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CHAPTER 1
INTRODUCTION

Background and Problem Statement

Since the 1970s, many previous research and studies have taken attention on
school principals as main persons of both school effectiveness and student
achievement. The school-effectiveness literature of the 1970s reported the principal as
a key person of effective schools (Brookover & Lezotte, 1979; Edmonds, 1979;
Rutter, Maughan, Mortimore, Ouston, & Smith, 1979). Many researchers have
attempted to describe effective schools, reinforcing the notion that the principal plays
the main role in achieving student academic success (Hallinger & Heck, 1996;
Whitaker, 2003). Moreover it is reported that principals result in a difference in
students’ learning of the school as principals make a significant and measurable
contribution to the effectiveness either of staff and in the learning of students in their
responsibilities (Andrews & Soder, 1987; Murphy & Hallinger, 1992). The influence
of principal leadership is not only on the system that individuals work but also on
purposes and goals, structure and social networks, people, and organizational culture
(Hallinger & Heck, 1998). Hallinger and Heck (1998) also conclude from the review
of many research and studies that principals still have effects on school effectiveness,
although having small indirect effects. Bossert, Dwyer, Rowan, and Lee (1982)
revealed that principals have a positive effect on various factors in the schools; at least
indirectly affect student achievement. As school principals are the key person to
improve school effectiveness and student achievement they must have enough

competency.



Although competency is not new, paying for competency is rapidly gathering
attention. To reach the goals of being a high average income country in 2030 and a
developed country in 2050, Cambodia fosters the development of human resources
through the building of competency (MoEYS, 2014a). In parallel, Ministry of
Education, Youth and Sport (MoEYS) has a vision to transform educational personnel
including school directors to be more competent, effective, efficient and reliable by
equipping them with highly professional skills in order to respond to the needs
(MoEYS, 2012). It can be seen that both Royal Government of Cambodia (RoGC)
and Ministry of Education, Youth and Sport pay attention to competency as a key
factor to achieve human resource development plan and even national development
policies and priorities that lead the country goals above.

However, Cambodian education is currently dealing with the shortage of
skillful educational personnel, especially school directors who are the main driver of
the school and also of effective management and utilization of educational personnel
(MOEYS, 2012). In other words, the school directors lack their competency to lead
their schools for effectiveness. The main concern expressed by education officials was
the need to assist school directors with capacity building by training courses to
develop their competency. In 2002 a training course on education management and
leadership for secondary school principals was conducted by SEAMEO RETRAC, the
course aimed to improve management, leadership and competencies of secondary
school directors in Cambodia (SEAMEOQO Secretariat, 2002).

Ministry of Education, Youth and Sport showed that Cambodian school
directors have now become required to commit themselves to students in classrooms,

its assessment and evaluation as well as to school administration (MoEYS, 2000a)



and are responsible for various kinds of school activities from school administration
such as integrating the national policy plan into school objectives to pupils’ learning
and following up pupils’ progress and evaluations (MOEY'S, 2000c), meaning they are
required to show pupils’ and schools’ performance and progress with some clear
indicators (MoEYS, 2000d). Education reforms in Cambodia have loaded new and
additional responsibilities onto individual schools and school directors, and these
responsibilities should be conducted in participatory styles in one way or another.
This is a challenge for school directors to be faced with given that they have never
been tried on their ability to successfully manage their schools with little government
intervention (Ai, 2006). Imposing these new responsibilities on school directors
means that school directors’ competencies must be determined and measured.

In accordance with the literature, Royal Government of Cambodia (RoGC),
among school staff, considers school directors as the key person who lever and bring
about huge effect on policy implementation (RoGC, 2001) as well as Ministry of
Education, Youth and Sport emphasizes that the change should be brought about by
school directors in collaboration with other teachers, play a significant role in
acquiring from the community, and using these funds effectively for yearly education
programs and school activities (MoEYS, 2000b). Given the social norms of
Cambodia, other teachers may not expect their school directors to behave in a
democratic way. They will accept school directors’ didactic ways as school leaders;
there is the matter of the structure of schools in Cambodia, where organizational
culture has many constraints imposed on school directors and other teachers to
exercise their autonomy in decision-making on school matters. The school leadership

styles which are most likely to be exercised by and appropriate to school directors in



Cambodia may be those whereby the school directors still take the lead in decision-
making and inform other teachers; However, at the same time and most importantly,
the school directors need to make sure that other teachers understand that they have a
right to know why they are expected to do something. Namely school directors have
to be aware that it is important that there is a consensus between them and other
teachers about why they are doing it, and towards which goals the school is moving
(Ai, 2006). For all the above issues, it requires the school directors to have
competencies at the acceptable level to fulfill their roles for school improvement.

After the fifth-mandated election, Ministry of Education, Youth and Sport has
strengthened the quality of education by imposing strict mechanism to the national
examinations both grade 9 and grade 12. That is why the focus falls on the secondary
level. The percentage of passing students was low, so Ministry of Education, Youth
and Sport decided to hold the second examination with strong support from Royal
Government of Cambodia (MoEYS, 2014b). Ministry of Education, Youth and Sport
strongly focuses on secondary education so that students finish high schools with high
quality prior to going to universities. For this reason, secondary school directors need
to consistently improve their competency in order to fully serve as a driving force
towards the goals of quality education both at national and international levels.

From the above description, it conveys that Cambodian education, especially
secondary level, raises a question about school directors’ competencies to fulfill their
roles for improving their schools effectively and achieving student achievement,
meaning that the competency level of school directors is still a concern. As
competency is a new trendy topic for Cambodian school directors, there should be

guidelines for developing their competencies. Due to all these concerns, researcher is



interested in studying on the competency of secondary school directors under the
jurisdiction of Phnom Penh Municipal Department of Education, Youth and Sport, the
Kingdom of Cambodia.

Research Questions

1. What are the competency dimensions and sub-dimensions of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport?

2. What are the present and desirable competency levels of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport?

3. What should be guidelines for developing the competency of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport?

Research Objectives

1. To study the competency dimensions and sub-dimensions of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport.

2. To determine the present and desirable competency levels of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport.

3. To develop guidelines for the competency development of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,

Youth and Sport.



Definition of Terms

School Directors are heads or principals of secondary schools under the
jurisdiction of Phnom Penh Municipal Department of Education, Youth and Sport.
Sometimes they are recognized as principals; however, they are officially called
“directors”.

Competency of School Directors is knowledge, skills, and performance or
behaviors that secondary school directors demonstrate that could be initially divided
into 6 dimensions as follows:

1) Policy and Direction consists of defining and transferring vision and
purpose, quality focus, reasoning/strategic thinking, proactive, and ideal/beliefs.

2) Instructional and Achievement comprises achievement orientation,
knowledge of curriculum, instruction, and assessment, involvement in curriculum,
instruction, and assessment, knowledge sharing, supervisor, discipline, monitoring
and evaluating, diversity leadership, and K-12 leadership.

3) Managing Change and Innovation encompasses problem solving,
managing change/change agent, informed decision making, managing school
improvement, creativity and innovation, flexibility, and situational awareness.

4) Resource and Operation consists of finance management, physical
development, performance management, ICT management, and human resource
management.

5) People and Relationship comprises capacity building, communication,

relationship building, teamwork, and culture.



6) Morality, Values and Ethics of Leadership consists of professional
and leadership ethics such as fair and equitable treatment, justice, honesty and
transparency, personal and professional behaviors.

Guidelines for the Competency Development of School Directors are the
ways or approaches to develop competency of secondary school directors based on
desirable competency levels of secondary school directors under the jurisdiction of
Phnom Penh Municipal Department of Education, Youth and Sport, the Kingdom of
Cambodia or based on level of modified priority need index (PNlmnogified)-

Research Conceptual Framework

Research conceptual framework for this study consists of the first draft and the
final research conceptual frameworks. The first draft of research conceptual
framework derived from the literature review was used to respond to the research
objective 1, while the final research conceptual framework was utilized to respond to
the research objective 2 and 3. The following address the details in the first draft and
final research conceptual frameworks.

First draft of research conceptual framework

The researcher conducted a review of literature on competency of secondary
school directors from various sources. The sources included Cotton (2003), Marzano,
Waters, and McNulty (2005), Florida Department of Education (2011), Minnesota
State Board Rule 3512.0500 (2008), Ministry of Education, Malaysia (2013),The
Teachers' Council of Thailand (2006), and Ministry of Education, Youth and Sport
(2010). The included sources were synthesized through content analysis. The
synthesis resulted in 6 competency dimensions and 32 sub-dimensions that were

included in the first draft of research conceptual framework as displayed in Figure



1.1. This research conceptual framework was utilized and verified by the experts in

Cambodia when conducting the individual interview.

Competency of Secondary School Directors under the Jurisdiction of Phnom Penh
Municipal Department of Education, Youth and Sport

Dimension 1: Policy and Direction

1.1 Vision and purpose

1.2 Quality focus

1.3 Reasoning/Strategic thinking

1.4 Proactive

1.5 Ideal/Beliefs

Dimension 2: Instructional and Achievement
2.1 Achievement orientation

2.2 Knowledge of curriculum, instruction, and assessment
2.3 Knowledge sharing

2.4 Involvement in curriculum, instruction, and assessment
2.5 Supervisor

2.6 Discipline

2.7 Monitoring and Evaluating

2.8 Diversity leadership

2.9 K-12 leadership

Dimension 3: Managing Change and Innovation
3.1 Problem solving

3.2 Managing change

3.3 Informed decision making

3.4 Managing school improvement

3.5 Creativity and innovation

3.6 Flexibility

3.7 Situational awareness

Dimension 4: Resource and Operation

4.1 Finance management

4.2 Physical development

4.3 Performance management

4.4 1ICT management

4.5 Human resource management

Dimension 5: People and Relationship

5.1 Capacity building

5.2 Communication

5.3 Relationship building

5.4 Teamwork

5.5 Culture

Dimension 6: Morality, Values, and Ethics of Leadership
6.1 Professional and leadership ethics

Figure 1.1 First draft of research conceptual framework



Final research conceptual framework
After conducting the expert interview, the first draft of research conceptual
framework was adjusted to obtain a final research conceptual framework as displayed

in Figure 1.2.

Competency of Secondary School Directors under the Jurisdiction of Phnom Penh
Municipal Department of Education, Youth and Sport

Dimension 1: Policy and Direction

1.1 Vision and purpose

1.2 Quality focus

1.3 Reasoning/Strategic thinking

1.4 Proactive

1.5 Ideal and beliefs

Dimension 2: Instructional and Achievement

2.1 Achievement orientation

2.2 Knowledge of curriculum, instruction, and
assessment

2.3 Academic support and sharing
2.4 Supervision
2.5 Discipline

2.6 Monitoring and Evaluating

2.7 Diversity leadership

Dimension 3: Managing Change and Innovation
3.1 Problem solving

3.2 Managing change

3.3 Informed decision making

3.4 Managing school improvement

3.5 Creativity and innovation

3.6 Flexibility

3.7 Situational awareness

Dimension 4: Resource and Operation
4.1 Finance management

4.2 Physical development

4.3 Performance management

4.4 1CT management

4.5 Human resource management
Dimension 5: People and Relationship
5.1 Capacity building

5.2 Communication

5.3 Relationship building
5.4 Teamwork
5.5 Culture

Dimension 6: Morality, Values, and Ethics of
Leadership

6.1 Professional and leadership ethics
Dimension 7: Language
7.1 English skills

Figure 1.2 Final research conceptual framework




10

Scope of the Study
Population and Sample

The sample population for this study was all secondary public schools
accounted for 66 schools under the jurisdiction of Phnom Penh Municipal Department
of Education, Youth and Sport.

The respondents in this study consisted of 66 school directors and 5,629
teachers. The sample size of 436 respondents, including 66 school directors and 370
teachers, was determined using the table of Yamane (1973, p. 1088).

Variables

Variable in this study was the competency of secondary school directors under
the jurisdiction of Phnom Penh Municipal Department of Education, Youth and Sport,
the Kingdom of Cambodia in 6 dimensions: (1) policy and direction, (2) instructional
and achievement, (3) managing change and innovation, (4) resource and operation, (5)
people and relationship, and (6) morality, values and ethics of leadership (Cotton,
2003; Marzano et al., 2005; Minnesota State Board Rule 3512.0500, 2008; FDoE,
2011; MoE, 2013; TCT, 2006; MoEYS, 2010).

Expectations of the Study

1. Ministry of Education, Youth and Sport obtains the framework of
competency dimensions and sub-dimensions for school directors to practice.

2. School directors can use the research findings for improving themselves so
that they can perform better in improving their schools.

3. Ministry of Education, Youth and Sport can utilize the guidelines from this
research results for consideration of setting policy to promote and support the

competency of school directors.



CHAPTER 2
LITERATURE REVIEW

This chapter contains a thorough review of literature that is related to the study
on the competency of secondary school directors under the jurisdiction of Phnom
Penh Municipal Department of Education, Youth and Sport, the Kingdom of
Cambodia. Data sources searched for the literature review included scholarly books,
peer-reviewed journal articles, government documents, master’s theses and doctoral
dissertations, as well as Internet search engine such as Google. The literature review
in chapter 2 has thusly been divided into the following sections:

1. Concepts and theories of competency

2. Competency of school directors

3. Competency development of school directors

4. Secondary education in Cambodia

5. Related research and studies

Concepts and Theories of Competency

The concepts and theories of competency address the origin of competency,
definitions of competency, importance of competency, components of competency,
types of competency, competency clusters, differences between competency and
competence, competency framework, competency-based method, and Iceberg
competency model.

Origin of Competency

David McClelland, an American psychological professor from Harvard
University, initially used the word Competency for the replacement of intelligent tests

which he argued that the traditional intelligent tests were not valid predictors of
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intelligence and irrelevant to the workforce, with criterion reference testing
(McClelland, 1973) and conducted a research that differentiated the two groups (i.e.
superior performance and average performance) as wondering why those who have
same positions have different performances, as a result, he realized that those having

b

superior performance possess what is called “Competency”. His findings attracted a
number of large organizations, yet he was dedicated to help the U.S. State
Department. Unluckily his findings were not applied as those individuals, in the State
Department, were qualified from the top schools and personally committed to the
status quo, in the meantime, the fact that competencies are more important than the
school from someone graduated can challenge people’s fundamental views (Berger &
Berger, 2004).

Definitions of Competency

Good (1973) defined competency in the Dictionary of Education in a general
meaning as ability to apply to practical situations the essential principles and
techniques of a particular subject-matter field.

According to Competency Dictionary of Harvard University (Online),
competencies defined more specifically rather than the Dictionary of Education in the
most general terms, are “things” that an individual must demonstrate to be effective in
a job, role, function, task, or duty.

McClelland (1973) initiated and defined competency as an underlying

characteristic of an individual which is causally related to effective or superior

performance in a job.
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Boyatzis (1982) continued the development of competency from the work of
David C. McClelland and provided the meaning of competency as an underlying
characteristic of the person that leads to or causes effective or superior performance.

Spencer and Spencer (1993) furthered the work of Boyatzis and viewed
competency as an underlying characteristic of an individual that is causally related to
criterion-referenced effective and/or superior performance in a job or situation.
Underlying characteristic means the competency is a fairly deep assessment of a
person’s personality and can predict the behavior in a wide variety of situations and
job tasks. Causally related means the competency causes or predicts the behavior and
performance. The criterion referenced means the competency actually predicts the
poor performance as measured on a specific criterion of standard.

Hay Group (2003), similar to the last preceding three authors, overviewed the
basics of competency as seeing competency as key point to high performance as a
result of David C. McClelland’s findings and gave the definition of competency as an
underlying characteristic of a person which enables them to deliver superior
performance in a given job, role, or situation.

Parry (1998) presented his paper at Project Management Institute and provided
the definition of the term Competency as a cluster of related knowledge, attitudes,
skills and other personal characteristics that affects a major part of one's job,
correlates with performance on the job, can be measured against well-accepted
standards, can be improved via training and development.

Kanjanawasee (2003), in similarity, gave the meaning of competency as a
cluster of knowledge, skills and attribute necessary for satisfaction and success of job

performance or promotion.
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Ministry of Education, Youth and Sport (MoEYS), not far different from the
last two antecedents, defined competency as the required specific characteristics of
the person encompassing knowledge, skills, and attitudes effectively used by the
person to perform a given task and to meet an expected output/standard (MoOEYS,
2012).

Shermon (2004) defined competency as an underlying characteristic of a
person, which enables him/her to deliver superior performance in a given job, role or
a situation, and he also described its meaning into two - firstly competency deals with
the description of the task of job outputs and the ability of a manager to perform to the
given standards required in any employment and secondly it deals with the description
of an individual’s behavior. According to Shermon, competency definition can be
seen as the key elements as knowledge, self-concept, trait and motive, which is
personal characteristics seen as intent, and skill reflected in the form of behavior seen

as action, as a result of job performance or outcome as displayed in the figure 2.1.

“Intent” “Action” “Outcome”

Personal Characteristics:

-Motives P

-Traits gsng\nor' Job Performance
-Self-Concept

-Knowledge

Figure 2.1 Key elements in the competency definitions
Source: Shermon (2004, p. 41)

It is clear that the definition of competency was variously defined by many
authors and academics; however, they are similar in terms of meaning. Based on the
definitions of competency above, it can be viewed into three groups: (1) definition of

competency in general, (2) definition of competency as relationship between
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underlying characteristics and superior performance, and (3) competency definition as
a cluster of its key elements. Thus, competency can be defined as an underlying
characteristic including knowledge, skills, attitudes, and attributes of a person that
leads to superior performance in a job or situation.

Importance of Competency

To gain a competitive advantage and the economic return successful
businesses understand that it is important to strengthen the attitudes and enhance the
capabilities of employees, and such competencies will definitely elevate overall talent
levels (del Castillo, 2005).

In order to achieve the business strategy it is imperative to identify the
behaviors needed at work. Competency can enhance a common understanding of
effective behaviors at work and provide a framework a basis for more consistency in
assessment practices as Whiddett and Hollyforde claimed and Holbeche revealed that
competency can also help an organization align its objectives with the various human
resource activities — recruitment and selection, appraisal, training and reward (as cited
in Bratton & Gold, 2012). Competencies help organizations use more reliable and
valid recruitment and selection techniques by forming a model of the kinds of
employees organizations are purposive to attract and appear to be more objective
(Bratton & Gold, 2012) so that it is easy and accurate to assessing applicants.

Saenthong (2004) revealed that competency plays an important role in job
performance of employees in every kind of organizations and especially in human
resource management; that is, it supports vision, mission, and strategy of the
organization and can be used as a framework for creating organizational culture and

as an instrument in human resource management such as recruitment and selection,
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training and development, job promotion, job rotation, performance appraisal and
compensation.

Competency is important to a leader in setting direction of an organization as
well as a school as it is a measurable characteristic of a person that results in effective
job performance in a specific organization or culture. A school leader need specific
competencies for achievement of the school (Yusoff, Manaf, & Halim, 2010).

In summary, competency is considered as important since it is used to enhance
employee attitudes, knowledge, skills and even effective behaviors at job. More
importantly, in human resource management competency is used in recruitment to
attract applicants and even best selection; as based on competency, assessment will be
conducted through behaviors that is effective to job performance. Competency
supports most areas in the organizations, especially vision, mission and strategy;
when in school context it is necessary in setting the direction of the school, and thus
school leaders’ achievement is dependent on such competencies.

Components of Competency

There are many authors underlying the components of competency as
knowledge, skills, traits, social-concept, and motives (Boyatzis, 1982; McClelland,
1973; Shermon, 2004; Spencer & Spencer, 1993) and describing each component in
details as follows:

1) Knowledge

Knowledge is information a person has in specific content areas. A surgeon
has knowledge of nerves and muscles in the human body, for example. Knowledge is
a competency component that is complex; tests on knowledge are often unable to

predict work performance because the ways they are actually used on job differ from
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what the tests measure. For instance, most knowledge tests measure rote memory not
the ability to find information which is important on job. Knowing the facts exist
linked to a specific issue and where to find them is rather important than just
memorizing specific facts. Secondly, knowledge tests are kind of respondent tests.
They measure test takers’ ability to choose the right response of several options, but
not if a person can act on the basis of knowledge. For example, the ability to choose
which of five items in an effective argument is very different from the ability to stand
up in a conflict situation and argue persuasively. Finally, knowledge at best predicts
what a person can do, not what he or she will do.

2) Skills

Skills are the ability to perform a certain physical or mental task. For example,
a dentist uses physical skill to fill a tooth without damaging the nerve; a computer
programmer has ability to organize 50,000 lines of code in logical sequential order.
Mental or cognitive skill includes analytic thinking, referring to processing
knowledge and data, determining cause and effect, and organizing data and plans and
conceptual thinking which means recognizing patterns in complex data.

3) Self-concept

Self-concept is a person’s values, self-image, or attitudes. For instance, the
part of self-concept of a person is self-confidence of that person which is the belief
that he/she can be effective in almost any situation. Respondent or reactive motives
that predict what a person will do in the near future and in situations where others are
in charge are values of that person. Value of a person being a leader, for example, is
leadership behavior that is expected to exhibit if he or she is given a task or job — a

test of leadership ability.
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4) Traits

Traits are physical characteristics and consistent responses to situations or
information. The example of physical trait competencies of combat pilots is reaction
time and good eyesight and of consistent responses to situations is Emotional self-
control and initiative that are more complex. Some people do not blow up at others
and do act beyond their grasp to solve problems under stress, which are characteristic
of successful managers.

