

METHODOLOGY 

The research team was comprised of Tara Thomas, AASA Government Affairs Manager; 
Dr. Christopher H. Tienken, AASA Research Professor in Residence, Professor of 
Education Leadership, Management, and Policy, Seton Hall University, NJ, and External 
Member of the Faculty in the Department of Education Sciences at the University of Catania, 
Italy; Dr. Jennifer Timmer, Assistant Professor of Education Leadership, Management, and 
Policy, Seton Hall University, NJ; Dr. Li Kang, University of Alabama, AL; Dr. Sean Cronin, 
Matawan School District, NJ; and Seton Hall University Education Leadership doctoral 
students Jennifer Pasuit, Brianna Rizzi, and Timothy Yang. The research was conducted under 
the supervision of Noelle Ellerson Ng, AASA Associate Executive Director, Advocacy and 
Governance. 
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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 over the years to reflect changes in the compensation 

landscape. The latest revision occurred between July 2024 — August 2025 under the direction of 
Dr. Christopher Tienken for the current edition of the study. Peer review feedback of the survey 

was received by nine superintendents: 

Dr. Daniel Hile, Noblesville School District, Noblesville, IN. 

Dr. Bryan Luizzi, New Canaan Public Schools, New Canaan, CT. 
Dr. Jennifer Kelsall, Ridgewood Community High School, Norridge, IL. 

Dr. Lance Evans, Superintendent, New Albany City School District, New Albany, MS. 

Heidi Sipe, Superintendent, Umatilla School District 6R, Umatilla, OR. 

Randall W. Squier, Coxsackie-Athens Central School District, NY. 

Dr. Rupak Gandhi, Fargo School District 1, Fargo, ND. 

Dr. Dan J. Schnoes, Educational Services Unit #3, LaVista, NE. 
Dr. Eric Conti, Burlington Public Schools, Burlington, MA. 

Using a commercially prepared mailing list of public school superintendents in the United States, 

email invitations to participate in the survey were distributed during the months of September and 

October 2025. State association executive directors were contacted to encourage their members 

to respond to the online survey. 

No official exact count of the number of public school superintendents exists. The National Center 

for Education Statistics reported that there were 19,071 school districts as of the last count in 

2021, but that number includes non-operating districts, counties that have multiple districts but 

only one superintendent, and districts that share a superintendent. The population for the study 

was approximately 13,000 active superintendents. The population excluded state 

superintendents and superintendents of state or regional education service centers. 

REPORT OF FINDINGS 

This 81-page report of findings is divided into 11 sections with 95 tables and relies on measures 

of central tendency for the analysis of the data collected. In some cases, the data are 

disaggregated by gender, district enrollment, and racial/cultural group. 

As noted in previous reports, there are limitations on the proper use of the data: 
When the responses for certain items are disaggregated by racial/cultural group and enrollment, 

the number of responses may be insufficient to support decision making. 
Care should be exercised in generalizing results to all superintendents in the country. 

In addition, some survey fatigue is commonly reported by superintendents and could have 

impacted the return rate. 

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 boards of education. 

There were 1,951 total valid responses to the survey. Readers will note that respondents omitted 

responses to some questions. Therefore, the n-value fluctuates among the questions and can be 

less than 1,951 in some cases. In addition, some percentages in the tables presented may total



between 99% and 101% due to rounding. Note that some percentage totals have been rounded to the nearest full percentage point to aid in readability. 

*** 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 superintendents who identified as White (not Hispanic) 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 student enrollment. 

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 for the purpose of contract negotiations. 

END NOTES: 

Many additional data elements were collected beyond those reported in this document. AASA members interested in investigating an element of this Study in greater depth beyond those reported herein or are interested in offering suggestions for improvement of this research undertaking are invited to contact Tara Thomas 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 Tara Thomas at AASA for details and requirements. Finally, AASA reserves all rights to the ownership and use of these data. 

Special thanks are extended to Noelle Ellerson Ng, AASA Associate Executive Director, Advocacy and Governance, for her support and guidance and to AASA Government Affairs Manager Tara Thomas for her expertise and efforts to manage the nearly 133,000-cell spreadsheet containing the data collected for this Study. The authors acknowledge Maree Sneed of Hogan and Lovells for her ongoing advice and input. 