5) Motives

Motives are the things a person consistently thinks about or wants that cause
action. Motives “drive, direct, and select” behavior toward certain actions or goals
and away from others. Achievement-motivated people consistently set challenging
goals for themselves, take personal responsibility for accomplishing them, and use
feedback to do better.

From the five components of competency, Boyatzis considered social-role
instead of self-concept and defined social-role as a person’s perception of a set of
social norms for behavior that are acceptable and appropriate in the social groups or
organizations to which he or she belongs (Boyatzis, 1982).

Competency encompasses self-awareness, motivation, self-regulation, social
skills, and empathy (Goleman, 1995).

Manus and MOHR (1997) suggested competency components as knowledge,
skills, attributes and aptitude, which is quite similar to Kanjanawasee (2003) and
Wittayapaan (2009) viewed competency as three components - knowledge, skills, and

personal attributes.
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Competency consists of knowledge, skills, attitudes, and other personal
characteristic (Parry, 1998). Similarly, Bryant and Poustie (2001) considered
competency into 3 key elements as knowledge, skills, and attitudes and values.
Appropriate attitudes and value exhibited in behavioral characteristics that impact the
way knowledge and skills are brought to bear on the job. These are usually internal
evaluations of what might be considered good or important, such as the insistence on
giving the best service possible at all times. Similarly, Bratton and Gold (2012)
considered knowledge, skills, and attitudes as the components of competency needed
to perform the job well. Competency is the sum of knowledge, skills and attitudes
(Cavazos & Ovando, 2012).

From the description of competency components mentioned above, the
synthesis of the components of competency from different authors and academics can
be conducted and displayed in the Table 2.1.

Table 2.1 Synthesis of competency components

Authors
— & ~ | B
2. 818 5/ 218|8 |9t
Components z |2 23 2 = 3 k= S S|z 2 g § &
so| 5 88 |E|52|2|ce| B|sq B8lEalis
O S|55|2|E5|2|22| 5|E2|/S6|c8|E8
O ® o o o o < < [ = CO |z >S|c O o
S|l | a0 |E|loa| v ad|od|¥I=Y
1. Knowledge v v v v vV v v v v v
2. Skills v | v v VI vV v v v | v
3. Social-role 4 v
4. Traits v v v v
5. Motives v v v v v
6. Attributes 4 v v
-Self-concept v v v
-Self-image
-Self-awareness v
-Self-regulation v
-Empathy v
-Attitudes V| v v v
7. Aptitude v
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From the synthesis of the competency components above, it can be seen that
traditionally authors considered five elements of competency as knowledge, skills,
self-concept, traits, and motives. In recent years academics have viewed 3
components of competency—knowledge, skills, and attitudes.

Types of Competency

Shermon (2004) broadly classified competency into two types—technical and
non-technical as follows:

1. Technical Competency refers to competencies related to a specific area of
expertise. That is, knowledge or skills of an industry, process, technological package
or functional area such as knowledge of safety regulation and international
compliance codes, order management, upstream-downstream integration skills, and
hedging expertise to reduce risks in the oil market. This kind of competency is
generally acquired through some form of training such as course work and formal
education, which may be completed with certification.

2. Non-technical Competency refers to competencies that are often considered
as soft skills— usually abilities and personal attributes such as risk taking, flexibility,
passion for organization, patience, and commitment. In general these competencies
are not specific to an industry, process, technological package or functional area.

Bryant and Poustie (2001) classified competency into three main types: core,
behavioral, and technical and described in details as follows:

1. Core competency reflects what an organization does best based on the
values of the organization. They are considered necessary for all jobs in the

organization, and all employees are expected to demonstrate these competencies.
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2. Behavioral competency (also referred to personal competencies) applies to
those performance characteristics that influence and drive performance. They are
usually relevant to several jobs across the organization.

3. Technical competency (sometimes referred to as professional competency)
relates to technical knowledge or skills that are critical for a specific job/role to be
successful.

Rassameethammachot (2008) categorized competency into 5 types as follows:

1. Core competency reflects core values that are important to work practice of
all employees in the organization; is the overall competency that the organization
expects all employees in all positions to possess, such as teamwork and continuous
learning.

2. Functional competency related to knowledge and skills in job categories or
job family and is the overall competency of all employees in that job family; for
example, the competency of human relation is the competency for all employees in
job family of human resource management.

3. Managerial competency relates skills in management that the organization
expects employees in the position of manager or similar to ensure that their followers
possess the mentioned competencies, such as decision-making and planning.

4. Job/Technical competency is directly relevant to knowledge and skills that
are necessary for each employee in his/her own position differently, for instance,
negotiation competency is the competency of salesperson and the competency of

interview is the HR competency.
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5. Personal attributes are the characteristics hidden in each individual that
affect attitudes in job performance and success of that person, such as honesty and
achievement orientation.

To sum up, competency can be classified into 3 main types as core
competency, functional or technical, and managerial competency. However, in terms
of task function, the competency should be broadly categorized into technical and
non-technical competency.

Competency Clusters

A competency cluster is a collection of closely related competencies that
structure a framework for relating one competency to an alternate and gives a general
point of the set of competencies that must be measured and evaluated against a
specific job (Shermon, 2004).

Boyatzis (1982) identified 6 clusters of competency including:

1. Goal and action management cluster consists of efficiency orientation,
proactivity, diagnostic use of concepts, concern with impact

2. Leadership cluster is comprised of self-confidence, use of oral
presentations, logical thought, and conceptualization.

3. Human resource management cluster includes use of socialized power,
positive regard, managing group process, and accurate self-assessment.

4. Directing subordinates cluster involves developing others, use of unilateral
power, and spontaneity.

5. Focusing on others cluster consists of self-control, perceptual objectivity,

stamina and adaptability, and concern with close relationships.
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6. Specialized knowledge cluster comprises relevant knowledge/knowledge
used, function, product, and technology focused, recognition versus utility, and
memory.

Spencer and Spencer (1993) classified competency into 6 clusters as follows:

1. Achievement and action cluster includes achievement orientation, concern
for order, quality, and accuracy, initiative, and information seeking.

2. Helping and human service cluster consists of interpersonal understanding
and customer service orientation.

3. Impact and influence cluster comprises impact and influence, organizational
awareness, and relationship building.

4. Managerial cluster involves developing others, directiveness (i.e.
assertiveness and use of the potential power), teamwork and cooperation, team
leadership.

5. Cognitive cluster entails analytical thinking, conceptual thinking, technical /
professional / managerial expertise.

6. Personal effectiveness cluster includes self-control, self-confidence,
flexibility, and organizational commitment.

Shermon (2004) described competency cluster or meta competencies into 7
clusters including:

1. Strategic mindset cluster consists of conceptual and analytical thinking,
systemic thinking, and environment scanning and trend analysis.

2. Networking and management cluster includes articulation, demonstration,

and information.
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3. Business relationships cluster is comprised of sensitivity and empathy,
bonding, and adaptability.

4. Problem solving cluster involves defining right, trouble shooter, and
proactive builder.

5. Personal habits cluster comprises firm, driven personal examples, and
action focused.

6. Leadership and influence cluster consists of proactively changes,
demonstrating bias for action, and building consensus.

7. Group process cluster includes motivating team members, building teams,
and recognizing accomplishments.

Competency versus competence

Competency and competence both have been widely used by many authors
and academics. Thus, are they the same or different? Dubois (1993), a leading expert
in the applied competency field, defined competence as the employee's capacity to fit
or go beyond a job's requirements by creating outputs of the job at a desirable level of
quality within the constraints of the organization's internal and external environments.
Competence is task-oriented ability, while competency is behavior-oriented ability
(Shermon, 2004). Davies and Ellison (1997) elaborated more on the differences
between competence and competency in Table 2.2.

Table 2.2 Difference between competence and competency

Competence Competency
Outputs for minimum standards Inputs for superior performance
Concern for what the job requires Concern for what people bring to the job
Sociological focus Psychological focus
Reductionist Holistic

Source: Trotter and Ellison (1997, p. 40)
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Competency Framework

As the definition and internal qualities of competency have been plainly
known, the utilization of competency in the zones of the organizations is energetically
recognized. The organizations use competency framework intended to fit their own
particular job categories and setting. The competency framework is both a rundown of
these competencies and an instrument by which they are communicated, surveyed and
measured (Pilbeam & Corbridge, 2006). The frameworks are the consequence of
people analysis rather than job analysis to focus the attributes needed to accomplish
expected performance, for instance, by distinguishing the competencies of high
performers officially in the firm; also, the competency frameworks give a method for
evaluating a candidate’s person-organization fit (Wilton, 2013).

Competence-based Method

The most well-known technique for connecting base pay rates to competencies
is to utilize competency-based job evaluation, which keeps the attention to the job, but
underlines the competencies expected to perform that job instead of job tasks and
responsibilities and provide the details (Werner, Schuler, & Jackson, 2012) as
follows:

1. Domain competencies: The competency-based method is helpful in terms of
the value of jobs it establishes by using domain competencies in replacement of job
factors. Domain competencies are generally used - customer focus, communication,
team orientation, technical expertise, results orientation, leadership, and adaptability.

2. Broadbanding: Broadbanding, the use of pay structures with very few pay
grades, can be often seen in organizations that use competency-based job evaluation.

Boradbanding helps organizations group many jobs into the same grade. Employees
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are promoted from one grade to another with typically receiving large pay raises but
such promotion infrequently occurs. Employers gain benefits from broadbands since
boraodbands provide much more flexibility; that is, they are easier to move people
into and out of different jobs that have similar competencies requirements without
having to reassign them to a different pay grade.

Iceberg Competency Model

-Visible competencies
Knowledge
L -Easy to observe and
\ Skills ] measure

[\ Social-role ] -Less visible
\ Self-concept competencies

\ Traits -Less easy to observe
\Motives and measure

Figure 2.2 Iceberg model of competency
Source: Spencer and Spencer (1993, p. 11)

In figure 2.2, the model reflects level of competencies which are the
underlying characteristics seen as visible (part of iceberg above water) and less visible
(part of iceberg under water). In the figure, visible competencies are knowledge and
skills, and social-role, self-concept, traits, and motives are less visible competencies.
Spencer and Spencer (1993) described knowledge and skill competencies as visible
characteristics that can be developed through training. Whereas, social role, self-
concept, traits and motive competencies are more hidden, central to personality, and
difficult to measure and develop. These competencies predict skill behavior actions

which, in turn, influence job performance.
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Competency of School Directors

Through the development of competency in the era of globalization
competency is widely considered as a key to leaders even in economic or other fields
importantly ranking to education sector, which requires school leaders to modernize
and capture the insight of their competencies for effective school administration that
must be fit to the current situation and context of the changing world. After the rise of
the concept of competency by David C. McClelland there have been, up to now, many
studies and papers furthering his founding, significantly the works of Boyatzis in
1982 and Spencer and Spencer in 1993. The concepts of the studies have been
worldwide utilized and each nation formalizes the founded concepts into their own
contexts, and also from business to education sector. The researcher will review
literature in terms of school directors’ competency from international to ASEAN
contexts.

The competency of school directors has been found and used in different
words by different authors, such as behaviors, responsibilities, or standards. However,
they are the same in content matter. The following are the competency of school
directors that academics use the words differently.

Cotton (2003), in his meta-analysis of 81 reports focusing on post-1985
research, described 25 principal behaviors that contribute to student achievement as
follows:

1. Safe and orderly school environment: Principals establish and maintain a
safe orderly school environment by exhibiting personal warmth and accessibility,
ensuring that there is broad-based agreement about standards for student behavior,

communicating high behavioral standards to students, seeking input from students
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about behavior policies, applying rules consistently from day to day and from student
to student, delegating disciplinary authority to teachers, and providing in-school
suspension accompanied by support for seriously disruptive students.

2. Vision and goals focused on high levels of student learning: Principals have
a strong focus on academics that leads to school achievement outcomes and reach out
to stakeholders for the support of school’s vision and goals. By expressing this
behavior, the principals allocate generous amounts of time to pursuing reading and
mathematics objectives, communicate the expectation of high learning for all
students, and insist that mission statements, slogans, mottoes, and displays
emphasizing the school’s academic goals are visible around the school.

3. High expectations for student learning: Principals communicate to everyone
in school their expectations of high performance but not high demand on them the
emphasis on beliefs that accompanies students should not be coddled or spoiled;
should be pushed to achieve or taught the discipline of achievement.

4. Self-confidence, responsibility, and perseverance: Principals consider any
barriers, difficulties, or challenge as not the wall hindering them from bringing school
to success, and are confident in their ability to overcome and influence the situations.
The principal never gives up their best to improve the school.

5. Visibility and accessibility: Principals are, for this competency, treated as
accessible and approachable, and present frequently in the classrooms, observe and
interact with teachers and students.

6. Positive and supportive school climate: Principals create the climate around
the school that enables teachers feel good with teaching and concentrate on student

achievement, and students feel good with learning.
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7. Emotional/interpersonal support: Principals support staff in school
emotionally and interpersonally in the way they care and communicate through the
expression of feelings, opinions, pride, loyalty, and encouragement in the form of
team management, sensitivity, humor, and personal example.

8. Parent/community outreach and involvement: Principals are involved in
outreach to parents and other community members, interact with parents and the
community to communicate their vision for their school, get constituent input, and
make certain that resulting goals are understandable. They engage parents and
community members as classroom helpers, take meetings to neighborhoods, arrange
for teachers to ride school buses in order to meet parents, have schools serve as
community centers, and encourage parents to work with their children on instructional
activities in the home.

9. Rituals, ceremonies, and other symbolic actions: Principals, to honor
tradition, instill pride, recognize excellence, and stimulate proprietary interest in the
school, take the symbolic actions correlated with student results and hold ceremonies
and rituals.

10. Shared leadership/decision making and staff empowerment: Principals
share leadership and decision-making authority with staff, especially teachers that can
lead to student success. The principals can engage their staffs in school governance
and decision of instructional program.

11. Collaboration: Principals establish collaborative working environment
through playing management style and express a manner of approaching tasks and the

feelings of solidarity among their staff.
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12. Communication and interaction: Principals both provide and share
information and actively listen and take the suggestions of staff and teachers with
attention, and also are aware that they do not have all the answers. The principals
involve themselves in the outreach activities about all concerned in discourse about
the school.

13. Instructional leadership: Principals involve in the instructional decision,
coordinate instructional programs and emphasize academic standards.

14. Outgoing pursuit of high levels of student learning: Principals concentrate
on high levels of student learning to be achieved, provide resources and even pressure
to keep others similarly focused, and always strive to improve the achievement and
general well-being of the students in the schools.

15. Norm of continuous improvement: Principals, as well as staff members,
keep in mind to improve the school continuously and have expectation that
improvement is a permanent part of school life and act accordingly.

16. Discussion of instructional issues: Principals promote discussion of
instruction and knowledgeable about curriculum and instruction, facilitate discussion
among staff about instructional issues, and provide teachers with opportunities to
work, plan and learn around instructional issues.

17. Classroom observation and feedback to teachers: Principals try to visit the
classroom frequently to observe and follow up with feedback to the teachers.

18. Support of teacher autonomy: Principals pay attention to instruction and
add their voices to the discourse concerning instruction in groups and one-on-one with

teachers, give teachers independence in instruction and respect their judgment.
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19. Support of risk taking: Principals motivate teachers to have new ideas and
innovation and make them feel free and safe to admit mistakes; in nature principals’
respect and protection of teacher autonomy is a risk taking, though.

20. Professional development opportunities and resources: Principals provide
staff, especially teachers with opportunities for developing them in areas of content
and structure, ranging from general to subject-specific pedagogical skills, subject-area
content, and process skills such as decision making and problem solving.

21. Protecting instructional time: Principals have to ensure that instructional
time is not wasteful by any distractions or interruptions such as excessive loudspeaker
announcements, administrative intrusions, too-frequent assemblies, and other all-
school gatherings.

22. Monitoring student progress and sharing findings: Principals must ensure
that students’ learning are on the teachers’ trace and systematic procedure are used by
staff to monitor student progress.

23. Using student progress data for program improvement: Principals ensure
that student progress data, as its findings, are utilized for instruction improvement and
also have skills for interpretation of student performance data and thus review and use
it as a basis for planning improvement.

24. Recognition of student and staff achievement: Principals express both
formal and informal recognition of staff and teachers achievement when students have
academic achievement.

25. Role modeling: Principals behave as a role model for staff, teachers, and
students, which are committed to the school value and culture and in the way they

love, care, appreciate, and respect students.
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Quite similar to Cotton (2003), Marzano et al. (2005) conducted a meta-
analysis of 69 studies and found 21 responsibilities of the school leader as follows:

1. Affirmation: The extent to which the principal recognizes and celebrates
school accomplishments and acknowledges failures.

2. Change agent: The extent to which the principal is willing to challenge and
actively challenges the status quo.

3. Contingent rewards: The extent to which the principal recognizes and
rewards individual accomplishments.

4. Communication: The extent to which the principal establishes strong lines
of communication with and among teachers and students.

5. Culture: The extent to which the principal fosters shared beliefs and a sense
of community and cooperation.

6. Discipline: The extent to which the principal protects teachers from issues
and influences that would detract from their teaching time or focus.

7. Flexibility: The extent to which the principal adapts his or her leadership
behavior to the needs of the current situation and is comfortable with dissent.

8. Focus: The extent to which the principal establishes clear goals and keeps
those goals in the forefront of the school’s attention.

9. Ideals/beliefs: The extent to which the principal communicates and operates
from strong ideals and beliefs about schooling.

10. Input: The extent to which the principal involves teachers in the design and

implementation of important decisions and policies.
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11. Intellectual stimulation: The extent to which the principal ensures faculty
and staff be aware of the most current theories and practices and makes the discussion
of these a regular aspect of the school’s culture.

12. Involvement in curriculum, instruction, and assessment: The extent to
which the principal is directly involved in the design and implementation of
curriculum, instruction, and assessment practices.

13. Knowledge of curriculum, instruction, and assessment: The extent to
which the principal is knowledgeable about current curriculum, instruction, and
assessment practices.

14. Monitoring/Evaluating: The extent to which the principal monitors the
effectiveness of school practices and their impact on student learning.

15. Optimizer: The extent to which the principal inspires and leads new and
challenging innovations.

16. Order: The extent to which the principal establishes a set of standard
operating procedures and routines.

17. Outreach: The extent to which the principal is an advocate and
spokesperson for the school to all stakeholders.

18. Relationships: The extent to which the principal demonstrates an
awareness of the personal aspects of teachers and staff.

19. Resources: The extent to which the principal provides teachers with
materials and professional development necessary for the successful execution of their

jobs.
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20. Situational awareness: The extent to which the principal is aware of the
details and undercurrents in the running of the school and uses this information to
address current and potential problems.

21. Visibility: The extent to which the principal has quality contact and
interactions with teachers and students.

Florida Department of Education suggested the principal leadership standards
in 4 domains and 10 standards as follows (FDoE, 2011):

1. Student Achievement

1) Student learning results: Effective school leaders have achievement on
student learning goals, which are derived from the state adopted student academic
standards and the district adopted curricula. Student learning results are measured and
proved by the performance and growth of students on statewide assessments, district-
determined assessments, the district international assessments and other indicators of
student success accepted by the district and state.

2) Student learning as a priority: Effective school leaders place student
learning on the top of their agenda and priority. They use leadership styles to create
and promote student success via a learning organization.

2. Instructional Leadership

1) Instructional plan implementation: Effective school leaders, in
collaboration, develop and implement a framework of instruction in accordance with
state standards, effective instructional practices and student learning needs and
assessment.

2) Faculty development: Effective school leaders recruit, retain and develop

an effective and diverse faculty and staff.
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3) Learning environment: Effective school leaders create, promote and
monitor a positive learning environment in the school for learning improvement of all
diverse students.

3. Organizational Leadership

1) Decision making: Effective school leaders utilize facts and data to make
the decision conducive to vision, mission, and improvement priorities.

2) Leadership development: Effective school leaders actively cultivate,
support, and develop other leaders within the organization.

3) School management: Effective school leaders manage the organization,
operations, and facilities in ways that maximize the use of resources to promote a
safe, efficient, legal, and effective learning environment.

4) Communication: Effective school leaders use both oral and written
communication skills, and importantly with electronic channels to reach school
accomplishment and system goals by building and maintaining relationships with
students, faculty, parents, and community.

4. Professional and Ethical Behavior

1) Professional and ethical behaviors: Effective school leaders express
themselves as community leaders with personal and professional behaviors in line
with quality practices in education.

Minnesota State Board Rule 3512.0500 (2008) identified k-12 principal
competencies as follows:

1. Leadership: Principals demonstrate this competency by collaboratively
assessing and improving culture and climate, providing purpose and direction for

individuals and groups, modeling shared leadership and decision-making strategies,
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understanding of issues affecting education and how education is impacted by local,
state, national, and international events, formulating strategic plans and goals with
staff and community through a visioning process, setting priorities in the context of
stakeholder needs, serving as a spokesperson for the welfare of all learners in a
multicultural context, and demonstrating the ability to facilitate and motivate others
and implement change or educational reform.