Citation: Tienken, C. H., Timmer, J., Kang, L., Cronin, S., Thomas, T., Pasuit, J., Rizzi, B., & Yang, T. (2026, February). 2025-2026 AASA superintendent salary and benefit study. American Association of School Administrators. 
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The survey received 1,951 valid responses from 49 states and the sample was generally 

representative of the larger population of superintendents. 

Respondents reported having an average of 7.3 years of experience as a superintendent. 

Contrary to the often-cited statistic of average tenure of a superintendent being less than 3 

years, respondents reported an average time in the current position as 5.4 years. 

A significantly higher percentage of superintendents reported declining economic conditions 
this year (38%) compared to last year (30%). 

Higher percentages of superintendents in districts with enrollments of 1,000 or more students 

reported stable or growing economic conditions, whereas higher percentages of 

superintendents leading districts with fewer than 1,000 students reported declining economic 

conditions. 

A noticeably higher percentage of females held a doctorate (50.63%) compared to males 

(40.52%). 

Higher percentages of superintendents who identified as Black or African American (80.41%) 
held a doctorate compared to those who identified as White (41%) and Hispanic or Latino 
(57.7%). 

Similar to findings over the last three years, almost 9/10 (88.88%) of respondents intend to 
remain as superintendent in their current district for the upcoming 2026-2027 school year. 

Female superintendents earned approximately 98% of what males earned in 2025-2026. 

Base salary correlated strongly with enrollment. Salaries increased as district enrollment 

increased. 

Pay ratios are more equitable in public education than in the corporate world. The average 

ratio of superintendent salary to starting teacher salary was 3.53:1 compared to 

approximately 285:1 in the S&P 500 group of for-profit corporations. 

The majority of superintendents (59.59%) received 11-15 days of sick leave per year and 

56% of superintendents received between 16-25 vacation days. 

Only 14% of superintendents have an incentive/performance clause or a defined provision 

providing a reward for accomplishing a predetermined task or objective. 

Almost 61% of school districts used legal counsel in contract negotiations compared to only 
37% of superintendents who utilized legal counsel to negotiate their contracts. A higher 

percentage of female respondents (43%) used legal counsel compared to male 

superintendents (35%).



Table 1.1. Respondent count by state (Q7) 

State Frequency | Percent State Frequency | Percent 

Alabama 24 1.23% Nevada 8 0.41% 
Alaska 23 1.18% New Hampshire 10 0.51% 
Arizona 53 2.12% New Jersey 75 3.84% 
Arkansas 45 2.31% New Mexico 7 0.36% 
California 92 4.72% New York 175 8.97% 
Colorado 31 1.59% North Carolina 17 0.87% 
Connecticut 21 1.08% North Dakota 52 2.67% 
Delaware 1 0.05% Ohio 57 2.92% 
Florida 4 0.20% Oklahoma 37 1.89% 

Georgia 23 1.18% Oregon 23 1.18% 
Idaho 16 0.82% Pennsylvania 107 5.48% 

Illinois 174 8.92% Rhode Island 13 0.66% 

Indiana 53 2.72% South Carolina 15 0.76% 
lowa 33 1.69% South Dakota 40 2.05% 
Kansas 44 2.25% Tennessee 22 1.12% 

Kentucky 19 0.97% Texas 41 2.10% 
Louisiana 7 0.36% Utah 1 0.05% 
Maine 19 0.97% Vermont 8 0.41% 
Maryland 9 0.46% Virginia 23 1.18% 
Massachusetts 52 2.67% Washington 42 2.15% 

Michigan 82 4.20% West Virginia 4 0.20% 
Minnesota 102 5.23% Wisconsin 45 2.20% 
Mississippi 7 0.36% Wyoming 3 0.15% 
Missouri 95 4.87% Missing 37 1.89% 
Montana 37 1.90% Total 1951 100% 

Nebraska 31 1.59% : 
Findings: A total of 1,951 valid responses were received. The total return is one of the largest 
since the inception of the project in 1999 and compares favorably with recent editions of the study: 

2024-2025 N=2,077 2023-2024 N=2,706 2022-2023 N=2,444 
2021-2020 N=1,785 2020-2021 N=1,509 2019-2020 N=1,259 
2018-2019 N=1,433 2017-2018 N=1,172 

A total of 49 states were represented. No responses were received from the District of Columbia or 
Hawaii.