2. Organizational management: Principals demonstrate the understandings of
organizational systems and facilities development, planning and management and the
ability to analyze need and the allocation of personnel and material resources, define
and use processes for gathering, analyzing, managing and using data to plan and make
decision program evaluation, plan and schedule personal and organizational work,
establish procedures to regulate activities and projects, and delegate and empower
others at appropriate levels, develop and manage budgets and maintain accurate fiscal
records, and understand and use technology as a management tool.

3. Diversity leadership: Principals demonstrate an understanding and a
recognition of the significance of diversity and respond to the needs of diverse
learners and the ability to adapt educational programming to the needs of diverse
constituencies, create and monitor a positive learning environment for all students and
working environment for all staff, and promote sensitivity of diversity throughout the
school community.

4. Policy and law: Principals demonstrate an understanding of state, federal,
and case law governing general education, special education, and community
education, recognize and apply standards of care involving civil and criminal liability

for negligence, harassment, and intentional torts, and develop, adjust and implement
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policy to meet local, state, and federal requirements and constitutional provisions,
standards and regulatory applications.

5. Political influence and governance: Principals demonstrate the ability to
involve stakeholders in the development of educational policy and the ability to align
constituencies in support of priorities and build coalitions for programmatic and
financial support, exhibit an understanding of school districts as a political system
including governance models, and understand the role and coordination of social
agencies and human services.

6. Communication: Principals formulate and carry out plans for internal and
external communications, demonstrate facilitation skills and an understanding of
conflict resolution and problem solving strategies, recognize and apply an
understanding of individual and group behavior in normal and stressful situations,
facilitate teamwork, make presentations that are clear and easy to understand,
respond, review, and summarize information for groups, communicate appropriately
for different audiences, and understand and use appropriate communication
technology.

7. Community relations: Principals demonstrate the ability to build community
consensus and to identify and articulate critical community issues which may impact
local education, articulate organizational purpose and priorities to the community and
media, request and respond to the community feedback, relate political initiatives to
stakeholders including parental involvement programs, identify and interact with
internal and external publics, understand and respond to the news media, promote a
positive image of schools and the school district, and monitor and address perceptions

about school-community issues.
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8. Curriculum planning and development for the success of all learners:
Principals demonstrate the ability to enhance teaching and learning through
curriculum assessment and strategic planning for all learners, to provide planning and
methods to anticipate trends and educational implications, to develop, implement, and
monitor procedures to align, sequence, and articulate curriculum and validate
curricular procedures, and to identify instructional objectives and use valid and
reliable performance indicators and evaluative procedures to measure performance
outcomes, understandings of alternative instructional designs, curriculum, behavior
management, and assessment accommodations and modifications and the urgency of
global competiveness, and principals appropriately use learning technologies.

9. Instructional management for the success of all learners: Principals
demonstrate the ability to utilize data for instructional decision making, to design
appropriate assessment strategies for measuring learner outcomes, to implement
alternative instructional designs, curriculum, behavior management, and assessment
accommodations and modifications, and to appropriately use information technology
to support instruction, and an understanding of research of learning and instructional
strategies, and describe and apply research and best practices on integrating
curriculum and resources to help all learners achieve at high levels.

10. Human resource management: Principals demonstrate knowledge of
effective personnel recruitment, selection, and retention, the ability to select and apply
appropriate models for supervision and evaluation and to apply the legal requirements
for personnel selection, development, retention, and dismissal, and understandings of
staff development to improve the performance of all staff members, management

responsibilities to act in accordance with federal and state constitutional provisions,
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statutory and case law, regulatory applications toward education, local rules,
procedures and directives governing human resource management, labor relations and
collective bargaining, and the administration of employee contracts, benefits, and
financial accounts.

11. Values and ethics of leadership: Principals demonstrate understandings of
the role of education in a democratic society and democratic value systems, ethics,
and moral leadership, the ability to balance complex community demands in the best
interest of learners, an understanding and application of the Minnesota Board of
School Administrators Code of Ethics for Administrators, and help learners grow and
develop as caring, informed citizens.

12. Judgment and problem analysis: Principals demonstrate understandings of
utilizing appropriate technology in problem analysis and different leadership and
decision-making strategies and model appropriately their implementation, and
adaptability and conceptual flexibility, identify the elements of a problem situation by
analyzing relevant information, framing issues, identifying possible causes, and
reframing possible solutions, assist others in forming opinions about problems and
issues, reach logical conclusions by making quality, timely decisions based on
available information, and identify and give priority to significant issues.

13. Safety and security: Principals demonstrate the ability to develop and
implement policies and procedures for safe and secure education environments, to
formulate safety and security plans to implement security procedures, to identify areas
of vulnerability associated with school buses, buildings, and grounds and formulate a

plan to take corrective action, and to develop plans that connect every student with a
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school adult, eliminate bullying and profiling and implement recommended threat
assessment procedures.

14. Instructional leadership: Principals demonstrate the ability to understand
and apply school-wide literacy and numeracy systems and district-wide literacy and
numeracy systems.

15. Monitor student learning: Principals the ability to create a culture that
fosters a community of learners, to implement a positive and effective student
management system, to develop and implement effective student discipline plans, to
develop a master instructional schedule, to meet the enrichment, remediation, and
special education needs of all students, and to understand and support a
comprehensive program of student activities, and an understanding of student
guidance systems and auxiliary services.

16. K-12 leadership: Principals demonstrate understandings of the articulation
and alignment of curriculum from pre-school through grade 12, different
organizational systems and structures at elementary, middle or junior high and high
school levels, the characteristics of effective transitions from one level of schooling to
the next, and developmental needs of children of all ages and the ability to work with
children of all ages and with parents, teachers and other staff in all levels of
schooling.

Ministry of Education, Malaysia (2013) revealed high impact competencies of
Malaysian school leaders as follows:

1. Policy and Direction

1) Vision and purpose: School principals have a personal vision for their

school and the knowledge, skill, and dispositions to develop, articulate and implement
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a shared vision that is supported by the larger organization and the school community
(FDoE, 2008).

2) Quality focus: This competency demonstrates the underlying to ensure
that quality is not compromised within the working environment. It includes the
identification and maintenance of standards to meet the needs of the organization,
together with a desire for accuracy, order and safety in the workplace. It is also about
encouraging and monitoring the actions of others to maintain high standards (The
University of Nottingham, 2014).

3) Reasoning: This competency reflects the behaviors as finding ways
forward, generating options, evaluating options by examining the positive and
negative aspects if they were put into effects, anticipating effects of options on others,
foreseeing others’ reactions and demonstrating commonsense and initiative
(Woodruffe, 1993)

4) Proactive: This competency represents a disposition toward taking action
to accomplish something. This usually means that proactive people instigate an
activity for some purpose. At the trait level, proactivity is people’s sense of efficacy.
A sense of efficacy is the disposition to see oneself as the originator of actions in
one’s life. People with a sense of efficacy view events in life as opportunities for
taking action and see themselves as the agents who must precipitate such action. They
take the first step in what is seen as a sequence of activities rather than wait for
something to happen or for a situation to develop. If an obstacle to task
accomplishment is encountered or even anticipated they take multiple steps to
circumvent the obstacle with skills of problem solving and information seeking

(Boyatzis, 1982).
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2. Instructional and Achievement

1) Achievement orientation: This competency is demonstrated in behaviors
of working to achieve desired policy and program outcomes. It includes setting goals
and priorities to maximize the use of resources available to consistently deliver results
against organizational objectives (NJIT, 2004).

2) Instructional planning and development: Effective school leaders work
collaboratively to develop and implement an instructional framework that aligns
curriculum with state standards, effective instructional practices, student learning
needs and assessments (FDoE, 2011).

3) Knowledge sharing: This competency describes the use of formal,
informal, and systematic methods to impart information to others that increases
organizational effectiveness (NIH, 2014).

4) Curriculum focus: The principals acquire and cultivate knowledge in
curriculum and be the students of best practices, and involve directly in the design and
implementation of curriculum (Marzano et al., 2005).

5) Supervisor: This competency refers to instructional supervision that
coordinates and manages the school activities concerned with learning (Wiles &
Bondi, 1986), and involves the teachers in the process (Smyth, 1988).

1. Managing Change and Innovation

1) Problem solving: This competency shows being able to understand a
situation, issue, and problem by breaking it into smaller pieces or tracing the
implications of a situation in a step-step method. Person with this competency

commits to actions after identifying alternative methods that are based on logical
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assumptions and information and takes into consideration resources, constraints
organizational values, and changing environments (NJIT, 2004).

2) Managing change: The principals are willing to challenge and actively
challenge the status quo (Marzano et al., 2005).

3) Informed decision making: The principals share leadership and decision-
making authority with staff, especially teachers that can lead to student success. The
principals can involve their staffs in school governance and instructional program
decision (Cotton, 2003). The principals empowers others and distributes leadership
when appropriate in the decision-making process (FDoE, 2011).

4) Managing school improvement: The principals, as well as staff members,
keep in mind to improve the school continuously and have expectation that
improvement is a permanent part of school life and act accordingly (Cotton, 2003).

5) Creativity and innovation: This competency characterizes an effort to
improve performance by doing new things. It can be include the introduction of an
innovative procedure unknown in the work unit or at the organization, but known
elsewhere. It can also include the invention of techniques and methods, the ability to
go beyond the conventional, and a willingness to try out different solutions. It is also
the ability to champion innovation and encourage new ideas from employees (NJIT,
2004).

2. Resource and Operation

1) Finance management: This competency involves applying critical

financial concepts and practices to establish and maintain realistic budgets (NIH,

2014).
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2) Physical development: This competency relates assessing and
coordinating the acquisition, use, and maintenance of facilities and space based on
organizational goals, budget realities, safety and security needs according to guidance
and requirement (NIH, 2014).

3) Performance management: This competency refers to sharing
responsibility with individuals and groups so that they have a deep sense of
commitment and ownership, including intent to foster the long-term learning or
development of others, and acts to ensure others’ performance in accordance with
clear expectations and goals (NJIT, 2004). It also involves developing and
implementing strategies that optimize performance within the organization (NIH,
2014).

4) ICT management:. This competency describes school principals as
becoming an ICT learner along with staff and students, using management
information for school improvement, provide staff with personal access to ICT, and
even developing a vision for the development and integration of ICT across the
curriculum and promoting this vision within and beyond the school and also provide
appropriate, sustained ICT professional development for all levels of staff (Ong &
Lai, 2006).

3. People and Relationship

1) Capacity building: This competency is relevant to increasing the abilities
of individuals, groups and organization to perform core functions, solve problems,
define and achieve objectives, and understand and deal with their development needs
in a broad context and in a sustainable manner (UNESCO, 2006). It also involves

adopting the role of coach or helper. People with this competency demonstrate
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feedback skills in facilitating self-development of others, give others performance
feedback with the intent of stimulating improved performance, and invite
subordinates to discuss performance problems (Boyatzis, 1982).

2) Communication: Effective school leaders practice two-way
communications and use appropriate oral, written, and electric communication and
collaboration skills to accomplish school and system goals by building and
maintaining relationships with students, faculty, parents, and community (FDoE,
2011). Bunyajitradulya (2012) revealed that school administrators have a
responsibility of creating a good communication system and understand individual
and group, as well as creating the environment that teachers and staff can express
their ideas freely.

3) Relationship building: A competency that people care about and build
close relationships with individuals. These people see themselves as likeable and
caring. They demonstrate nonverbal skills that cause people to feel cared for, and
friendship-building skills and also spend time talking with subordinates and co-
workers when there is no particular task requirement. They are likely to ask others
what they think or feel about certain things (Boyatzis, 1982). People with this
competency establish rapport and develops and maintain a network of substantive
contacts and nurture those relationships (NJIT, 2004).

4) Teamwork: This competency implies the intention to work cooperatively
with others, to be a part of a team, and to work together, as opposed to working
separately or competitively. Teamwork and collaboration may only be considered
when the subject is a member of a group of people functioning as a team, generally

where he/she is not the leader. “Team” is broadly defined as any task or process-
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oriented group of individuals. Working effectively in teams and/or outside the formal
lines of authority to accomplish organizational goals; taking actions that respect the
needs and contributions of others; contributing to and accepting consensus;
subordinating own objectives to the organization or team (NJIT, 2004).

The Teachers’ Council of Thailand (TCT) issued the announcement about
knowledge and competency of teachers, educational institution administrators, and
educational administrators according to standards of professional knowledge and
experience, which identified and specified the competency of educational institution
administrators (TCT, 2006) as follows:

1. Principles and procedures for educational administration

1) Can apply their knowledge of the principles and theories about
educational administration in educational administration.

2) Can analyze, synthesize, and create knowledge of educational
administration and management.

3) Can set the vision and goals of education.

4) Can organize administrative structure and set the roles of teachers and
educational personnel appropriately.

2. Educational policy and planning

1) Can analyze data for setting educational policy.

2) Can set policy, plan operation and evaluate quality of educational
management.

3) Can develop education quality development plan, aiming at the benefit
and value to education, society, and environment.

4) Can implement education quality development plan.
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5) Can monitor, evaluate and report the result of the implementation.
3. Academic administration
1) Can manage learning.
2) Can develop institution curriculum.
3) Can supervise learning management in the institutions.
4) Can promote research to improve quality of learning management.
4. Administrative, financial, procurement and building management
1) Can organize correspondence system efficiently.
2) Can manage budget properly and systematically.
3) Can organize resource management system in the institution efficiently.
4) Can develop physical environment to promote learning management.
5. Personnel administration
1) Can recruit efficient personnel for work.
2) Can organize personnel into their responsibilities properly.
3) Can develop teachers and educational personnel in the institutions so that
they can perform their duties efficiently.
4) Can strengthen morale and encouragement for teachers and personnel in
the educational institutions.
5) Can give advice and solve problems for teachers and personnel in the
educational institutions.
6. Student activities administration
1) Can manage to create activities for developing learners.

2) Can manage to create service for learners.
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3) Can promote special activities administration for developing learners’
potential in various fields.
4) Can foster discipline, morality, ethics and unity in group

7. Educational quality assurance

1) Can develop educational institution quality development plan.
2) Can evaluate and monitor educational standards and quality of
educational institutions.
3) Can produce self-evaluation reports of education institutions for
supporting external assessment
8. Information technology management
1) Can use and administer information and communication technology
(ICT) for education and practice appropriately.
2) Can evaluate the use of information technology for improving
administration.
3) Can promote and support the use of ICT.
9. Public and community relations administration
1) Can manage to deliver information and data to students, teachers and
personnel in educational institutions.
2) Can disseminate data, information and activities of educational
institutions to community.
3) Can use effective strategies for public relations.
4) Can create activities for developing good relationship with community
by having the goals in helping community and giving opportunity for community to

participate.
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5) Can mobilize local resources and intellect to promote educational
management.

10. Morality and ethics for educational institution administrators

1) Be leaders who are moral, ethical, and good-modeling.

2) Comply with professional ethics of educational administrators.

3) Promote and develop associates to have morality and ethics as
appropriate.

Ministry of Education, Youth and Sport suggested competency standards for
directors of teacher training centers (TTC) that consists of six domains (MOEYS,
2010). However, these competency standards are not for school administrators.
Therefore the researcher does not use this framework in the study, just only include it
in the synthesis. The six domains of competency standards are as follows:

1. Leadership: This domain allows management team to engage the school
community in developing and maintain a student-centered vision for education which
forms the basis for a school development plan and guides the preparation of future
teachers as effective, lifelong learners.

1) Planning establishment: TTC directors can develop vision and mission of
the institution, design the institutional development plan, assess the progress on plan
and update plan, plan actions for capacity building of education staff, improve the
institutional development plan, and develop a plan for each unit and annual
educational technology.

2) Community linkage: This sub-dimension involves TTC directors with
various communities for participation and the TTC directors announce them about the

guidelines of ministry and teacher training centers.



50

3) Motivation: TTC directors motivate the staff and teacher trainees for
various purposes — to achieve all agreed goals and objectives, to develop their ability
and to accept ownership of the institution improvement plan, and to promote to higher
positions and base allowances on performance.

2. Administration: TTC management team encourages the success of all
trainees by ensuring that the management of the institution, the operations and
assignment of resources, lead to a safe, orderly and clean learning environment and
that community service by students continues in maintaining the campus.

1) Regularity of work: TTC directors prepare formal letters of performance
assessment and time management on the activity performance.

2) Announcement: TTC directors announce the necessary information to
staff and teacher trainees and introduce the main points of the yearly calendar.

3. Academic activities: the management team, trainers and education staff
have responsibility to ensure that new methodologies are implemented to improve the
quality and effectiveness of teaching and learning.

1) Performance activities: TTC directors manage performance activities,
record time table activities for trainees, complete and post annual academic calendar,
and enhance research assignments for teacher trainers, trainees and educational staffs.

2) Monitoring and assessment: TTC directors follow up the attendance and
timelines of educational staff and trainers, check the teacher training curriculum,
monitor of the each subject curricula, check the lesson plans prepared by trainers,
assess the effort and energy put into teaching by trainers, and involve actively teacher
trainees, and review information and communication technology (ICT) use and the

integration into teaching in each classroom.



o1

4. Staff professional development: This domain describes the characteristics or
behaviors of the TTC directors in the form of collaborating with a technical advisory
council, trainers and staff to plan and implement professional development that
promotes both individual and organizational growth and leads to improved teaching
and learning.

1) Establishment professional development planning: TTC directors can
plan the inspection of classroom, individual learning plan (ILP) for each teacher
trainer, and individual learning plan of education staff linked to institutional
development plan.

2) Planning performance: TTC directors review annual performance of
trainers by subject head / academic head and annual performance of academic and
administrative heads, and review the plans for staff competency development in each
subject area and in teaching methodologies

5. Facilities: In this domain the management team of teacher training centers
relates with and involves the internal and external community to manage the facilities
and services, monitor progress in achieving goals based on the institutional
development plan, and foster the step by step improvement of all physical aspects of
the institution. The teacher training centers are a model training environment that
affects trainee attitudes on the production and use of teaching materials.

1) Management of furnishings and teaching-learning equipment: The
directors of teacher training centers are responsible for maintenance and cleanliness of
furnishings such as classrooms, lab, staff office, meeting, etc. and teaching-learning

equipment such as computers, experimental materials, etc.
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2) Environment: The directors are in charge of buildings maintenance and
planning and maintaining an attractive, high standard of grounds in teacher training
centers.

3) Services and safety: The directors conduct safety and security review of
all facilities and equipment and check and assess site services.

6. Professional ethics: In this dimension, directors of teacher training centers
display characteristics which inspire and motivate their educational staff to perform
their duties with enthusiasm in the best interests of the institution. Directors must be
aware that their words can influence their subordinates, their community and people
throughout the country and be cautious then they speak.

1) Fair and equitable treatment: The directors treat fairly and equitably and
give attention to education staff in order to develop the educational institution and the
Nation as a whole.

2) Justice, honesty and transparency: The directors perform their duties with
justice, honesty and transparency with all colleagues or educational staff and other
members of the community.

Since there is no a competency framework for Cambodian school directors in
secondary general education (i.e., there is only the competency framework for
directors of teacher training centers) and the researcher intends to produce the
framework derived from several contexts including international and ASEAN, which
their quality of education are higher, for the purpose of competitiveness, the
researcher utilizes the framework resulting from the synthesis. The synthesis is

displayed in the Table 2.3.
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Professional/Leadership ethics

Authors
3 |3 | & ~ S}
Competency F |8 |8« Jdlo| &
s |2 |[&€|8 | &8
S g~ |2 2|29
wRS8 2 EB| S|~ |
SSIS8|3|S8|2 |22
1. Policy and Direction
Vision and purpose v vV lv| v | v ]|v |V
Quality focus v v
Reasoning/Strategic thinking v V| v
Proactive 4
Ideals and beliefs v | v
2. Instructional and Achievement
Achievement orientation v v | v ] v | Vv
Knowledge in curriculum, instruction, and assessment v v v v Vv |V
Knowledge sharing v v | Vv
Involvement in curriculum, instruction, and assessment v v v v Vv |V
Supervisor v | v
Discipline v | v
Monitoring/Evaluating v ol v v |V
Diversity leadership v | v
K-12 leadership v
3. Managing Change and Innovation
Managing change v vV
Problem solving v v
Informed decision making v Vv v v
Managing school improvement v v v v
Creativity and innovation v v
Flexibility v | v | v
Situational awareness v v
4. Resource and Operation
Finance management v Vo vV
Physical development v Vo v v vV
Performance management v Vo v v vV
ICT management v A A N I
Human resource management vV | v v |V
5. People and Relationship
Capacity building v v v v Vv v
Communication v v v v v | v
Relationship building v v lv] v | v |V |V
Teamwork v v
Culture v v v Vv
6. Morality, Values and Ethics of Leadership
| v [V ]V ]V
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After the synthesis of competency of secondary school administrators there are
6 competency dimensions and 32 competency sub-dimensions which are initially used
as a first draft of research conceptual framework. Then the researcher conceptualizes
such framework with experts in Cambodia to finally obtain the suitable research
conceptual framework for Cambodian secondary school administrators.
Competency Development of School Directors

Competency development of school directors highlights competency
development cycle, competency development, competency development activities,
and competency development guidelines. Such contents are reported in the following
sections.

Competency Development Lifecycle

The application of competency concepts for developing teachers and
educational personnel concepts determined competency development lifecycle

(Chuanwan, 2009) in the figure 2.3.