Table 1.2A. Age (Q4) 

Age Frequency 2025 2023 

<30 4 0.20% 0% 

31-40 67 3.42% 3.23% 

41-50 656 33.57% | 31.48% 

51-60 1,012 51.89% | 53.09% 

61-70 176 9.03% | 10.03% 

70+ 14 0.71% 0.74% 

Missing 22 1.17% 1.43% 

Total 1,951 100% 100% 

Findings: The mean age of the superintendent was 52.33, about the same as 2022-2023. The 

median age was 54.5. The modal response was 51-60 years of age (52%) and 34% of 
respondents were 50 years old or younger in 2025-2026 compared to 38% in 2024-2025. 

Approximately 89% of respondents were ages 41-60 years old. The percentage of 

superintendents ages 60+ decreased from 19.48% in 2012 to just 9.74% in 2025-2026. 

Table 1.2B. Race/cultural group (Q6) 

Race / Ethnicity Frequency Percent 

White (Not Hispanic or Latino) 1,709 87.69% 

Black or African American 87 4.46% 

Hispanic or Latino 75 3.85% 

Asian 8 0.41% 

Native Hawaiian or Other Pacific Islander 0 0% 

American Indian or Alaska Native 16 0.82% 

Two or more races 25 1.28% 

Prefer not to answer 24 1.23% 

Other 5 0.26% 

Total 1,949 100% 

Findings: Approximately 87% of respondents identified as White followed by almost 4.5% Black 

or African American and 4% Hispanic or Latino. 
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Table 1.2C. Gender (Q5) 

Gender Frequency Percent 

Male 1,369 70.21% 

Female 581 29.79% 

Prefer Not to Answer 0 0% 

Other 0 0% 

Total 1,950 100% 

Findings: There was a three-percentage point increase in female superintendents. This finding 
is congruent with findings from the 2025 American Superintendent Study: Mid-Decade Update. 

Table 1.2D. Gender (Q5) and age (Q4) 

Age Male Female | Missing Total 

4 0 0 4 
<0 0.29% | 0% 0% | 0.20% 

a7 20 0 67 
31-40 3.43% | 3.44% | 0% | 3.42% 

476 176 1 653 
41-50 [35.06% | 3046% | 10% | 33.57% 

701 313 0 1014 
51-60 51.35% | 54.04% | 0% | 51.89% 

119 57 0 176 
ott 8.77% | 9.81% | 0% | 9.03% 

9 5 0 14 
10+ 0.66% | 0.86% | 0% | 0.71% 
_ 6 8 9 23 

Nigsing 0.44% | 1.38% | 90% 1.17% 
1,364 | 579 70 1,951 

Total 400% | 100% | 100% | 100% 

Findings: Similar to the previous year, slightly higher percentage of females fell within the 51-60 
age range compared to males (54% versus 51%). 
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Table 1.3A. Enrollment (Q8) 

Frequency Percent 

Fewer than 300 235 12.04% 

300 to 999 559 28.62% 
1,000 to 2,999 609 31.17% 
3,000 to 4,999 219 11.22% 
5,000 to 9,999 176 9.03% 

10,000 to 24,999 108 5.56% 
25,000 to 49,999 29 1.48% 
50,000 to 99,999 5 0.26% 
100,000 or more 4 0.20% 

Missing 7 0.41% 
Total 1,951 100% 

Findings: Consistent with national trends, approximately 70% of district enrollment for the 
sample ranges from 300 to 2,999 students. 