Competency Model
1.Self-Assessment Self-Competency
2. GAP Analysis /1\ Model
Competency Assessment

2. Design competency

Continuous Performance
Self-Competency Monitoring and
Development @ Assessment to Confirm
1. Prepare ID Plan Improvement

development curriculum c .

for responding to small- ompetency —

gap competency Development Competency Monitoring
and Assessment

Figure 2.3 Competency development lifecycle
Source: Chuanwan (2009, p. 54)
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From the figure above competency development system consists of three
steps: (1) competency model, (2) competency assessment, and (3) competency
development. It conveys the meaning that competency development requires two
preceding steps including:

1. Competency model allows the organizations or educational institutions to
create a model for developing competency of personnel in specific positions. It
requires a look at the responsibilities of that position and behaviors which should be
possessed for the position. For example, school administrators should possess the
behaviors demonstrated as instructional leadership. Shermon (2004) suggested three
stages in developing a competency model — data gathering and preparation consist of
studying identified jobs, identifying major categories of skills, and identifying
probable competencies, data analysis is comprised of reviewing list of probable
competencies, constructing competency definitions, and assigning proficiency levels,
and validation encompasses content validation session, reinforcement of proficiency
of critical competencies, and refinement of competency definitions if necessary.

2. Competency assessment required the review of competencies in the model
which are already standardized and should be developed in order to meet the needs of
the organization or educational institution.

Davies and Ellison (1997) described competency development process as
follows:

1. Competency assessment: there should be assessing and identifying various
levels of competency — organization, team, and individual levels. The tools can be the
record of development or development tree model used in teamwork competency

development starting from training and development planning, course construction,
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orientation, performance management, competency management, and learning-
support system construction.

2. Competency development planning: depending on individual competencies
by transforming vision of the organization to operational plan and identifying job
category, objectives and individual competencies consisting of skills and knowledge
via knowledge management. Competency development planning can be short-term
and long-term.

3. Plan implementation: bringing the ready-made competency development
plan into actions.

4. Monitoring and evaluation: monitoring and evaluating whether the
implementation are processed according to the plan and the occurrence of challenges.

Competency Development

As mentioned in competency development lifecycle, competency development
is the next step of two preceding steps — competency model and competency
assessment. Importantly to be effective the competency development is equipped with
training. Wittayapaan (2009) described the process of competency-based training
system as follows:

1. Analysis of vision, mission, core values and strategy is identify core
competency which all employees or educational personnel must possess at the level
the organization or educational institution expects, by producing competency model
for all positions both in present and future necessarily to possess so as to meet the

expected performance.



57

2. ldentification of competency name, definition, proficiency level and
behavioral indicator that reflect the levels of each competency and core competency
and its details should be accepted by all members of the organization.

3. Competency job mapping is the identification of proficiency levels of core
competency for all positions and proficiency levels.

4. Gap analysis is the difference between present and desirable competency
levels of employees and the organization can know the competencies of any employee
with the gap scores lower zero should be developed in order to meet the job
expectation. This is the reason why competency development is important.

Competency Development Activities

To support competency-based training system, competency development
activities are on the line. Shermon (2004) revealed that competency development
activities tend to identify individual and group developmental needs and problems
including issues of concern and the members’ need to help each other to identify
solutions, select the resources necessary to achieve success in such problem solving
situations. Wittayapaan (2009) suggested 14 competency development activities as
follows:

1. Self-development Plan: individuals are developed through given programs
such as reading books, participating in training and activities, doing assigned tasks,
and position rotation.

2. Development center: is a center in the organization that develops employees

by using experiment and observation over the training participants.

3. Self-study: consists of many ways such as reading books, surfing the Net

and videos.
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4. Buddy-working: a employee works with his/her colleague in developing
competency of each other.

5. On-the-Job Training (OJT): supervisor teaches his/her followers on the job
or tasks directly so that the followers can do the assigned tasks.

6. On-the-Job Coaching: is similar to OJT, but the difference is that supervisor
focuses on developing the disadvantages and feedback to the performance of the
followers rather than only teaching on the job.

7. On-the-Job Experience (OJE): the assignment of the tasks to employees
who bring their knowledge and skills learned from training and coaching of
supervisors into practice in the job.

8. Developmental job assignment: is assigning jobs to the employees by using
experts to teach the employees for developing each competency.

9. Development career path: is a kind of transferring, rotating, or promoting
employees to new or higher positions as stated in the policy of development career
path.

10. Active participation: employees actively participate in activities or projects
provided by the organization in order to develop their competencies.

11. External development activities: employees participate in external
activities such as being members of clubs.

12. Training or seminar: employees participate in trainings or seminars
regarding the subject matter developing their competencies by inviting academic or
experts to design the courses which match the needs of the organization,

13. Learning from experts: employees develop their competencies through

learning from experts in the forms of mentoring and coaching.
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14. Computer and interactive video-assisted training: employees are involved
in training conducted by using computer and interactive videos and they respond to
the situation in the videos which can develop their competencies or behaviors
effectively.

Competency Development Guidelines

Bringing competency development concepts into application in the
organizations or especially educational institutions is important to construct
guidelines of competency development for directing the excellence practice.
Sompongtaam (2007) suggested guidelines of competency development as follows:

1. Achievement Motivation

Achievement motivation is a guideline for developing behaviors focusing on
achievement and consists of two elements — motivation and need for achievement.
Motivation can occur through expectancy theory and hierarchical needs, and need for
achievement is characterized as needing to have responsibilities, focusing on
achievement, setting high standards, needing feedback, and being satisfied with work
pressure.

2. Service Mind

Service mind consists of two factors — total quality management (TQM) and
good service. Total quality management is objective to create customer satisfaction,
job involvement and continuous improvement. Good service is matched with needs,

satisfied in communication, and continuous coordination.
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3. Self-development

Achievement motivation results in self-development and self-development
produces mastery personal and professional. Strategic self-development is comprised
of SWOT analysis, setting of vision, mission, goals, values, strategies, project
programs, and implementation, control and assessment of self-development.

4. Teamwork

The characteristics of teamwork are trust, caring, respect, and team goals.

To sum up, competency development of school administrators is derived from
the concepts of competency and the educational institutions can transform the
concepts into practice following the competency development process and system
which consist of competency development lifecycle, competency development
activities, and competency development guidelines.

Secondary Education in Cambodia

In this section secondary education in Cambodia addresses Cambodian
education system, administrative structure, secondary schools, ASEAN policy on
competencies of educational personnel, and policy on human resource in education
sector.

Cambodian Education System

The Cambodian education system is a complete one, from pre-school (3
years), primary school (6 years), lower secondary school (3 years), upper secondary
school (3 years) and tertiary education (4-7 years). The new constitution promulgates
a compulsory education for nine years and a guaranteed quality education for all

Cambodians (SEAMEO Secretariat, n.d.).
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Figure 2.4 Cambodian educational system
Source: SEAMEO Secretariat (n.d.)

Administrative Structure

The educational system is primarily defined by an overall governance
structure. The educational system is heavily decentralized with three levels of
governance responsible for its management (SEAMEOQO Secretariat, n.d.). Ministry of
Education, Youth and Sport is at the central level, and the other two are provincial
and district administration and the three-leveled administrators have the
responsibilities as follows (UNESCO, 2008):

1. Ministry of Education, Youth and Sport (MOEYS): is at the highest level of
government in terms of governing, delivering, monitoring and deciding educational
services/issues. In terms of secondary education, the General Secondary Education
Department (GSED) of MoEYS fulfills its role through its specialized departments,

provincial departments of education, district offices of education, and research and
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training centers. The GSED also has several technical offices to oversee the smooth
flow and function of secondary education.

2. Provincial Departments of Education: act as the MoEY'S secretariat and are
responsible for the following tasks: (1) to support the Ministry in implementing
education policies, (2) to provide reports of all implemented activities, (3) to prepare
and submit plans for further development of secondary education, such as school
renovation/construction, (4) to provide statistics and indicators of schools, staff and
students, (5) to manage educational staff issues and deployment within the province
and (6) to provide technical support in teaching, preparing materials and effecting
inspections. The General Secondary Office of the Department plays a role in bridging
secondary education schools and the General Secondary Education Department at the
ministry level.

3. District Offices of Education: are technical implementing bodies. Their
main role is to make sure that education policy and strategy intervention are
implemented at the school level. Staff members at the district levels coordinate the
flow and delivery of education from national and provincial levels to the school level.
As concerns secondary education, the District Office of Education is responsible
mainly for administrative issues and the coordination of work.

Schools also play very important roles, especially in making school
development plans and school annual plans. These roles reflect the country’s
decentralization reform in education (UNESCO, 2008).

The organizational chart of the Ministry of Education, Youth and Sport is

displayed in Figure 2.5.
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Secondary Schools

The number of lower secondary schools and upper secondary schools
increased. 50% of lower secondary schools have been upgraded to upper secondary
school status. All upper secondary school principals and some lower secondary school
principals have participated in leadership and management training. Technical group
leaders of secondary education resource center and its networks received training on
curriculum standards. The Child Friendly School Policy has been implemented in 823

(50.74%) lower secondary schools (MoEYS, [Online]).
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In terms of quality, students graduating from grade 12 need improved and
relevant knowledge and skills for technical, vocational, and higher education.
Teaching style currently characterized by formal lecturing, copying, recitation and
memorization will be shifted to encourage thinking and reasoning skills; teacher
standards will be implemented to better monitor, appraise and develop teacher
performance schools (MoEYS, [Online]).

In brief, the increasing number of secondary schools and the frequent trainings
of secondary school principals are noticeable. In the meantime, teaching style is
currently changing while secondary school students need to be equipped with
knowledge and skills for technical, vocational, and higher education.

ASEAN Policy on Competencies of Educational Personnel

The policy of ASEAN on human resources also supports its educational
personnel with a performance system which includes competencies and expected
behaviors (ASEAN, 2014a). Under ASEAN Mutual Recognition Arrangement
Framework on Accountancy Services, article 3 expresses the agreement of all
members that educational requirements in the host country should be met and seeking
to demonstrate competencies to get the satisfactory result of knowledge (ASEAN,
2014b).

It is clearly noted that competency is also supported by ASEAN policy, which
can develop its educational personnel to a superior performance through a system of
increasing performance and expected behaviors.

Policy on Human Resource in Education Sector

Ministry of Education, Youth and Sport issued a policy on human resource in

education sector as follows (MoEYS, 2012):
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Vision
The vision of the policy is to transform the HR (in MoEYS) to be more
competent, effective, efficient and reliable in the provision of and support educational
services contributing to the capacity development of individuals and institutions.
Goal
The goal of the policy is to equip the HR with highly professional skills, more
accountable, more responsive and they are efficiently and equitable used in response
to the needs.
Objectives
To achieve the above vision and goal, the main objectives of the Policy on
Human Resource in Education Sector are as follows:
1. To enhance the effectiveness of HR management in education sector.
2. To rationalize the processes of management, development and utilization of
HR in education sector.
3. To develop/build capacity of individuals, organizations and institutions in
the education sector.
4. To strengthen the code of conducts and work discipline of educational
personnel.
Strategies
To accomplish the above goal and objectives, the key strategies are as follows:
1. Legislative Instruments and Mechanisms to Implement the Policy on HR in
Education Sector developed
1) Review, amend and develop new legislative instruments related to the

Policy on HR in Education Sector.
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2) Develop (necessary) mechanisms to disseminate, carry out, support,
monitor and evaluate the implementation of the Policy on HR in Education Sector.

3) Develop specific action plans and detailed programs to implement the
Policy on HR in Education Sector.

2. HR development planning strengthened and modernized

1) Improve the system effectiveness of the collection, management and data
analysis of HR.

2) Develop plans, conduct need analysis and supply of educational
personnel.

3) Strengthen and encourage the development of scientific workforce
planning in educational entities and institutions.

4) Improve good cooperation between the data producing organizations.

5) Improve the educational personnel arrangement: place them in the right
place, at the right time, match the right skills, match with job description (JD)/ job
specification (JS), meet the needs and priorities.

3. (HR) training and professional development quality enhanced

1) Develop career paths for educational personnel.

2) Modernize the pre-service training programs.

3) Define the minimum recruitment conditions for the contracted workers,
contracted teachers, and community teachers.

4) Improve the (HR) capacity to analyze and evaluate the supply and
recruitment needs of educational personnel.

5) Define the working framework/conditions to ensure professional

development of educational personnel.
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4. Effective (HR) management and leadership enhanced

1) Establish standards of monitoring and evaluation systems for the work
performed by educational personnel.

2) Encourage the use of the evaluation results on work performed by
educational personnel.

3) Strengthen the recruiting/selecting, training (in/on-service) and
maintaining procedures of outstanding educational personnel.

4) Enhance the effective management and utilization of educational
personnel.

5) Allocate and transfer (work place) educational personnel followed the
norms and principles sets.

6) Audit the utilization of staffing/cadre (of educational personnel) in
educational institutions.

5. Principles to ensure best performance of educational personnel set

1) Ensure the principles on incentive: salaries, remuneration, allowance and
other benefits.

2) Enforce the implementation of the Law on Common Statute of the Civil
Servants.

3) Encourage the implementation and utilization of educational personnel
management systems.

4) Enhance work place comfort and safety for educational personnel.

5) Improve value, dignity and professional code of conducts of educational

personnel.
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Action plan

To achieve the above strategies attention shall be paid to the following
activities:

1. Development of policy implemented mechanism

Strengthening the in-place mechanisms to foster the implementation,
monitoring, evaluation and making recommendation to improve the Policy on HR in
Education Sector: at national level, the Department of Personnel in close collaboration
with other relevant institutions/organizations, works as a secretariat of MoEY'S and is
in charge of implementing, facilitating, monitoring and evaluating, and making
recommendations on the Policy on HR in Education Sector. At sub-national levels,
heads of educational organization, institution and schools are in charge of facilitating,
following up, monitoring and evaluating, and implementing the Policy on HR in
Education Sector.

2. Setting up the legal framework

1) An in-place educational administrative structure (national and sub-
national levels) is used. If necessary the roles and responsibilities (of the persons) are
added or the new committees are to be established by the MoOEY'S decisions.

2) The committees have to review, amend or develop exiting/new
legislative instruments to ensure success implementation of the Policy on HR in
Education Sector including the development of the training materials or tools.

3. Financial support
The government budget allocated for MoEYS and financial supports from
other sources shall be used to support the implementation of the Policy on HR in

Education Sector at national and subnational levels.
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4. HR development

To ensure an effective implementation of the Policy on HR in Education
Sector, attention shall be paid to the development of training materials/tools aiming at
supporting the management and development of HR to reach the national, regional
and global standards and to build the capacity of the following HR (target groups):

1) Educational managers at national and sub-national levels (the capacity
building shall be focusing): on knowledge, skills and capacities related to leadership,
supervision/monitoring, and evaluation of the utilization, management and
development of HR.

2) Educational planners: on knowledge, skills and capacities related to the
development of workforce planning, staff data analysis, and demand for and supply of
staff.

3) HR developers/ trainers: on knowledge, skills and capacities related to job
analysis, need analysis, prioritized target groups to be trained (based on organizational
needs), and the systematic and modes of the training deliveries.

4) All educational personnel: on knowledge related to Policy on HR in
Education Sector and the benefits gained from the implementation of this policy.

5. Project implementation

To ensure effective and successful implementation of Policy on HR in
Education Sector, attention shall be paid to the following aspects:

1) Consultation with key stakeholders on the development of the Master Plan
on HR Management and Development. This plan is to harmonize financial supports,

rationalization of educational personnel management and development, institution
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development, decentralization and deconcentration implementation, and the
effectiveness of this policy implementation.

2) The alignment between the Policy on HR in Education Sector with the
policies, programs and strategies of the RGC/MoEYS.

3) The review and evaluation of the effectiveness and recommendations on the
improvement of the implementation of the Policy on HR in Education Sector.

4) The development of short and medium term Action Plans and Operational
Plans to implement the Policy on HR in Education Sector including: Using all means
to widely disseminate the Policy on HR in Education Sector to all education
institutions/organizations and relevant stakeholders, developing detailed guidelines,
amending and rectifying new legislative instruments related to this policy, updating,
perfecting and modernizing the data and workforce planning, and developing and
updating job description and job specification (JD & JS) for all types of positions of
educational personnel.

Monitoring and evaluation

To ensure successful implementation of the Policy on HR in Education Sector,
it requires an establishment of the following up, reviewing, monitoring and evaluating
systems at both national and sub-national levels. The work shall be participated by
representatives of all institutions / organizations with the focus on targets and
indictors on HR management and development as set in the National Strategic
Development Plan (NSDP) and Education Strategic Plan (ESP), targets and strategies
of the Master Plan or Action Plans to implement the Policy on HR in Education
Sector, achievement against the targets sets and the defined standards, participation of

benefit gained, and impact on all educational stakeholders in terms of implementing
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this policy, and conducting inspection or auditing the work performed by educational
managers in relation to the effectiveness of the implementation of this policy.

In summary, policy on human resources of MoOEYS also supports and
strengthens the competency development of educational personnel including school
directors, and describes more specifically in the fourth strategy which focuses on the
human resource management and leadership enhancement. The policy is supported by
the action plan with monitoring and evaluation for the results of the implementation.

Related Research and Studies

Cavazos and Ovando (2012) conducted a study on important competencies for
the selection of effective school leaders: principals’ perceptions using 21
responsibilities of the school leader of Marzano et al. (2005) and found that all
competencies appear to be important, only few principals view “contingent rewards”
and “optimizer” as not important. And, communication competency (mean = 4.85), or
establishing strong lines of communication with and among teachers and students is
the most important one; Visibility (having quality contact with teachers and students)
is the second highest mean (4.82); the third highest means were culture (fostering
shared beliefs and a sense of community and cooperation); focus (establishing clear
goals and keeping those goals in the forefront of the school’s attention); and
involvement in curriculum, instruction, and assessment (being directly involved in the
design and the implementation of curriculum, instruction and assessment practices),
had a mean value of 4.73, while the competency of contingent reward, or the
principal’s ability to recognize and reward individual accomplishments, was the least
important (mean = 4.41). The means of all 21 competencies were between agree (4.0)

and strongly agree (5.0).
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Verbeke (2014) studied on competencies for leadership role in educational
development by using Delphi technique and the four-round Delphi study identified 66
competencies as a cluster of knowledge, skills , abilities and values required for an
educational development leadership role; and there were additional 8 competencies:
(1) experience in a teaching and learning center or higher education administrative
role, (2) Ability to advance or enhance the culture around teaching and learning, (3)
Experience working in a specific context (e.g., healthcare, STEM), (4) Responsibility
or input into policies around teaching and learning, (5) Allocation of resources for
teaching and learning initiatives, (6) Managing the daily operations of the unit, (7)
Ability to grow the center’s repertoire and/or services, and (8) Other, institution-
specifies duties.

Marshall (1999) researched on public school administrator competencies: a
comparison of the perceptions of stakeholders in Alabama by using the six Interstate
School Leaders Lincensure Consortium (ISLLC) standards for educational
administrators: vision, school culture, management, collaboration/community, ethics,
and politics as a conceptual framework and the study revealed that stakeholders treat
ethics as the most important competency for school administrators; school culture is
the next, followed by vision, management, collaboration, and political context.
Teachers and parents put current technologies that support management functions as
more important than did educational leadership professor.

Peterson (2012) studied on principal perceptions of the relevancy of the K-12
Minnesota principal competencies by using the 16 Minnesota K-12 Principal
Competencies: leadership, organizational management, diversity leadership, policy

and law, political influences and governance, communication, community relations,
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curriculum planning and development for the success of all learners, instructional
management for the success of all learners, human resource management, values and
ethics of leadership, judgment and problem analysis, safety and security, instructional
leadership, monitor student learning, and K-12 leadership as a framework for the
study and found that the relevancy between the Minnesota K-12 Principal
Competencies and their work as principals is close alignment; in other words,
principals’ day-to-day practicing work is highly associated with the 16 Competencies
mentioned. The competency of communication is considered as essential skills among
all.

Moody (2007) explored a study on superintendents’ perceptions of the
competencies of newly hired principals by utilizing the six Interstate School Leaders
Lincensure Consortium (ISLLC) standards for educational administrators as a
conceptual framework and the study showed that newly hired principals view vision,
school and community cultural awareness, and collaboration as the common traits of
experience, while the greatest problematic competencies with most prominent being
inexperience were both school and community culture in a lack of understanding.
Newly hired principals practiced most often in the competency of ethics; however,
they were least competent in the politics competency concerning education. The study
also revealed that the most significant key factor to increase competency and success
was experience in a previous administrative role.

Intarasopa (2012) conducted a study on development of instructional
leadership competencies of small-sized school administrators and found that
instructional leadership competencies of small-sized school administrators for both

present and desirable situations were high in overall. Among 14 competency
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dimensions and 35 competencies, there were 4 competency dimensions and 10
competencies with high need: (1) resource administration for instruction, (2)
curriculum development, (3) research for developing learning quality, and (4)
supervision and assessment. And there were 44 guidelines for developing
instructional leadership competencies which are appropriate, possible and practical.

Pothikul (2009) studied on competency of school administrators under Suphan
Buri Educational Service Area Office 2 based on professional standard of the
Secreatariat Office of the Teachers’ Council of Thailand and the study expressed that
in overall the mean was at 3.77 of the competency and each aspect was between 3.66
— 4.02 mean, the competency of virtues and ethics was the highest mean, while the
academic administration was the lowest. The others sorted from high to low mean:
principles and process in educational administration, student affair administration,
educational quality assurance, educational planning, public and community relations
administration, information and communication technology administration,
management, business affairs, finance, supplies and building and environmental
administrations, personnel administration and academic administration. The
competency in overall and each aspect classified by school sizes was different - the
competency of large-sized school administrators, the competency of medium-sized
school administrators, and the competency of small-sized school administrators,
sorted from highest to lowest mean.

Srichanvaing (2010) studied on the competency of the secondary school
administrators under the office of Udon Thani educational service area and found that
the competency of the secondary school administrators perceived by teachers

classified by school size was at high level both as a whole and each aspects; and was
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different as a whole and each aspect: special large, large, medium, and small schools,
and the competency of achievement orientation, good service, self-development,
teamwork, and morality and ethics.

Jangaew (2008) studied on competency development in accordance with
standards of professional knowledge and experience of educational institution
administrators in Aumphur Huaithaleang under Jurisdiction of the Office of Nakhon
Rathchasima Educational Service Area 2 and found that there were the development
plan for education and educational management by using principles of participation
and responsiveness to local needs, supervision, knowledge management with various
methods, promoting and supporting curricular development training, developing
potential of personnel, classroom action research, management of resources, budget,
learning sources, student activities, quality assurance, information technology, and
effective public relations, the use of good governance principles in personnel, budget,
academic, and general management, and leadership and good modeling in the
morality and ethics. In addition, there were 10 guidelines for developing competency
of educational institution administrators: (1) Building awareness, spirit, faith,
participation, leadership and networks of the organization, (2) training, conducting
seminar on potential development, and enhancing research continuously in various
designs and practices, (3) allocating finance and resources in order to promote
lifelong and sustainable learning development, (4) using good governance principles
in management of education and educational institution and even resources, (5)
Decentralizing educational administration to educational institutions in realistic, (6)
Developing and improving student development special activities and student

supporting system to be effective, (7) building educational quality assurance in order
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to develop education and work team strongly, (8) supervising, controlling, and
monitoring continuously the management of information technology, (9) publicizing
proactively and reactively with the support from local administrative organizations,
and community, and (10) having leadership, discipline, professional ethics, and good
model in morality and ethics.

Sattasathuchana (2006) studied on school administration competency as
perceived by school administrators in schools under the Office of the Basic Education
Commission, Educational Inspection Region Six by using conceptual framework of
standards of professional knowledge and experience of Teachers’ Council of Thailand
(2006) consisting of 10 aspects—principles and procedures for educational
administration, educational policy and planning, academic administration,
administrative, financial, procurement and building management, personnel
management, student activities management, educational quality assurance,
information technology management, public and community relations administration,
and morality and ethics for educational institution administrators, and found school
administration competency levels in overall were high and competency of morality
and ethics for education institution administrators was the highest, while competency
of personnel management was the lowest. The level of school administration
competency in Suphanburi compared to Ratchaburi province was different but not
different in comparison with other provinces.

Booncherdchoo (2009) studied on the development of a model of school
administrators’ competency development in accordance with education professional
standards and found that the school administrators’ competency in accordance with

education professional standards consists of 20 items with 101 behavioral
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characteristics, the characteristics of the model is an integrated development model
for developing administrators’ competency development focusing on the academic
affair administration competence, the management as quality assurance competence,
the operation management competence, the change management competence, and the
knowledge management in organization competence, and the experts agreed that the
model developed was suitable at the highest level with mean values of 4.57 — 4.86,
was probable at a high to highest level with mean values of 4.29 — 4.86.

Donprasit (2009) conducted a study on the development of a competency
development system of basic education institution principals and found that the
competency development system for basic education institution principals consists of
input factor with 4 sub-components of the principle of competency development,
objective, people-related in development, and development budget, process factor
with 4 sub-components of preparation, pre-evaluation, implementation phase of
development, and post evaluation, output with reporting the development result,
feedback with analyzing the development result, and environment factor with 4 sub-
components of economics, technology, social political, and political. The system
development examined by experts showed that the mean value was 4.16 and the

standard deviation was 0.37.



CHAPTER 3
RESEARCH METHODOLOGY

This study is a descriptive research aiming to study the competency of
secondary school directors under the jurisdiction of Phnom Penh Municipal
Department of Education, Youth and Sport, the Kingdom of Cambodia that consists
of three main objectives including:

1) To study the competency dimensions and sub-dimensions of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport, the Kingdom of Cambodia

2) To determine the present and desirable competency levels of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport, the Kingdom of Cambodia

3) To develop guidelines for the competency development of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport, the Kingdom of Cambodia

This study employed the concept of problem solving process (Beecroft, Duffy,
& Moran, 2003) as follows:

1) Defining problems: The researcher conducted the interview with five
Cambodian experts specializing in competency in the field of education to identify the
competencies needed by Cambodian secondary school directors and utilized needs
assessment based on modified priority needs index (PNlmogified) t0 define the
problems. The problems are the competencies that have the priority need to be
developed. The competency with higher value of PNInggifies than average value of

PN Inodified 1S considered as prioritized to be developed.
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2) Generating alternative solutions: The researcher ordered the competencies
considered as prioritized to be developed in the first stage according to the value of
PNImogifies from the highest to the lowest values and then used open-ended questions
in the questionnaire for obtaining recommendations of the respondents. Thus, the
researcher can draft the guidelines for developing competency of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport.

3) Evaluating and selecting on the solution: In order to develop guidelines for
the competency development of secondary school directors under the jurisdiction of
Phnom Penh Municipal Department of Education, Youth and Sport, the researcher
verified the draft of the guidelines for developing competency of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport through interviewing with academics, educational leaders, and a
school director.

4) Implementing and making a follow-up on the solution: This step is not
applied in this study.

Research methodology for this study is processed in three main phases to
respond to the research objectives of the study. The first phase was studying the
competency dimensions and sub-dimensions of school directors. The second phase
was determining the present and desirable competency levels of school directors. The
third and final phase was developing guidelines for the competency development of

school directors.
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Phase 1: Studying the competency dimensions and sub-dimensions

In this phase, the researcher reviewed and synthesized the literature on
competency from various sources to draft a research conceptual framework. The
competency literature used as the draft of research conceptual framework for this
study included Cotton (2003), Marzano et al. (2005), Florida Department of
Education (2008), Minnesota State Board Rule 3215.0500 (2008), Ministry of
Education (2013), The Teachers’ Council of Thailand (2006), and Ministry of
Education, Youth and Sport (2010). The synthesis of competency of secondary school
directors from seven sources resulted in 6 competency dimensions and 32 sub-
dimensions as follows:

Dimension 1: Policy and direction

1.1 Vision and purpose

1.2 Quality focus

1.3 Strategic thinking

1.4 Proactive

1.5 Ideals and beliefs

Dimension 2: Instructional and achievement

2.1 Achievement orientation

2.2 Knowledge of curriculum, instruction, and assessment

2.3 Knowledge sharing

2.4 Involvement in curriculum, instruction, and assessment

2.5 Supervisor

2.6 Discipline

2.7 Monitoring and evaluating



2.8 Diversity leadership

2.9 K-12 leadership

Dimension 3: Managing change and innovation
3.1 Problem solving

3.2 Managing change

3.3 Informed decision making

3.4 Managing school improvement

3.5 Creativity and innovation

3.6 Flexibility

3.7 Situational awareness

Dimension 4: Resource and operation
4.1 Finance management

4.2 Physical development

4.3 Performance management

4.4 ICT management

4.5 Human resource management
Dimension 5: People and relationship
5.1 Capacity building

5.2 Communication

5.3 Relationship building

5.4 Teamwork

5.5 Culture

Dimension 6: Morality, values, and ethics of leadership

6.1 Professional and leadership ethics

81
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This research conceptual framework was verified by experts using a semi-
structured interview. Five Cambodian experts were selected for the individual
interview using purposive sampling technique, with the criteria of specialization in
human resource management and/or development, or specifically competency in the
field of education.

Phase 2: Determining the present and desirable competency levels

In this phase, after obtaining the results of research objective 1 that explore
competency dimensions and sub-dimensions of secondary school directors under the
jurisdiction of Phnom Penh Municipal Department of Education, Youth and Sport, a
final research conceptual framework was identified and utilized for responding to
research objective 2 and 3.

Population and Sample Population

The sample population for this study included all secondary public schools
under the jurisdiction of Phnom Penh Municipal Department of Education, Youth and
Sport, accounted for 66 schools.

The respondents consisted of 66 school directors and 5,629 teachers in
academic year 2013-2014.

The sample size of 436 respondents comprising 66 school directors and 370
teachers was determined using the table of Yamane (1973, p. 1088). Stratified random
sampling was used to select the sample population of the study.

The following are the formula for calculating the sample size of teacher in

each district and the teacher samples in each district are presented in Table 3.1.

Sample size in each district = number of public secondary schools in each

district / total number of public secondary schools in Phnom Penh X Sample
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Therefore,

1,136

5629 X 370

Sample size in each district =

=0.20 x 370
=74.67

Table 3.1 Population and sample size of teachers classified by districts

District Teacher Population Sample
Chamkamon 1136 75
Daun Penh 763 50
Mean Chey 668 44
7 January 297 19
Russey Keo 571 38
Sen Sok 448 29
Toul Kork 894 59
Dangkao 346 23
Po Sen Chey 506 33

Total 5,629 370

Research Instrument

A guantitative method was employed, through a descriptive survey. Surveys
allow researchers to remain objective in the study (Leedy & Ormrod, 2005). The
research instrument in this phase was a questionnaire developed by the researcher
based on the research conceptual framework of the study. The questionnaire
instrument adopted a 5-point Likert scale. As Leedy and Ormrod (2005) point out that
using a rating scale and allowing multiple individuals to complete the same survey
independently of each other are strategies the researcher can use to maintain

objectivity.
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The questionnaire consisted of three sections. Demographic data of the
respondents located at the first section of the questionnaire included gender, age,
current position, the highest degree earned to date, and the respondent’s number of
years in current position. Section two sought information relevant to present and
desirable competency levels of secondary school directors under the jurisdiction of
Phnom Penh Municipal Department of Education, Youth and Sport. Participants were
asked to respond to statements in dual response format for the present and desirable
perspectives (Wongwanich, 2005), with a 5-point Likert scale from 1 (presently
behaving or practicing at the lowest level / in the future need to behave or practice at
the lowest level) to 5 (presently behaving or practicing at the highest level / in the
future need to behave or practice at the highest level). The third and final section
captured the participants’ comments and recommendations using open-ended
questions relevant to competency of secondary school directors under the jurisdiction
of Phnom Penh Municipal Department of Education, Youth and Sport.

Research instrument testing

Content validity of the questionnaire in this study was measured using content
expert method, through the analysis of item objective congruence (10C). Five content
experts in Cambodia were invited to evaluate individual items developed by the
researcher. The items that have the value of item objective congruence index ranging
from .8 to 1 were selected and used for data collection. Rovinelli and Hambleton
(1977) suggested that if five content experts are used, a generally accepted value of
item objective congruence index should be approximately .8. In this study, two items

were removed.
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The try-out of the questionnaire was conducted with five school directors and
twenty-five teachers of secondary public schools, whose characteristics were similar
to the sample but were not the sample, for instrument reliability assessment.
Cronbach’s alpha reliability coefficient was calculated to be .992. The alpha of .7 and
above is acceptable (George & Mallery, 2003).

Data collection

Permission from Faculty of Education, Chulalongkorn University was
requested and granted to collect data. The questionnaires, attached with permission
letters from the university and Ministry of Education, Youth and Sport, were directly
distributed to school directors and teachers through the researcher. The returned
questionnaires were also collected by the researcher.

Data Analysis

Demographic respondent data located at the beginning of the questionnaire
was analyzed using descriptive statistics: frequency and percentage.

Data on present and desirable competency levels of secondary school directors
under the jurisdiction of Phnom Penh Municipal Department of Education, Youth and
Sport located at the second section of the questionnaire was analyzed using
descriptive statistics of mean and standard deviation and the criteria for interpreting
mean score are as follows (Best, 1977):

Mean score of 4.50 —5.00  refers to the highest level of competency

Mean score of 3.50 —4.49  refers to the high level of competency

Mean score of 2.50 —3.49  refers to the moderate level of competency

Mean score of 1.50 —2.49  refers to the low level of competency

Mean score of 1.00 — 1.49  refers to the lowest level of competency
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Data on comments and recommendations from the respondents located at the
section three of the questionnaire was coded and analyzed using content analysis.

Modified Priority Needs Index (PNInogifieq) 1S USed in this phase to examine
the priority needs of each competency. PNImgdgifies IS @ tool for measuring the
difference or gap between the desirable and present states, which is adjusted from
original priority needs index by Nonglak Wiratchai and Suwimon Wongwanich and
has the formula as PNl gifies = (I — D) / D (Wiratchai & Wongwanich, 1999). Where,
I (Importance) refers to the desirable competency levels of secondary school directors
under the jurisdiction of Phnom Penh Municipal Department of Education, Youth and
Sport and D (Degree of Success) refers to the desirable competency levels of
secondary school directors under the jurisdiction of Phnom Penh Municipal
Department of Education, Youth and Sport in this study.

Data on the competency levels of school directors for the present and desirable
states were analyzed using PNInyogiieds- The importance order of needs is ranged from
the highest to the lowest value of PNIngifies- The higher value of PNInyogisies refers to
higher needs to be developed. The criteria were set to assess the competencies with
high needs to be developed; that is, the competencies whose values of PNImqgifieq are
higher than the average value of PNInqgisies are considered as having priority needs to
be developed.

The results of data analysis on priority needs of each competency were utilized
to develop guidelines for the competency development of secondary school directors
under the jurisdiction of Phnom Penh Municipal Department of Education, Youth and

Sport in the next phase (i.e., phrase 3).
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Phase 3: Developing guidelines for the competency development

This phase focuses on developing guidelines for the competency development
of secondary school directors under the jurisdiction of Phnom Penh Municipal
Department of Education, Youth and Sport.

The sample selected through purposive sampling technique included three
academics whose professions are lecturers of educational administration, especially
teaching the subjects of human resource management and development and/or
principalship at higher education institutions, two educational leaders whose job
duties are relevant to the competency development of secondary school directors, and
a school director who is the practitioner. Research instrument was a semi-structured
interview developed by the researcher based on the results of needs assessment in
phase two and verified by the advisor. Data was collected through individual
interviews in person between the researcher and the interviewees along with
permission letters from Faculty of Education, Chulalongkorn University and Ministry
of Education, Youth and Sport. The collected data were coded and analyzed using

content analysis.



CHAPTER 4
RESEARCH RESULTS

This chapter reports results of the study. The results of this study begin with
restating the research objectives, followed by reporting findings of each research
objectives. The research objectives are:

1. To study the competency dimensions and sub-dimensions of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport.

2. To determine the present and desirable competency levels of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport.

3. To develop guidelines for the competency development of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport.

Findings of Competency Dimensions and Sub-dimensions of Secondary School
Directors under the Jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport

These findings were obtained from conducting the interview with five
academic experts and explore the experts’ opinions towards the competency
dimensions and sub-dimensions secondary school directors under the jurisdiction of
Phnom Penh Municipal Department of Education, Youth and Sport should have for
school effectiveness and student achievement. The findings also help establish the
final draft of research conceptual framework for the study after the interview.

After the interview one competency dimension is added and some competency

sub-dimensions have been mentioned and adjusted in accordance with the experts’
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comments. The following are the interview results presenting competency dimensions
and sub-dimensions on which the experts’ views, followed by a table presentation
with frequency and final research conceptual framework used in the study.

Interview results

In the first draft of research conceptual framework, there are 6 competency
dimensions and 32 sub-dimensions. The six competency dimensions are policy and
direction, instructional and achievement, managing change and innovation, resource
and operation, people and relationship, morality, values, and ethics of leadership.
Among six competency dimensions, four have been suggested by at least one expert
as follows:

Dimension 1: Policy and Direction school directors have to have knowledge
and skills of leadership as they are school leaders who lead staff and teachers in the
schools (Expert 1: Feb, 15, 15; Expert 2: Feb, 19, 15; Expert 5: Feb, 27, 15)

Dimension 2: Instructional and Achievement school directors have
academic skills (Expert 1: Feb, 15, 15), pedagogy (Expert 2: Feb, 19, 15), academic
management (Expert 5: Feb, 27, 15)

Dimension 4: Resource and Operation school directors have knowledge and
skills of management (Expert 1: Feb, 15, 15; Expert 5. Feb, 27, 15), school
administration (Expert 2: Feb, 19, 15; Expert 3: Feb, 20, 15).

Dimension 5: People and Relationship school directors should have good
public relations (Expert 1: Feb, 15, 15)

Whereas, the other two dimensions, managing change and innovation and
morality, values, and ethics of leadership, are not viewed by the experts; however,

their sub-dimensions have been suggested.
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A new competency dimension, language, is added since school directors
should have English skills to compete in the region (Expert 1: Feb, 15, 15; Expert 3:
Feb, 20, 15), and therefore there are 7 competency dimensions for secondary school
directors.

In policy and direction dimension, two competency sub-dimensions have been
suggested as follows:

Sub-dimension 1.1: Vision and Purpose school directors can explain vision
and mission of the schools (Expert 2: Feb, 19, 15)

Sub-dimension 1.3: Reasoning/Strategic thinking school directors can do
the planning (Expert 3: Feb, 20, 15) such as project proposal writing (Expert 1: Feb,
15, 15), school self-evaluation for planning the development of the school (Expert 2:
Feb, 19, 15).

In instructional and achievement dimension, five competency sub-dimensions
have been suggested as follows:

Sub-dimension 2.2: Knowledge of curriculum, instruction, and
assessment school directors have academic skills (Expert 1: Feb, 15, 15), curriculum
leadership and pedagogy (Expert 2: Feb, 19, 15), knowledge in teaching (Expert 4:
Feb, 23, 15), academic management and teaching experience (Expert 5: Feb, 27, 15).

Sub-dimension 2.3: Knowledge sharing school directors have to discuss
with teachers about various issues in the school (Expert 4: Feb, 23, 15).

Sub-dimension 2.4: Involvement in curriculum, instruction, and
assessment school directors have academic skills (Expert 1: Feb, 15, 15), curriculum
leadership and pedagogy (Expert 2: Feb, 19, 15), teaching schedule preparation and

teacher support such as making teaching schedule convenient to all teachers (Expert



91

4: Feb, 23, 15), academic management and teaching experience (Expert 5: Feb, 27,
15).

Sub-dimension 2.5: Supervisor school directors have the ability to inspect
the work of subject heads (Expert 3: Feb, 20, 15) and manage teaching and learning
(Expert 4: Feb, 23, 15).

Sub-dimension 2.6: Discipline school directors have to start and stop on time,
meaning that they ensure that teachers have to teach with adequate time in compliance
with the set policy (Expert 4: Feb, 23, 15).

Sub-dimension 2.7: Monitoring and Evaluating school directors have to
have monitoring and evaluating to ensure the work performance and effective
teaching (Expert 1: Feb, 15, 15; Expert 2: Feb, 19, 15)

In managing change and innovation dimension, two competency sub-
dimensions have been mentioned as follows:

Sub-dimension 3.1: Problem solving school directors have the ability to
solve problems (Expert 3: Feb, 20, 15)

Sub-dimension 3.3: Informed decision making school directors share their
leadership through giving opportunity for teachers to make some important such as
teaching program (Expert 1: Feb, 15, 15)

In resource and operation dimension, all competency sub-dimensions have
been suggested by at least 2 experts for each sub-dimension as follows:

Sub-dimension 4.1: Finance management school directors have the ability
of budget management (Expert 3: Feb, 20, 15; Expert 5: Feb, 27, 15).

Sub-dimension 4.2: Physical development school directors can manage

environment in the school (Expert 4: Feb, 23, 15; Expert 5: Feb, 27, 15)
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Sub-dimension 4.3: Performance management school directors can do
performance appraisal (Expert 1: Feb, 15, 15) and advise and give feedback to
teachers’ performance (Expert 2: Feb, 19, 15).

Sub-dimension 4.4: ICT management school directors have to have ICT
skills (Expert 1: Feb, 15, 15; Expert 2: Feb, 19, 15).

Sub-dimension 4.5: Human resource management school directors have to
organize duties for staff (Expert 3: Feb, 20, 15), manage teachers (Expert 4: Feb, 23,
15) and personnel (Expert 5: Feb, 27, 15).

In people and relationship dimension, two competency sub-dimensions have
been suggested as follows:

Sub-dimension 5.2: Communication school directors have to communicate
with students and teachers very often (Expert 2: Feb, 19, 15). In terms of written
communication, school directors had report writing skills (Expert 4: Feb, 23, 15).

Sub-dimension 5.3: Relationship building school directors have relation
with community and other stakeholders (Expert 2: Feb, 19, 15), knowledge of law in
order to build relationship with outside partners such as private companies and
universities (Expert 3: Feb, 20, 15), relation with authority and alumni (Expert 4: Feb,
23, 15), and knowledge of education law (Expert 5: Feb, 27, 15).

In morality, values, and ethics of leadership dimension, which consists of
professional/leadership ethics competency sub-dimension, and school directors should
have good governance (Expert 2: Feb, 19, 15) and good governance such as
transparency (Expert 5: Feb, 27, 15).