Table 1.3B. Gender (Q5) and district enrollment (Q8) 

Men Women Total 

Fewer than 300 141 95 236 

10.30% 16.35% 12.10% 

300 to 999 403 158 561 

29.44% 27.19% 28.77% 

1,000 to 2,999 445 165 610 

32.51% 28.40% 31.28% 

3,000 to 4,999 149 71 220 

10.88% 12.22% 11.28% 

5,000 to 9,999 120 57 177 

8.77% 9.81% 9.08% 

10,000 to 24,999 85 24 109 

6.21% 4.13% 5.59% 

25,000 to 49,999 21 7 28 

1.53% 1.20% 1.44% 

50,000 to 99,999 4 1 5 

0.29% 0.17% 0.26% 

100,000 or more 1 3 4 

0.07% 0.52% 0.21% 

Total 1,369 581 1,950 

Findings: There was little difference where numbers were sufficient. Overall, approximately 70% 

of females and males in the sample worked in a district with fewer than 3,000 students. 
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Table 1.3C. Enrollment (Q8) and race/cultural group (Q6) 

Whhtte Black Hawallen American | Two or | Prefer 
(Not a or | Hispanic ae th Indian or Ht Oth Total 

Hispanic rican or Latino sian or other Alaska more not to er ota 
: American Pacific : races answer or Latino) Native 

Islander 
Fewer than 300 210 4 6 0 0 2 7 7 0 236 

% 88.98% 1.69% 2.54% 0.00% 0.00% 0.85% 2.97% 2.97% 0.00% 100% 

300 to 999 511 11 15 0 0 9 6 5 2 559 

% 91.41% 1.97% 2.68% 0.00% 0.00% 1.61% 1.07% 0.89% 0.36% | 100% 

1,000 to 2,999 548 19 19 3 0 3 9 7 3 611 

% 89.69% 3.11% 3.11% 0.49% 0.00% 0.49% 1.47% 1.15% 0.49% | 100% 

3,000 to 4,999 194 12 11 2 0 0 0 1 0 220 

% 88.18% 5.45% 5.00% 0.91% 0.00% 0.00% 0.00% 0.45% 0.00% | 100% 

5,000 to 9,999 153 14 6 0 0 0 1 3 0 177 

% 86.44% 7.91% 3.39% 0.00% 0.00% 0.00% 0.56% 1.69% 0.00% 100% 

10,000 to 72 18 11 3 0 2 2 4 0 109 
24,999 

) 66.06% 16.51% 10.09% 2.75% 0.00% 1.83% 1.83% 0.92% 0.00% 100% Yo 
25,000 to 15 6 7 0 0 0 0 0 0 28 
49,999 

% 53.57% 21.43% 25.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 100% 

50,000 to 3 2 0 0 0 0 0 0 0 5 
99,999 

% 60.00% 40.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 100% 

100,000 or 3 1 0 0 0 0 0 0 0 4 
more 

() 75.00% 25.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% | 100% Yo 
Total 1,709 87 75 8 0 16 25 24 5 1,949 

% Race/Cultural 87.69% 4.46% 3.85% 0.41% 0.00% 0.82% 1.28% 1.23% 0.26% | 100% 
Group 

Findings: Where sufficient numbers existed, there were differences by race/cultural group and 

enrollment. Approximately 74% of superintendents who identified as White worked in districts with 

enrollments of fewer than 3,000 students compared to 53% of superintendents who identified as 
Black or African American and as Hispanic or Latino. 

Table 1.4A. District description (Q9) 

Frequency | Percent 

Rural 1,248 63.93% 

Suburban 542 27.93% 

Urban 152 7.81% 

No Response 9 0.46% 

Total 1,951 100% 

Findings: As is the case nationally, over 60% of the superintendents in this sample worked in 
rural districts. 
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Table 1.4B. District description (Q9) and enrollment (Q8) 