A new competency sub-dimension, English skills, is added and is of language

dimension (Expert 1: Feb, 15, 15; Expert 3: Feb, 20, 15).
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According to the interview result above, the summary of competency
dimensions and sub-dimensions can be shown in the table 4.1.

Table 4.1 Summary of interview result on competency dimensions and sub-
dimensions of school directors

Expert

Competency Dimensions and Sub-Dimensions 1T 2 3 7 5 Frequency
1. Policy and Direction
1.1 Vision and purpose v 1
1.2 Reasoning/Strategic thinking v vV 3
2. Instructional and Achievement
2.1 Knowledge of curriculum, instruction, and assessment v v v o v 4
2.2 Knowledge sharing v 1
2.3 Involvement in curriculum, instruction, and assessment o v v o v 4
2.4 Supervisor o v 2
2.5 Discipline v 1
2.6 Monitoring and Evaluating v v 2
3. Managing Change and Innovation
3.1 Problem solving v 1
3.2 Informed decision making v 1
4. Resource and Operation
4.1 Finance management v 4 2
4.2 Physical development v v 2
4.3 Performance management v v 2
4.4 ICT management v v 2
4.5 Human resource management v v 3
5. People and Relationship
5.1 Communication v v 2
5.2 Relationship building v vV
6. Morality, Values, and Ethics of Leadership
6.1 Professional/Leadership ethics v v 2
7. Language
7.1 English skills v v 2

Table 4.1 shows that the experts suggested seven competency dimensions and
19 competency sub-dimensions. The competencies suggested by the most experts are
knowledge of curriculum, instruction, and assessment, involvement in curriculum,
instruction, and assessment, and relationship building (4 experts), followed by

reasoning/strategic thinking and human resource management (3 experts), while
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problem solving and informed decision making (1 expert) within managing change
and innovation dimension are the least. The rest (2 experts) were moderately
suggested.

Research Conceptual Framework of the Study

Before ending the interview the researcher allowed the experts to comment on
the first draft of research conceptual framework reviewing from the literature in order
to make the framework suitable for Cambodian context. The experts’ comments
revealed that vision and purpose competency should be added “mission” and
reasoning/strategic thinking should be changed to “strategic planning”; however, the
researcher remained the word “thinking” and added “planning”.  Supervisor
competency should be rephrased to “school supervision”, however, the researcher
omitted “school” and then remained “supervision” and competency of knowledge
sharing, involvement in curriculum, instruction, and assessment, and K-12 leadership
should be removed. The researcher agreed to withdraw K-12 leadership as the study
only focuses on secondary level, and instead of removing competency of knowledge
sharing and involvement in curriculum, instruction, and assessment the researcher
integrated the two into “academic sharing and support” covering the similar
meaning of the two competencies. In addition, the interview results show that
competency of English skills is new and added to the research conceptual framework.
The following are the first draft of research conceptual framework shown in Table 4.2

and the final draft of which shown in Table 4.3.



Table 4.2 First draft of research conceptual framework

Competency of Secondary School Directors under the Jurisdiction of Phnom Penh
Municipal Department of Education, Youth and Sport

Dimension 1: Policy and Direction

1.1 Vision and purpose

1.2 Quality focus

1.3 Reasoning/Strategic thinking
1.4 Proactive

1.5 Ideal/Beliefs

Dimension 2: Instructional and Achievement

2.1 Achievement orientation

2.2 Knowledge of curriculum, instruction, and assessment
2.3 Knowledge sharing

2.4 Involvement in curriculum, instruction, and assessment
2.5 Supervisor

2.6 Discipline

2.7 Monitoring and Evaluating

2.8 Diversity leadership

2.9 K-12 leadership

Dimension 3: Managing Change and Innovation

3.1 Problem solving

3.2 Managing change

3.3 Informed decision making

3.4 Managing school improvement
3.5 Creativity and innovation

3.6 Flexibility

3.7 Situational awareness

Dimension 4: Resource and Operation

4.1 Finance management

4.2 Physical development

4.3 Performance management
4.4 ICT management

4.5 Human resource management

Dimension 5: People and Relationship

5.1 Capacity building
5.2 Communication

5.3 Relationship building
5.4 Teamwork

5.5 Culture

Dimension 6: Morality, VValues, and Ethics of Leadership

6.1 Professional/Leadership ethics
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Table 4.3 Final research conceptual framework

Competency of Secondary School Directors under the Jurisdiction of Phnom Penh
Municipal Department of Education, Youth and Sport

Dimension 1: Policy and Direction
1.1 Vision, mission and purpose

1.2 Quality focus

1.3 Strategic thinking and planning
1.4 Proactive
1.5 Ideal/Beliefs

Dimension 2: Instructional and Achievement
2.1 Achievement orientation

2.2 Knowledge of curriculum, instruction, and assessment
2.3 Academic sharing and support

2.4 Supervision

2.5 Discipline

2.6 Monitoring and evaluating

2.7 Diversity leadership

Dimension 3: Managing Change and Innovation

3.1 Problem solving

3.2 Managing change

3.3 Informed decision making

3.4 Managing school improvement
3.5 Creativity and innovation

3.6 Flexibility

3.7 Situational awareness

Dimension 4: Resource and Operation
4.1 Finance management

4.2 Physical development

4.3 Performance management
4.4 ICT management

4.5 Human resource management

Dimension 5: People and Relationship
5.1 Capacity building
5.2 Communication

5.3 Relationship building
5.4 Teamwork
5.5 Culture

Dimension 6: Morality, Values, and Ethics of Leadership
6.1 Professional/Leadership ethics

Dimension 7: Language

7.1 English skills

Table 4.2 shows that the first draft of research conceptual framework is

comprised of six competency dimensions and thirty-two sub-dimensions. Table 4.3



97

shows that the final draft of research conceptual framework, which is the research
conceptual framework used for the study, consists of seven competency dimensions
and thirty-one sub-dimensions after combining the interview results with the first
draft.

Findings of the Present and Desirable Competency Levels of Secondary School
Directors under the Jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport

Demographic Data of the Respondents

Of a total of 436 respondents needed for the study, 360 respondents,
equivalent to 82.56 %, responded to the study and fully participated in the research.
The results of this study are based on those responses. Demographic data of the
respondents are displayed in Table 4.4.

Table 4.4 Demographic data of the respondents

Respondents

Demographic Data of the ST Teachers Total
Respondents Frequency Percentage  Frequency  Percentage  Frequency  Percentage
1. Gender
1.1 Male 58 100 191 63.2 249 69.2
1.2 Female - - 111 36.8 111 30.8
Total 58 100 302 100 360 100
2. Age (years old)
2.1 Less than 30 1 1.7 50 16.6 51 14.2
2.2 30-39 14 24.1 107 354 121 33.6
2.340-49 31 53.4 129 42.7 160 444
2.4 50 and over 12 20.7 16 5.3 28 7.8
Total 58 100 302 100 360 100
3. Highest Degree Earned
3.1 PhD - - - - - -
3.2 Master 34 58.6 41 13.6 75 20.8
3.3 Bachelor 21 36.2 214 70.9 235 65.3
3.4 Associate 1 1.7 18 6.0 19 5.3
3.5 Others: Grade 12 and 9 2 34 29 9.6 31 8.6

Total 58 100 302 100 360 100
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Table 4.4 (continued)

Respondents

Demographic Data of the Directors Teachers Total
Respondents

Frequency  Percentage  Frequency  Percentage  Frequency  Percentage

4. Service Years in Current Position (years)

4.1 Lessthan 5 10 17.2 39 12.9 49 13.6
4.25-9 12 20.7 40 13.2 52 14.4
4.310-14 8 13.8 56 18.5 64 17.8
4.4 15-19 8 13.8 55 18.2 63 17.5
4.5 20 and over 20 34.5 112 37.1 132 36.7
Total 58 100 302 100 360 100
5. Current Position
5.1 School Director 58 100 - - 58 16.1
5.2 Teacher - - 302 100 302 83.9
Total 58 100 302 100 360 100

Table 4.4 shows that all respondents working as school directors are male in
number of 58. The respondents as male teachers (63.2%) are twice more than the
female (36.8%).

For the ages, school director respondents aging from 40 to 49 years old
(53.4%) are the most, followed by the ages of 30 to 39 years old (24.1%) and 50 years
old and over (20.7), while the least (1.7%) are the ages of less than 30 years old.
Similar to school director respondents, most teacher respondents is aging from 40 to
49 years old (42.7%), followed by the ages of 30-39 years old (35.4%), and the ages
of less than 30 (16.6%) were the third. In contrast to school director respondents,
respondents of teachers had ages of 50 and over the least, accounted for 5.3 percent.

For the highest degree earned by respondents, data indicate that most school
directors, accounted for more than fifty-eight percent (58.6%), hold a master’s degree,
about thirty-six percent (36.2%) hold a bachelor degree, more than three percent

(3.4%) have a high school diploma, about two percent (1.7%) earn an associate
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degree, and no school director hold a doctoral degree. In dissimilarity, most teacher
respondents hold a bachelor degree accounting for approximate seventy percent
(70.9%), more than thirteen percent (13.6%) hold a master’s degree, more than nine
percent (9.6%) earn a high school diploma, six percent (6%) have associate degree,
and none of teachers hold a doctoral degree.

For the respondents’ service years in their current position, data reveal that
most school director respondents, more than thirty-four percent (34.5%), have been in
their current position for twenty years or more, about twenty-one percent (20.7%)
have held their current position between five to nine years, about seventeen percent
(17.2%) have worked at their current job for less than five years, and nearly fourteen
percent (13.8%) have held their current position between ten and fourteen years and
between fifteen to nineteen years.

The respondents consist of school directors and teachers, with about sixteen
percent (16.1%) and eighty-four percent (83.9%), respectively.

Present and Desirable Competency Levels of Secondary School Directors
under the Jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport and Priority Needs

This section presents the competency level of school directors for the present
and desirable states and the priority needs of each competency. Data about the present
and desirable competency levels of school directors locate at the section two in the
questionnaire, with respondents as school directors and teachers. The data presented
in this section include mean, standard deviation, Modified Priority Needs Index
(PNImogifies) Of each competency dimension and sub-dimension of school directors.

The findings are displayed in Table 4.5.
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Table 4.5 shows that the competency of school directors is at a high level for
both present and desirable states in overall (x = 3.72; x = 4.41, respectively).

For the present state considering competency dimensions, it reveals that all the
competency dimensions, except for language dimension which is at a moderate level
(x = 2.99), are at a high level. The competency dimension of morality, values, and
ethics of leadership has the highest mean score (x = 4), followed by people and
relationship dimension (x = 3.83), while policy and direction dimension has the
lowest mean score (x = 3.65). Considering competency sub-dimensions, it shows that
all the competency sub-dimensions, except for two competencies, are at a high level.
The competency of professional and leadership ethics has the highest mean score (x =
4), followed by the competency of culture (X = 3.97), while the competency of
situational awareness has the lowest mean score (x = 3.5). The competency of ICT
management (X = 3.47) and English skills (x = 2.99) are at a moderate level.

For the desirable state considering competency dimensions, all the
competency dimensions, except for morality, values, and ethics of leadership
dimension which is at the highest level (X = 4.56), are at a high level. People and
relationship dimension has the highest mean score (x = 4.47), followed by
instructional and achievement dimension (x = 4.45), while language dimension has
the lowest mean score (x = 4.01). Considering competency sub-dimensions, all the
competency sub-dimensions, except for 5 competency sub-dimensions, are at a high
level. The competency of knowledge of curriculum, instruction, and assessment and
the competency of communication have the same highest mean score (x = 4.49),
followed by the competency of teamwork (x = 4.47), while the competency of

English skills has the lowest mean score (x = 4.01). 5 of the 31 competencies are at
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the highest level. The competency of culture (x = 4.58) professional and leadership
ethics has the highest mean score (k¥ = 4.56), followed by managing school
improvement (X = 4.55), and monitoring and evaluating (x = 4.54), while the
competency discipline receives the lowest mean score (x = 4.53).

The higher value of modified priority need index (PNlmogifiead) 1S, the more
priority is needed. In order to select competency dimensions and sub-dimensions of
school directors as priority needs in the benefit of developing guidelines for the
competency development of school directors, the criteria is set. Modified priority
need index (PNImodifieq) Of €ach competency dimension and/or sub-dimension is equal
to or higher than average modified priority need index (PNImogified), Meaning that that
competency dimension and/or sub-dimension is needed as priority for developing
guidelines for the competency development of school directors. The findings reveal
that fifteen competencies in six competency dimensions express higher value of
modified priority need index (PNInodified) than average modified priority need index
(PNImodified). Therefore, the researcher selects these fifteen competencies in six
competency dimensions which has the priority needs to develop for developing the
guidelines for the competency development of school directors. The 15 competencies
are listed and sorted by the highest value of PNIngifieq t0 the lowest as follows:

1. English skills

2. ICT management

3. Vision, mission, and purpose

4. Finance management

5. Situational awareness

6. Academic support and sharing
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7. Quality focus
7. Capacity building
9. Proactive
10. Managing change
11. Achievement orientation
11. Creativity and innovation
13. Flexibility
14. Diversity leadership
15. Strategic thinking and planning
These competencies are within six competency dimensions as follows:
1. Language
1.1 English skills
2. Resource and operation
2.1 ICT management
2.2 Finance management
3. Policy and direction
3.1 Vision, mission, and purpose
3.2 Quality focus
3.3 Proactive
3.4 Strategic thinking and planning
4. Managing change and innovation
4.1 Situational awareness
4.2 Managing change

4.3 Creativity and innovation



4.4 Flexibility

5. Instructional and achievement

5.1 Academic support and sharing

5.2 Achievement orientation

5.3 Diversity leadership

6. People and Relationship

6.1 Capacity building
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Table 4.6 Mean and standard deviation of the school directors’ competency of

vision, mission and purpose for present and desirable states

Directors Teachers Total
Com_petency Present Desirable Present Desirable Present Desirable
Indicators
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.
1. School directors explain
school vision and mission 341 084 414 063 353 087 438 065 351 086 434 0.65
clearly.
2. School directors
describe national education 321 074 403 079 361 081 439 068 355 081 434 071
goals clearly.
3. School directors have a
personal vision for the 374 071 431 068 370 089 442 069 370 087 441 0.69
school.
4. School directors
announce school visionand 381 076 441 065 371 084 443 069 373 082 443 0.68
goals to staff and teachers.
5. School directors
announce school visionand 335 10y 410 085 336 102 424 077 335 101 421 079
goals to parents and
community.
Total 350 081 420 072 358 087 437 070 357 087 434 070

Table 4.6 shows that the competency of vision, mission, and purpose are at a

high level in overall for both present and desirable states (x = 3.57; x = 4.47,

respectively).

For the present state, of the 5 indictors, one indicator (school directors

announce school vision and goals to parents and community) is at a moderate level (x

= 3.35), while the rest are at a high level. The indicator (school directors announce

school vision and goals to staff and teachers) has the highest mean score (x = 3.73),

followed by the indicator (school directors have a personal vision for the school) that
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receives the next highest mean score (x = 3.7), and the indicator (school directors
explain school vision and mission clearly) has the lowest mean score (x = 3.51).

For the desirable state, all the 5 indicators are at a high level. The indicator
(school directors announce school vision and goals to staff and teachers) has the
highest mean score (x = 4.43), followed by the indicator (school directors have a
personal vision for the school) that receives the next highest mean score (x = 4.41),
and the indicator (school directors announce school vision and goals to parents and
community) has the lowest mean score (x = 4.21).

Table 4.7 Mean and standard deviation of the school directors’ competency of
guality focus for present and desirable states

Directors Teachers Total
Competency Present Desirable Present Desirable Present Desirable

Indicators
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

6. School directors identify

work standards to meet the 343 073 410 077 358 085 434 069 356 083 430 0.70
needs of school.

7. School directors
encourage staff and
teachers to maintain high
work standards.

8. School directors monitor
staff and teachers’
commitment to work
standards.

9. School directors develop
quality development plan 369 065 429 068 375 091 445 071 374 088 443 071
for school.

366 071 428 072 363 100 438 075 363 09 436 0.75

355 075 431 068 376 089 443 068 373 088 441 0.68

Total 358 071 425 071 370 087 440 071 366 088 438 071

Table 4.7 indicates that the competency of quality focus is at a high level in
overall for both present and desirable states (x = 3.66; x = 4.38, respectively).

For the present state, all the 4 indicators are at a high level. The indicator
(school directors develop quality development plan for school) has the highest mean
score (x = 3.74), followed by the indicator (school directors monitor staff and

teachers’ commitment to work standards) that receives the next highest mean score (x
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= 3.73), while the indicator (school directors identify work standards to meet the
needs of school) has the lowest mean score (x = 3.56).

For the desirable state, all the 4 indicators are at a high level. The indicator
(school directors develop quality development plan for school) has the highest mean
score (x = 4.43), followed by the indicator (school directors monitor staff and
teachers’ commitment to work standards) that receives the next highest mean score (x
= 4.41), while the indicator (school directors identify work standards to meet the
needs of school) has the lowest mean score (x = 4.3).

Table 4.8 Mean and standard deviation of the school directors’ competency of
strategic thinking and planning for present and desirable states

Directors Teachers Total

Competency

! Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

10. School directors have

knowledge of planningand 355 0.73 426 064 3.60 096 433 070 359 092 432 0.69
developing strategies.

11. School directors hold

minute meetings with staff

and teachers to develop 374 066 450 063 388 088 442 067 386 085 443 066
strategies for achieving
school goals.

12. School directors
evaluate the performance
efficiency of each unit and
set appropriate strategies.
13. School directors
evaluate the performance
efficiency of each unit and
set appropriate strategies.

Total 359 069 434 064 369 08 436 070 367 087 436 0.69

357 068 431 063 364 088 434 070 363 085 434 069

350 071 431 065 360 08 435 071 359 086 434 0.70

Table 4.8 shows that the competency of strategic thinking and planning are at
a high level for both present and desirable states (x = 3.67; X = 4.36, respectively).

For the present state, all the 4 indicators are at a high level. The indicator
(school directors hold minute meetings with staff and teachers to develop strategies
for achieving school goals) has the highest mean score (X = 3.86), followed by the

indicator (school directors evaluate the performance efficiency of each unit and set
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appropriate strategies) that receives the next highest mean score (x = 3.63), and the
indicator (school directors have knowledge of planning and developing strategies) has
the lowest mean score (x = 3.59).

For the desirable state, the indicator (school directors hold minute meetings
with staff and teachers to develop strategies for achieving school goals) has the
highest mean score (x = 4.43), followed by the indicator (school directors evaluate the
performance efficiency of each unit and set appropriate strategies) that receives the
next highest mean score (x = 4.34), and the indicator (school directors have
knowledge of planning and developing strategies) has the lowest mean score (x =
4.32).

Table 4.9 Mean and standard deviation of the school directors’ competency of
proactive for present and desirable states

Directors Teachers Total

Competency

! Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

14. School directors scan
or prevent any obstacles
against change opportunity
for school.

15. School directors take
action immediately when 395 078 445 071 395 092 448 069 395 090 448 0.69
any obstacles occur.

16. School directors outline
the steps and scenarios to
achieve the school goals
set previously.

Total 362 072 426 071 362 08 431 074 360 088 430 0.73

343 070 416 074 333 088 418 075 334 08 418 0.75

348 068 419 069 351 092 425 077 351 089 424 0.76

Table 4.9 illustrates that the competency of proactive is at a high level for both
present and desirable states (x = 3.60; x = 4.30, respectively).

For the present state, two indicators are at a high level. The indicator (school
directors take action immediately when any obstacles occur) has higher mean score (x
= 3.95) and the indictor (school directors outline the steps and scenarios to achieve the

school goals set previously) has lower mean score (X = 3.51). One indicator (school
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directors scan or prevent any obstacles against change opportunity for school) is at a
moderate level (x = 3.34).

For the desirable state, all the 3 indicators are at a high level. The indicator
(school directors take action immediately when any obstacles occur) has the highest
mean score (X = 4.48), followed by the indicator (school directors outline the steps
and scenarios to achieve the school goals set previously) that receives the next highest
mean score (x = 4.24), while the indicator (school directors scan or prevent any
obstacles against change opportunity for school) has the lowest mean score (x = 4.18).

Table 4.10 Mean and standard deviation of the school directors’ competency of
ideals and beliefs for present and desirable states

Directors Teachers Total

Competency

! Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

17. School directors
possess well-defined
beliefs about schools,
teaching and learning.

18. School directors share
beliefs about school,
teaching and learning with
staff and teachers.

19. School directors write a
description of self-belief
that a school must pay 388 075 443 065 380 094 445 071 381 091 444 070
attention to student
achievement.

20. School directors
explain to staff and
teachers about the belief
that academic achievement
is not the only measure of
success in a school.

Total 378 075 439 063 379 088 442 072 376 089 441 071

378 073 443 060 384 093 447 073 383 090 446 071

381 071 436 058 372 093 437 074 374 09 437 072

366 083 433 069 364 087 440 070 364 086 439 0.69

Table 4.10 displays that the competency of ideals and beliefs is at a high level
for both present and desirable states (x = 3.76; x = 4.41, respectively).

For the present state, all the 4 indicators are at a high level. The indicator
(school directors possess well-defined beliefs about schools, teaching and learning)

has the highest mean score (x = 3.83), followed by the indicator (school directors
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write a description of self-belief that a school must pay attention to student
achievement) that receives the next highest mean score (x = 3.81), while the indicator
(school directors explain to staff and teachers about the belief that academic
achievement is not the only measure of success in a school) has the lowest mean score
(% = 3.64).

For the desirable state, the indicator (school directors possess well-defined
beliefs about schools, teaching and learning) has the highest mean score (x = 4.46),
followed by the indicator (school directors write a description of self-belief that a
school must pay attention to student achievement) that receives the next highest mean
score (x = 4.44), while the indicator (school directors share beliefs about school,
teaching and learning with staff and teachers) has the lowest mean score (i = 3.64).

Table 4.11 Mean and standard deviation of the school directors’ competency of
achievement orientation for present and desirable states

Directors Teachers Total
Competency Indicators Present Desirable Present Desirable Present Desirable
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

21. School directors insist on

staff and teachers participate in 3.62 0.77 4.34 0.66 3.75 0.93 4.39 0.76 3.73 0.90 4.38 0.74
reaching work standards.

22. School directors show
appreciation for individual and
group efforts and
accomplishments.

23. School directors publicize
to staff and teachers about the
evidence that will be
acceptable in terms of amount,
kind, and quality for goal and
student achievement.

24. School directors measure

3.59 0.70 4.28 0.64 3.69 0.92 4.39 0.73 3.68 0.88 4.37 0.72

achievement using data that 3.53 0.71 4.24 0.63 3.53 0.91 4.34 0.73 3.53 0.88 4.32 0.72
support the results.
Total 3.62 0.72 431 0.64 3.70 0.89 4.37 0.74 3.66 0.90 4.36 0.72

Table 4.11 shows that the competency of achievement orientation is at a high
level for both present and desirable states (x = 3.66; x = 4.36, respectively).
For the present state, all the 4 indicators are at a high level. The indicator

(school directors insist on staff and teachers participate in reaching work standards)



112

has the highest mean score (x = 3.73), followed by the indicator (school directors
show appreciation for individual and group efforts and accomplishments) that
receives the next highest mean score (x = 3.71), while the indicator (school directors
measure achievement using data that support the results) has the lowest mean score (x
=3.53).

For the desirable state, all the 4 indicators are at a high level. The indicator
(school directors insist on staff and teachers participate in reaching work standards) (x
= 4.38), followed by the indicator (school directors show appreciation for individual
and group efforts and accomplishments) that receives the next highest mean score (x
= 4.38), while the indicator (school directors measure achievement using data that
support the results) has the lowest mean score (x = 4.32).

Table 4.12 Mean and standard deviation of the school directors’ competency of

knowledge of curriculum, instruction, and assessment for present and desirable
states

Directors Teachers Total
Present Desirable Present Desirable Present Desirable
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

Competency
Indicators

25. School directors
possess extensive
knowledge about effective
curricular practices.

26. School directors
possess extensive
knowledge about effective
instructional practices.

27. School directors
possess extensive
knowledge about effective
assessment practices.

28. School directors are
knowledgeable about the
subject matter and
pedagogy.

29. School directors attend
seminar related to
curricular and instructional
improvement.

30. School directors discuss
with other principals or
experts about curricular and
instructional improvement.

367 069 434 069 379 095 448 075 378 092 446 074

372 064 440 056 38 08 449 067 384 083 448 0.65

374 064 438 062 378 094 445 074 377 090 444 072

397 056 447 057 408 084 462 062 406 080 459 0.62

390 083 450 057 400 086 456 065 398 085 455 064

374 081 436 072 371 096 444 074 371 094 443 074

Total 379 069 441 062 389 087 451 069 38 087 449 068
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Table 4.12 shows that the competency of knowledge of curriculum,
instruction, and assessment is at a high level for both present and desirable states (x =
3.86; x = 4.49, respectively).

For the present state, all the 6 indicators are at a high level. The indicator
(school directors are knowledgeable about the subject matter and pedagogy) has the
highest mean score (X = 4.06), followed by the indicator (school directors attend
seminar related to curricular and instructional improvement) that receives the next
highest mean score (x = 3.98), while the indicator (school directors discuss with other
principals or experts about curricular and instructional improvement) has the lowest
mean score (X = 3.71).

For the desirable state, two of the 6 indicators are at the highest level. The
indicator (school directors are knowledgeable about the subject matter and pedagogy)
has higher mean score (X = 4.59) and the indicator (school directors attend seminar
related to curricular and instructional improvement) has lower mean score (x = 4.55).
The other four indicators are at a high level. The indicator (school directors possess
extensive knowledge about effective instructional practices) has the highest mean
score (x = 4.48), followed by the indicator (school directors possess extensive
knowledge about effective curricular practices) that receives the next highest mean
score (x = 4.46), while the indicator (school directors discuss with other principals or
experts about curricular and instructional improvement) has the lowest mean score (x

= 4.43).



114

Table 4.13 Mean and standard deviation of the school directors’ competency of
academic support and sharing for present and desirable states

Directors Teachers Total

Competency

Indicators Present Desirable Present Desirable Present Desirable

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

31. School directors

continually engage staff

and teachers in dialogue 357 073 424 080 355 092 433 077 356 089 432 078
regarding academic
improvement.

32. School directors keep
informed about current
research and theory on
academic issues.

33. School directors foster
systematic discussion
regarding current research 357 080 421 067 351 094 432 074 352 091 430 073
and theory on effective

schooling.

34. School directors help

and support teachers in 384 072 438 064 384 088 447 068 384 086 446 0.67
instructional issues.

35. School directors share

academic experience 391 073 447 063 375 096 441 075 377 093 442 073
among teachers.

348 078 421 069 349 092 428 075 349 090 427 074

Total 368 075 430 069 367 089 437 074 364 09 436 073

Table 4.13 shows that the competency of academic support and sharing is at a
high level for both present and desirable states (X = 3.64; x = 4.36, respectively).

For the present state, one of the 5 indicators (school directors keep informed
about current research and theory on academic issues) is at a moderate level (x =
3.49), while the other four are at a high level. The indicator (school directors help and
support teachers in instructional issues) has the highest mean score (x = 3.84),
followed by the indicator (school directors share academic experience among
teachers) that receives the next highest mean score (x = 3.77), while the indicator
(school directors foster systematic discussion regarding current research and theory on
effective schooling) has the lowest mean score (x = 3.52).

For the desirable state, the indicator (school directors help and support

teachers in instructional issues) has the highest mean score (x = 4.46), followed by the
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indicator (school directors share academic experience among teachers) that receives
the next highest mean score (x = 4.42), while the indicator (school directors keep
informed about current research and theory on academic issues) has the lowest mean
score (x = 4.27).

Table 4.14 Mean and standard deviation of the school directors’ competency of
supervision for present and desirable states

Directors Teachers Total

Competency

; Present Desirable Present Desirable Present Desirable
Indicators

x S.D. X S.D. X S.D. X S.D. X S.D. X S.D.

36. School directors plan

the academic program 393 077 452 060 387 097 446 075 388 094 447 0.73
supervision.

37. School directors do the

academic program 390 074 455 054 390 093 447 073 390 090 448 0.70
supervision.

38. School directors do a
follow-up of the academic 378 075 436 061 381 095 445 077 381 092 443 074
program supervision result.

Total 387 075 448 058 391 090 446 075 386 092 446 072

Table 4.14 indicates that the competency of supervision is at a high level for
both present and desirable states (i = 3.86; x = 4.46, respectively).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors do the academic program supervision) has the highest mean score (x
= 3.90), followed by the indicator (school directors plan the academic program
supervision) that receives the next highest mean score (x = 3.88), while the indicator
(school directors do a follow-up of the academic program supervision result) has the
lowest mean score (x = 3.81).

For the desirable state, all the 3 indicators are at a high level. The indicator
(school directors do the academic program supervision) has the highest mean score (x
= 4.48), followed by the indicator (school directors plan the academic program

supervision) that receives the next highest mean score (x = 4.47), while the indicator
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(school directors do a follow-up of the academic program supervision result) has the

lowest mean score (x = 4.43).

Table 4.15 Mean and standard deviation of the school directors’ competency of
discipline for present and desirable states

Directors Teachers Total
Present Desirable Present Desirable Present Desirable
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

Competency
Indicators

39. School directors protect

teachers from internal and 397 077 455 068 390 096 454 069 391 093 454 069
external distractions.

40. School directors protect

instructional time from 410 061 460 056 399 095 457 070 401 091 457 068
interruptions.

41. School directors ensure
that teachers provide
adequate instruction
according to the policy.

381 074 443 065 391 095 448 076 389 092 448 0.75

Total 396 071 453 063 39 091 453 072 394 092 453 071

Table 4.15 shows that the competency of discipline is at a high level for the
present state (X = 3.94), while the competency of discipline is at the highest level (x =
4.53).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors protect instructional time from interruptions) has the highest mean
score (x = 4.01), followed by the indicator (school directors protect teachers from
internal and external distractions) that receives the next highest mean score (x = 3.91),
while the indicator (school directors ensure that teachers provide adequate instruction
according to the policy) has the lowest mean score (x = 3.89).

For the desirable state, 2 of the 3 indicators are at the highest level. The
indicator (school directors protect instructional time from interruptions) has higher
mean score (x = 4.57) and the indicator (school directors protect teachers from

internal and external distractions) has lower mean score (x = 4.54). Another indicator



117

(school directors ensure that teachers provide adequate instruction according to the
policy) is at a high level (x = 4.48).

Table 4.16 Mean and standard deviation of the school directors’ competency of
monitoring and evaluation for present and desirable states

Present Desirable Present Desirable Present Desirable

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

42. School directors

continually monitor the

effectiveness of the school’s 395 074 453 054 381 095 445 076 383 092 446 0.73
curricular, instructional, and

assessment practices.

43. School directors

continually aware of the

impact of the school’s 398 074 462 049 382 089 449 070 385 086 451 0.67
practices on student

achievement.

44, School directors assess

the effort and energy put 400 070 457 053 388 090 454 070 390 087 454 067
into teaching by teachers.

45, School directors check

the lesson plans prepared by  4.03 079 455 057 400 088 456 062 400 087 456 061
teachers.

46. School directors follow
up the attendance and
timelines of educational
staff and teachers.

47. School directors spend
much time and regularly
observing the classroom
practices.

422 065 472 045 409 090 459 065 411 086 461 0.63

398 081 457 057 390 091 453 066 391 089 454 064

Total 403 074 459 052 395 086 453 068 393 088 454 0.66

Table 4.16 illustrates that the competency of monitoring and evaluating is at a
high level (x = 3.93) for the present state and at the highest level (X = 4.54) for the
desirable state.

For the present state, all the 6 indicators are at a high level. The indicator
(school directors follow up the attendance and timelines of educational staff and
teachers) has the highest mean score (X = 4.11), followed by the indicator (school
directors check the lesson plans prepared by teachers) that receives the next highest

mean score (x = 4), while the indicator (school directors continually monitor the
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effectiveness of the school’s curricular, instructional, and assessment practices) has
the lowest mean score (x = 3.83).

For the desirable state, 1 of the 6 indicators (school directors continually
monitor the effectiveness of the school’s curricular, instructional, and assessment
practices) is at a high level (i = 3.83), while the other five are at the highest level. The
indicator (school directors follow up the attendance and timelines of educational staff
and teachers) has the highest mean score (x = 4.61), followed by the indicator (school
directors check the lesson plans prepared by teachers) that receives the next highest
mean score (x = 4), while the indicator (school directors continually aware of the
impact of the school’s practices on student achievement) has the lowest mean score (X
= 3.85).

Table 4.17 Mean and standard deviation of the school directors’ competency of
diversity leadership for present and desirable states

Directors Teachers Total

Competency
Indicators Present Desirable Present Desirable Present Desirable

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

48. School directors inspire

teachers to understand and

recognize the significance

of diversity.

49. School directors help

teachers respond to the 383 075 447 063 360 098 437 077 364 095 439 0.75
needs of diverse learners.
50. School directors
promote school and
classroom practices that
validate and value
similarities and differences
among students.

Total 379 078 442 066 371 090 439 074 369 089 439 0.73

384 083 447 068 375 090 444 073 376 089 445 0.72

371 075 433 069 368 087 435 074 368 08 435 073

Table 4.17 shows that the competency of diversity leadership at a high level
for both present and desirable states (x = 3.69; x = 4.39, respectively).
For the present state, all the 3 indicators are at a high level. The indicator

(school directors inspire teachers to understand and recognize the significance of
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diversity) has the highest mean score (x = 3.76), followed by the indicator (school
directors promote school and classroom practices that validate and value similarities
and differences among students) that receives the next highest mean score (X = 3.68),
while the indicator (school directors help teachers respond to the needs of diverse
learners) has the lowest mean score (x = 3.64).

For the desirable state, all the 3 indicators are at a high level. The indicator
(school directors inspire teachers to understand and recognize the significance of
diversity) has the highest mean score (x = 4.45), followed by the indicator (school
directors help teachers respond to the needs of diverse learners) that receives the next
highest mean score (x = 4.39), while the indicator (school directors promote school
and classroom practices that validate and value similarities and differences among
students) has the lowest mean score (x = 3.68).

Table 4.18 Mean and standard deviation of the school directors’ competency of
managing change for present and desirable states

Directors Teachers Total
Competency Present Desirable Present Desirable Present Desirable

Indicators
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

51. School directors
continuously challenge the
status quo in school
administration.

52. School directors are
willing to lead change
initiatives with uncertain
outcomes.

53. School directors
systematically consider
new and better ways of
doing things.

54. School directors
encourage teachers to try to
improve the effectiveness
of instruction through
experimenting with
different kinds of lessons
or new approaches to
teaching.

348 073 412 080 352 053 424 083 352 090 422 082

391 071 443 062 372 097 438 083 375 093 439 080

362 081 431 057 359 093 432 076 359 091 432 073

386 076 443 060 362 101 441 083 366 098 441 079

Total 372 075 432 065 364 093 434 081 363 093 433 079
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Table 4.18 illustrates that the competency of managing change is at a high
level for both present and desirable states (x = 3.63; x = 4.33, respectively)

For the present state, the indicator (school directors are willing to lead change
initiatives with uncertain outcomes) has the highest mean score (x = 3.75), followed
by the indicator (school directors encourage teachers to try to improve the
effectiveness of instruction through experimenting with different kinds of lessons or
new approaches to teaching) that receives the next highest mean score (x = 3.66),
while the indicator (school directors continuously challenge the status quo in school
administration) that receives the lowest mean score (ix = 3.52).

For the desirable state, the indicator (school directors encourage teachers to try
to improve the effectiveness of instruction through experimenting with different kinds
of lessons or new approaches to teaching) has the highest mean score (x = 4.41),
followed by the indicator (school directors are willing to lead change initiatives with
uncertain outcomes) has the next highest mean score (X = 4.39), while the indicator
(school directors continuously challenge the status quo in school administration) has
the lowest mean score (x = 4.22).

Table 4.19 Mean and standard deviation of the school directors’ competency of
problem solving for present and desirable states

Directors Teachers Total
Present Desirable Present Desirable Present Desirable
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

Competency
Indicators

55. School directors
undertake a complex task
by breaking it down into
manageable parts in a
systematic and detailed
way.

56. School directors
anticipate the consequences
of situations and think of
several possible
explanations and
alternatives for a situation.

371 070 441 065 361 095 433 076 363 091 435 075

378 068 440 067 372 090 440 076 373 087 440 0.74




121

Table 4.19 (continued)

Directors Teachers Total

Competency

| Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

57. School directors
identify the information
needed to solve a problem
effectively.

384 074 443 070 378 098 446 079 379 094 446 0.78

Total 378 071 441 068 374 090 440 077 372 091 440 0.76

Table 4.19 shows that the competency of problem solving is at a high level (x
= 3.72; x = 4.4, respectively).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors identify the information needed to solve a problem effectively) has
the highest mean score (x = 3.79), followed by the indicator (school directors
anticipate the consequences of situations and think of several possible explanations
and alternatives for a situation) that receives the next highest mean score (x = 3.73),
while the indicator (school directors undertake a complex task by breaking it down
into manageable parts in a systematic and detailed way) has the lowest mean score (x
=3.63).

For the desirable state, all the 3 indicators are at a high level. The indicator
(school directors identify the information needed to solve a problem effectively) has
the highest mean score (X = 4.46), followed by the indicator (school directors
anticipate the consequences of situations and think of several possible explanations
and alternatives for a situation) has the next highest mean score (x = x = 4.4), while
the indicator (school directors undertake a complex task by breaking it down into
manageable parts in a systematic and detailed way) had the lowest mean score (x =

4.35).
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Table 4.20 Mean and standard deviation of the school directors’ competency of
informed decision making for present and desirable states

Directors Teachers Total

Competency

! Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

58. School directors

provide opportunities for

staff and teachers to be 383 078 438 067 364 101 437 081 367 098 437 079
involved in developing
school policies.

59. School directors
provide opportunities for
staff and teachers on all
important decisions.

60. School directors use
leadership team in decision ~ 4.12 068 457 057 380 099 443 077 385 095 446 0.75
making.

61. School directors give
teachers authority to make
decisions concerning
curriculum management.

400 070 443 065 370 104 440 081 375 100 440 0.79

407 081 462 059 383 102 448 075 387 099 450 0.73

Total 400 074 450 062 381 099 442 079 379 098 443 0.6

Table 4.20 shows that the competency of informed decision making is at a
high level for both present and desirable states (x = 3.79; x = 4.43, respectively).

For the present state, all the 4 indicators are at a high level. The indicator
(school directors give teachers authority to make decisions concerning curriculum
management) has the highest mean score (x = 3.87), followed by the indicator (school
directors use leadership team in decision making) that receives the next highest mean
score (X = 3.85), while the indictor (school directors provide opportunities for staff
and teachers to be involved in developing school policies) has the lowest mean score
(% = 3.67).

For the desirable state, only one indicator (school directors give teachers
authority to make decisions concerning curriculum management) is at the highest
level (x = 4.5), while the other three are at a high level. The indicator (school
directors use leadership team in decision making) has the highest mean score (x =

4.46), followed by the indicator (school directors provide opportunities for staff and
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teachers to be involved in developing school policies) that receives the next highest
mean score, while the indictor (school directors provide opportunities for staff and
teachers to be involved in developing school policies) has the lowest mean score (x =
4.37).

Table 4.21 Mean and standard deviation of the school directors’ competency of
managing school improvement for present and desirable states

Directors Teachers Total

Competency . . .
Indicators Present Desirable Present Desirable Present Desirable

x S.D. X S.D. X S.D. x S.D. x S.D. X S.D.

62. School directors have

high expectations of 374 069 448 057 382 089 449 076 381 086 449 0.73
student learning.

63. School directors

constantly challenge

teachers and students to 397 065 462 056 402 089 458 070 401 086 459 0.67
higher levels of academic
attainment.

64. School directors have a
view of instructional
improvement as an
ongoing process.

407 07 467 051 398 088 45 070 4.00 086 458 0.68

Total 393 068 459 055 398 084 454 072 394 086 455 0.69

Table 4.21 shows that the competency of managing school improvement is at
a high level for the present state (x = 3.94) and at the highest level for the desirable
state (x = 4.55).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors constantly challenge teachers and students to higher levels of
academic attainment) has the highest mean score (x = 4.01), followed by the indicator
(school directors have a view of instructional improvement as an ongoing process)
that receives the next highest mean score (x = 4), while the indicator (school directors
have high expectations of student learning) received the lowest mean (x = 3.81).

For the desirable state, two indicators are at the highest level. The indicator

(school directors constantly challenge teachers and students to higher levels of
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academic attainment) has higher mean score (x = 4.59) and the indicator (school
directors have a view of instructional improvement as an ongoing process) has lower
mean score (X = 4.58). Another indicator (school directors have high expectations of
student learning) is at a high level (x = 4.49).

Table 4.22 Mean and standard deviation of the school directors’ competency of
creativity and innovation for present and desirable states

Directors Teachers Total

Competency

Indicators Present Desirable Present Desirable Present Desirable

x S.D. x S.D. x S.D. x S.D. x S.D. X S.D.

65. School directors inspire
teachers to accomplish
things that might be
beyond their grasp.

66. School directors are the
driving force behind major
initiatives of staff and
teachers.

67. School directors try
new methods for
completing required tasks, 355 071 431 065 352 096 426 084 352 092 427 081
eventually finding a better

way.

364 072 428 070 373 090 439 075 371 087 438 0.74

384 079 445 060 372 103 441 084 374 100 442 080

Total 368 074 434 065 367 093 436 081 366 093 436 0.79

Table 4.22 shows that the competency of creativity and innovation is at a high
level for both present and desirable states (x = 3.66; x = 4.36, respectively).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors are the driving force behind major initiatives of staff and teachers)
has the highest mean score (x = 3.74), followed by the indicator (school directors
inspire teachers to accomplish things that might be beyond their grasp) that receives
the next highest mean score (x = 3.71), while the indicator (school directors try new
methods for completing required tasks, eventually finding a better way) has the lowest

mean score (x = 3.52).
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For the desirable state, all the 3 indicators are at a high level. The indicator
(school directors are the driving force behind major initiatives of staff and teachers)
has the highest mean score (X = 4.42), followed by the indicator (school directors
inspire teachers to accomplish things that might be beyond their grasp) that receives
the next highest mean score (X = 4.38) and the indicator (school directors try new
methods for completing required tasks, eventually finding a better way) has the lowest
mean score (x = 4.27).