Rural Suburban Urban Missing Total 

Fewer than 300 220 9 4 1 234 

94.07% 3.81% 1.69% 0.42% 100% 

300 to 999 493 51 13 0 557 

88.41% 9.27% 2.32% 0.00% 100% 

1,000 to 2,999 396 179 33 0 608 

64.98% 29.62% 5.40% 0.00% 100% 

3,000 to 4,999 73 125 22 0 220 

33.18% 56.82% 10.00% 0.00% 100% 

5,000 to 9,999 40 98 39 0 177 

22.60% 55.37% 22.03% 0.00% 100% 

10,000 to 24,999 24 53 32 0 109 

22.02% 48.62% 29.36% 0.00% 100% 

25,000 to 49,999 0 22 7 0 29 

0.00% 75.86% 24.14% 0.00% 100% 

50,000 to 99,999 0 4 1 0 5 

0.00% 80.00% 20.00% 0.00% 100% 

100,000 or more 1 1 2 0 4 

25.00% 25.00% 50.00% 0.00% 100% 

Missing 0 0 0 8 8 

0.00% 0.00% 0.00% 100% 100% 

Total 1,247 542 153 9 1,951 

63.93% 27.81% 7.81% 0.46% 100% 

Findings: Not surprisingly, there was a relationship between enrollment and urbanicity. As 

enrollment increased, the percentage of districts categorized as urban and suburban increased 

and those categorized as rural decreased. 
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Table 1.4C. District description (Q9) and race/cultural group (Q6) 

Rural Suburban | Urban R No Total 
esponse 

WIE (GE MISpenis OF Lene) ee TE cavil ane TE 
| | 93 31 33 0 87 

BISGR Sr Aikican American 26.44% | 35.63% | 37.93% | 0.00% | 100% 
_ | 31 24 20 0 75 

Pispamicior Latins 41.33% | 32.00% | 26.67% | 0.00% | 100% 
0 5 3 0 8 

stan 0.00% | 62.50% | 37.50% | 0.00% | 100% 
Native Hawaiian or other Pacific 0 0 0 0 0 
Islander 0.00% | 0.00% | 0.00% | 0.00% | 0.00% 

| | 14 1 1 0 16 
American Indian or Alaska Native 87.50% 6.25% 6.25% 0.00% 100% 

17 7 1 0 25 
Two or more races 68.00% | 28.00% | 4.00% | 0.00% 100% 

2 3 0 0 5 
Other 40.00% | 60.00% | 0.00% | 0.00% 100% 
Prefer not to say 17 4 3 0 24 

70.83% | 16.67% | 12.50% | 0.00% | 100% 
Total 1,249 542 151 9 1,947 

63.93% | 27.81% | 7.81% | 0.46% | 100% 

Findings: Where sufficient numbers existed, higher percentages of superintendents who 

identified as White (67%) worked in rural districts compared to superintendents who identified as 
Black or African American (26%) and Hispanic or Latino (41%). 

Conversely, higher percentages of superintendents who identified as Black or African American 

(38%) and Hispanic or Latino (27%) worked in urban districts compared to superintendents who 
identified as White (5%). 
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Table 1.4D. District description (Q9) and gender (Q5) 

Prefer | Missing 
Type Male Female | Other not to Total 

say 

Rural 887 360 0 0 1 1,248 

65.01% | 62.31% | 0.00% | 0.00% | 10.00% | 63.93% 

Suburban 379 162 0) 0 0 5A1 

27.83% | 28.23% | 0.00% | 0.00% | 0.00% | 27.81% 

Urban 97 55 0 0 1 153 
7.09% 9.47% 0.00% 0.00% 10.00% | 7.81% 

ies! 1 0 0 0 8 9 
ee 0.07% 0.00% 0.00% 0.00% 80.00% | 1.46% 

Total 1,364 577 0 0 10 1,951 
100% 100% 0.00% 0.00% 100% 100% 

Findings: There were slight differences by gender and district description. A slightly higher 

percentage of males (65%) worked in rural districts compared to females (62%). Conversely, a 
slightly higher percentage of females (9.5%) worked in urban districts compared to males (7%). 

Table 1.5A. Years as superintendent (Q11) 

Years Frequency | Percent 

Less than 1 year 41 2.09% 

1-5 years 909 46.53% 

6-10 years 508 26.02% 

11-15 years 301 15.46% 

16-20 years 116 6.02% 

21-25 years 50 2.55% 

26-30 years 13 0.66% 

31-35 years 2 0.10% 

36-40 years 1 0.05% 

40+ years 0) 0.00% 

No Response 10 0.51% 

Total 1,951 100% 

Findings: Respondents reported an average of 7.3 years of experience as a superintendent. 

Similar to the results from 2022 and 2023, almost half — 47.95% — of respondents had five years 

or less experience as a superintendent. 
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