Table 4.23 Mean and standard deviation of the school directors’ competency of
flexibility for present and desirable states

Directors Teachers Total

Competency

Indicators Present Desirable Present Desirable Present Desirable

x S.D. X S.D. X S.D. X S.D. X S.D. X S.D.

68. School directors adapt

leadership style to the 378 070 441 062 373 091 439 079 374 088 439 076
needs of specific situations.
69. School directors
encourage staff and
teachers to express diverse
and contrary opinions.

70. School directors are
comfortable with making
major changes in how
things are done.

390 074 453 057 364 105 434 088 368 101 437 084

379 077 448 057 360 100 434 079 363 096 437 076

Total 382 074 448 059 369 095 436 082 368 095 438 0.79

Table 4.23 shows that the competency of flexibility is at a high level for both
present and desirable states (x = 3.68; x = 4.38, respectively).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors adapt leadership style to the needs of specific situations) has the
highest mean (x = 3.74), followed by the indicator (school directors encourage staff
and teachers to express diverse and contrary opinions) that receives the next highest
mean score (x = 3.74), while the indicator (school directors are comfortable with

making major changes in how things are done) has the lowest mean score (x = 3.63).
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For the desirable state, all the 3 indicators are at a high level. The indicator
(school directors adapt leadership style to the needs of specific situations) has the
highest mean score (x = 3.39), while the indicator (school directors encourage staff
and teachers to express diverse and contrary opinions) and the indicator (school
directors are comfortable with making major changes in how things are done) has the
similar mean score (x = 4.37).

Table 4.24 Mean and standard deviation of the school directors’ competency of
situational awareness for present and desirable states

Directors Teachers Total
Present Desirable Present Desirable Present Desirable
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

Competency
Indicators

71. School directors
accurately predict what
could go wrong from day
to day.

72. School directors are
aware of informal groups
and relationships among
the staff and teachers.

73. School directors are
aware of issues in the

345 094 419 089 351 105 425 090 350 103 424 090

347 071 422 073 348 097 420 091 348 094 420 0.89

school that have not 338 114 405 105 355 108 428 089 352 109 424 092
surfaced but could create
discord.

Total 343 093 416 089 351 1.02 424 090 350 102 423 090

Table 4.24 shows that the competency of situational awareness is at a high
level for both present and desirable states (x = 3.5; x = 4.23, respectively).

For the present state, 1 of the 3 indicators (school directors are aware of
informal groups and relationships among the staff and teachers) is at a moderate level
(x = 3.48), and the other two are at a high level. The indicator (school directors are
aware of issues in the school that have not surfaced but could create discord) has the
higher mean score (x = 3.52), while the indicator (school directors accurately predict
what could go wrong from day to day) has lower mean score (x = 3.52).

For the desirable state, all the 3 indicators are at a high level. The indicator

(school directors accurately predict what could go wrong from day to day) and the
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indicator (school directors are aware of issues in the school that have not surfaced but
could create discord) have the similar mean score (x = 4.24). The indicator (school
directors are aware of informal groups and relationships among the staff and teachers)
has the lowest mean score (x = 4.20).

Table 4.25 Mean and standard deviation of the school directors’ competency of
finance management for present and desirable states

Directors Teachers Total

Competency

| Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

74. School directors

explain major process and 314 078 407 081 354 100 434 078 347 098 430 0.79
methods of finance section.

75. School directors apply

critical financial concepts

and practices to establish 353 078 429 073 365 097 441 078 363 094 439 0.77
and maintain realistic
budgets.

76. School directors
identify wasteful financial
practices or opportunities
for greater efficiency.

77. School directors
monitor program/project
expenditures and individual 357 092 431 073 375 097 444 078 372 096 442 0.78
expenses for reporting

purposes.

345 086 426 078 362 099 438 082 359 097 436 082

Total 342 084 423 076 363 098 439 079 360 096 437 0.79

Table 4.25 shows that the competency of finance management is at a high
level for both present and desirable states (X = 3.60; x = 4.37, respectively).

For the present state, 1 of the 4 indicators (school directors explain major
process and methods of finance section) is at a moderate level (x = 3.47), while the
other three are at a high level: The indicator (school directors monitor program/project
expenditures and individual expenses for reporting purposes) has the highest mean
score (x = 3.72), followed by the indicator (school directors apply critical financial
concepts and practices to establish and maintain realistic budgets) that receives the

next highest mean score (X = 3.63), while the indicator (school directors identify
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wasteful financial practices or opportunities for greater efficiency) has the lowest
mean score (X = 3.59).

For the desirable state, all the 4 indicators are at a high level. The indicator
(school directors monitor program/project expenditures and individual expenses for
reporting purposes) has the highest mean score (x = 4.42), followed by the indicator
(school directors apply critical financial concepts and practices to establish and
maintain realistic budgets) that receives the next highest mean score (x = 4.39), while
the indicator (school directors explain major process and methods of finance section)
has the lowest mean score (x = 4.3).

Table 4.26 Mean and standard deviation of the school directors’ competency of
physical development for present and desirable states

Directors Teachers Total

Competency

. Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

78. School directors make

a visual inspection and

monthly reports about

maintenance and 378 084 440 062 365 098 439 079 367 096 439 0.76
cleanliness of furnishings

and teaching and learning

equipment.

79. School directors

determine the needs of 388 077 448 057 374 099 444 077 376 096 444 0.74
classrooms and offices.

80. School directors make
safety and security review
of all facilities and
equipment such as material
loss and fire risk area and
then take immediate action
where possible and record
in minutes.

81. School directors guide
all staff in developing
environmental awareness
and concern.

376 073 443 062 366 100 437 082 368 097 438 079

417 070 462 062 404 088 462 064 406 085 462 0.63

Total 390 076 448 061 381 093 445 075 379 093 446 073

Table 4.26 shows that the competency of physical development is at a high

level for both present and desirable states (x = 3.79; x = 4.46, respectively).
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For the present state, all the 4 indicators are at a high level. The indicator
(school directors guide all staff in developing environmental awareness and concern)
has the highest mean score (X = 4.06), followed by the indicator (school directors
determine the needs of classrooms and offices) that receives the next highest mean
score (X = 3.76), while the indicator (school directors make a visual inspection and
monthly reports about maintenance and cleanliness of furnishings and teaching and
learning equipment) has the lowest mean score (x = 3.67).

For the desirable state, 1 of the 4 indicators (school directors guide all staff in
developing environmental awareness and concern) is at the highest level (x = 4.62),
while the other three are at a high level. The indicator (school directors determine the
needs of classrooms and offices) has the highest mean score (X = 4.44), followed by
the indicator (school directors make a visual inspection and monthly reports about
maintenance and cleanliness of furnishings and teaching and learning equipment) that
receives the next highest mean score (x = 4.39), while the indicator (school directors
make safety and security review of all facilities and equipment such as material loss
and fire risk area and then take immediate action where possible and record in
minutes) has the lowest mean score (x = 4.38).

Table 4.27 Mean and standard deviation of the school directors’ competency of
performance management for present and desirable states

Directors Teachers Total

Competency

. Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

82. School directors

develop and implement

strategies that optimize 376 082 438 067 375 093 445 078 376 091 444 0.76
performance of all staff in
school.

83. School directors
identify and cultivate
potential and emerging
leaders.

395 076 457 057 368 100 440 084 372 097 443 081
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Table 4.27 (continued)

Directors Teachers Total

Competency

! Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

84. School directors

provide specific

performance feedback to

staff and teachers, both 384 079 448 060 376 090 440 080 377 088 442 0.77
positive and corrective, as

soon as possible after the

event or action.

Total 385 079 448 061 377 092 442 081 375 092 443 0.78

Table 4.27 shows that the competency of performance management is at a
high level for both present and desirable states (X = 3.7; x = 4.43, respectively).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors develop and implement strategies that optimize performance of all
staff in school) has the highest mean score (x = 3.77), followed by the indicator
(school directors develop and implement strategies that optimize performance of all
staff in school) that receives the next highest mean score (x = 3.76), while the
indicator (school directors identify and cultivate potential and emerging leaders) has
the lowest mean score (x = 3.72).

For the desirable state, all the 3 indicators are at a high level. The indicator
(school directors develop and implement strategies that optimize performance of all
staff in school) has the highest mean score (X = 4.44), followed by the indicator
(school directors identify and cultivate potential and emerging leaders) that receives
the next highest mean score (x = 4.43), while the indicator (school directors provide
specific performance feedback to staff and teachers, both positive and corrective, as

soon as possible after the event or action) has the lowest mean score (x = 4.42).
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Table 4.28 Mean and standard deviation of the school directors’ competency of
ICT management for present and desirable states

Directors Teachers Total
Present Desirable Present Desirable Present Desirable
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

Competency
Indicators

85. School directors make

clear targets for the use of 309 106 407 093 330 103 424 082 327 104 421 084
ICT content.

86. School directors
encourage all users to
maintain and take care of
computers.

87. School directors
evaluate the use of ICT for 341 104 424 080 349 105 432 083 348 105 431 0.83
improving administration.
88. School directors
promote and support the
use of ICT throughout the
school.

347 113 421 083 355 108 431 086 354 109 429 086

360 102 434 078 361 108 441 083 361 107 440 082

Total 339 107 422 084 348 106 432 083 347 106 430 084

Table 4.28 indicates that the competency of ICT management is at a high level
for both present and desirable states (x = 3.47; x = 4.3, respectively).

For the present state, 2 of the 4 indicators are at a high level. The indicator
(school directors promote and support the use of ICT throughout the school) has
higher mean score (x = 3.61) and the indicator (school directors encourage all users to
maintain and take care of computers) has lower mean score (x = 3.54), while the other
two are at a moderate level. The indicator (school directors evaluate the use of ICT for
improving administration) has higher mean core (x = 3.48) and the indicator (school
directors make clear targets for the use of ICT content) has lower mean score (x =
3.27).

For the desirable state, all the 4 indicators are at a high level. The indicator
(school directors promote and support the use of ICT throughout the school) has the
highest mean score (kX = 4.4), followed by the indicator (school directors evaluate the

use of ICT for improving administration) that receives the next highest mean score (x
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= 4.31), while the indicator (school directors make clear targets for the use of ICT
content) has the lowest mean score (x = 4.21).

Table 4.29 Mean and standard deviation of the school directors’ competency of
human resource management for present and desirable states

Directors Teachers Total

Competency

! Present Desirable Present Desirable Present Desirable
Indicators

X S.D. X S.D. x S.D. X S.D. X S.D. x S.D.

89. School directors have
knowledge of effective
personnel recruitment,
selection, and retention.
90. School directors
understand the
administration of employee 353 073 421 085 376 091 440 080 372 089 437 081
contracts, benefits, and
financial accounts.

91. School directors have
the ability to facilitate,
motivate, and take care of
teachers and staff.

355 092 426 081 372 097 443 083 369 097 440 083

390 072 450 063 383 09 449 079 384 092 449 076

Total 366 079 432 076 378 093 444 081 375 093 442 080

Table 4.29 shows that the competency of human resource management is at a
high level for both present and desirable states (x = 3.75; x = 4.42, respectively).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors have the ability to facilitate, motivate, and take care of teachers and
staff) has the highest mean score (x = 3.84), followed by the indicator (school
directors understand the administration of employee contracts, benefits, and financial
accounts) that receives the next highest mean score (X = 3.84), while the indicator
(school directors have knowledge of effective personnel recruitment, selection, and
retention) has the lowest mean score (x = 3.69).

For the desirable state, the indicator (school directors have the ability to
facilitate, motivate, and take care of teachers and staff) has the highest mean score (x
= 4.49), followed by the indicator (school directors have knowledge of effective

personnel recruitment, selection, and retention) that receives the next highest mean
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score (x = 4.4) the indicator (school directors understand the administration of
employee contracts, benefits, and financial accounts) had the lowest mean score (x =
4.37).

Table 4.30 Mean and standard deviation of the school directors’ competency of
capacity building for present and desirable states

Directors Teachers Total

Competency

Indicators Present Desirable Present Desirable Present Desirable

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

92. School directors plan

and implement all staff

competency development 372 074 436 058 367 094 442 078 368 091 441 0.75
in each subject area and in
teaching methodology.

93. School directors make
a record and evaluate the
implemented plans of staff
competency development.
94. School directors
provide teachers with the
necessary materials and
equipment.

372 079 431 063 365 094 438 078 366 092 437 075

376 090 441 065 360 099 434 083 363 097 435 0.80

Total 374 081 436 062 367 094 438 079 366 094 438 0.77

Table 4.30 shows that the competency of capacity building is at a high level
for both present and desirable states (x = 3.66; x = 4.38, respectively).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors plan and implement all staff competency development in each
subject area and in teaching methodology) has the highest mean score (x = 3.68) and
the indicator (school directors provide teachers with the necessary materials and
equipment) has the lowest mean score (i = 3.63).

For the desirable state, the indicator (school directors plan and implement all
staff competency development in each subject area and in teaching methodology) has
the highest mean score (x = 4.41) and the indicator (school directors provide teachers

with the necessary materials and equipment) has the lowest mean score (x = 4.35).
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Table 4.31 Mean and standard deviation of the school directors’ competency of
communication for present and desirable states

Directors Teachers Total

Competency

! Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

95. School directors listen
to different information
and/or opinions from staff
and teachers.

96. School directors use
appropriate words and tone
with staff and teachers in
the conversation.

97. School directors have
skills of writing documents
or letters to the persons of
different position levels.
98. School directors are
easily accessible to 412 068 466 051 397 093 456 071 399 089 458 068
teachers.

414 069 462 049 381 102 449 083 38 098 451 0.79

395 080 452 068 38 095 449 078 388 093 450 0.76

357 070 433 069 370 094 438 077 368 091 438 0.76

Total 394 072 453 059 387 094 448 077 385 093 449 0.75

Table 4.31 shows that the competency of communication is at a high level for
both present and desirable states (x = 3.85; x = 4.49, respectively).

For the present state, all the 4 indicators are at a high level. The indicator
(school directors are easily accessible to teachers) has the highest mean score (x =
3.99), followed by the indicator (school directors use appropriate words and tone with
staff and teachers in the conversation), while the indicator (school directors have
skills of writing documents or letters to the persons of different position levels) has
the lowest mean score (x = 3.68).

For the desirable state, 1 of the 4 indicators (school directors have skills of
writing documents or letters to the persons of different position levels) is at a high
level (X = 4.38), while the other three are at the highest level. The indicator (school
directors are easily accessible to teachers) has the highest mean score (x = 4.58) and
the indicator (school directors use appropriate words and tone with staff and teachers

in the conversation) has the lowest mean score (x = 4.5).
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Table 4.32 Mean and standard deviation of the school directors’ competency of
relationship building for present and desirable states

Directors Teachers Total

Competency

! Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

99. School directors

encourage the participation 391 084 452 057 382 100 447 080 384 097 448 0.77
of parents and community.
100. School directors
explain the guidelines and
policies of Ministry and the
school to stakeholders.
101. School directors
present the progress of the
agreed and other activities
to stakeholder.

102. School directors have
frequent contact with 403 083 457 060 389 095 450 069 391 093 451 068
students.

376 078 440 065 387 087 446 069 38 08 445 0.68

355 086 428 074 376 088 440 072 373 088 438 0.72

Total 381 083 444 064 38 090 446 073 383 091 446 071

Table 4.32 indicates that the competency of relationship building is at a high
level for both present and desirable states (x = 3.83; x = 4.46, respectively).

For the present state, all the 4 indicators are at a high level. The indicator
(school directors have frequent contact with students) has the highest mean score (x =
3.91), followed by the indicator (school directors explain the guidelines and policies
of Ministry and the school to stakeholders) that receives the next higher mean score (x
= 3.91), while the indicator (school directors present the progress of the agreed and
other activities to stakeholder) has the lowest mean score (x = 3.73).

For the desirable state, 1 of the 4 indicators (school directors have frequent
contact with students) is at the highest level (X = 4.51), while the other three are at a
high level. The indicator (school directors encourage the participation of parents and
community) has the highest mean score (x = 4.48) and the indicator (school directors
present the progress of the agreed and other activities to stakeholder) has the lowest

mean score (x = 4.38).
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Table 4.33 Mean and standard deviation of the school directors’ competency of
teamwork for present and desirable states

Directors Teachers Total
Competency Indicators Present Desirable Present Desirable Present Desirable
X S.D. X S.D. X S.D. X S.D. X S.D. X S.D.

103. School directors

inspire team members to 395 071 455 057 382 095 452 072 384 091 453 0.70
exchange opinions.

104. School directors
suggest an alternative
solution in solving
problems in the team.
105. School directors set
roles and duties for each 407 070 459 053 383 090 446 066 387 088 448 0.65
team member.

Total 398 075 453 057 383 090 446 072 382 091 447 0.69

393 086 447 060 372 094 440 077 375 093 441 074

Table 4.33 shows that the competency of teamwork is at a high level for both
present and desirable states (x = 3.82; x = 4.47, respectively).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors set roles and duties for each team member) has the highest mean
score (x = 3.87) and the indicator (school directors suggest an alternative solution in
solving problems in the team) has the lowest mean score (X = 3.75).

For the desirable state, one indicator (school directors inspire team members to
exchange opinions) is at the highest level (x = 4.53), while the other two are at a high
level. The indicator (school directors set roles and duties for each team member) has
higher mean score (x = 4.48) and the indicator (school directors suggest an alternative
solution in solving problems in the team) has lower mean score (ix = 4.41).

Table 4.34 Mean and standard deviation of the school directors’ competency of
culture for present and desirable states

Directors Teachers Total
Competency Indicators Present Desirable Present Desirable Present Desirable
x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

419 066 467 047 403 094 459 069 405 090 460 0.66

106. School directors promote
cohesion among staff.

107. School directors
create a positive school
climate that teachers feel
good about teaching.

108. School directors make
the feeling of solidarity 414 069 466 051 399 099 458 076 401 095 459 0.73
among staff.

Total 413 067 463 055 399 093 456 072 397 092 458 0.69

407 067 457 065 382 094 452 070 386 091 453 0.69
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Table 4.34 shows that the competency of culture is at a high level for the
present state (x = 3.97) and at the highest level for the desirable state (i = 4.58).

For the present state, all the 3 indicators are at a high level. The indicator
(school directors promote cohesion among staff) has the highest mean score (x = 4.05)
and the indicator (school directors create a positive school climate that teachers feel
good about teaching) has the lowest mean score (x = 3.86).

For the desirable state, all the 3 indicators are at the highest level. The
indicator (school directors promote cohesion among staff) has the highest mean score
(x = 4.6) and the indicator (school directors create a positive school climate that
teachers feel good about teaching) has the lowest mean score (x = 4.53).

Table 4.35 Mean and standard deviation of the school directors’ competency of
professional and leadership ethics for present and desirable states

Directors Teachers Total

Competency Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

109. School directors give

fair and equitable attention 419 069 472 056 386 106 450 084 392 101 454 0.80
to staff and teachers.

110. School directors
perform the duties with
justice, honesty and
transparency with all
colleagues, staff, teachers,
and community.

111. School directors
promote associates and
subordinates to have 429 065 469 057 410 090 461 069 413 086 462 0.67
morality and ethics as

appropriate.

Total 424 066 470 057 401 094 453 078 400 095 456 0.76

422 065 469 060 389 102 449 082 394 097 453 0.79

Table 4.35 shows that the competency of professional and leadership ethics is
at a high level for the present state (x = 4) and at the highest level for the desirable

state (x = 4.56).
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For the present state, all the 3 indicators are at a high level. The indicator
(school directors promote associates and subordinates to have morality and ethics as
appropriate) has the highest mean score (X = 4.13) and the indicator (school directors
give fair and equitable attention to staff and teachers) has the lowest mean score (x =
3.92).

For the desirable state, all the 3 indicators are at the highest level. The
indicator (school directors promote associates and subordinates to have morality and
ethics as appropriate) has the highest mean score (x = 4.62) and the indicator (school
directors perform the duties with justice, honesty and transparency with all
colleagues, staff, teachers, and community) has the lowest mean score (x = 4.53).

Table 4.36 Mean and standard deviation of the school directors’ competency of
English skills for present and desirable states

Directors Teachers Total

Competency

! Present Desirable Present Desirable Present Desirable
Indicators

x S.D. x S.D. x S.D. x S.D. x S.D. x S.D.

112. School directors have

ability to use English in 255 105 364 112 314 107 414 093 305 109 406 0.98
communication.

113. School directors have

ability to write English in 231 105 347 120 303 109 404 09 291 112 395 102
letters or any documents.

114. School directors read

English written documents 243 106 355 114 314 111 412 095 3.02 113 403 101
and understand main idea.

Total 243 105 355 115 302 111 410 095 299 111 401 1.00

Table 4.36 illustrates that the competency of English skills is at a moderate
level for the present state (x = 2.99) and at a high level for the desirable state (x =
4.01).

For the present state, all the 3 indicators are at a moderate level. The indicator

(school directors have ability to use English in communication) has the highest mean
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score (X = 3.05) and the indicator (school directors have ability to write English in
letters or any documents) has the lowest mean score (x = 2.91).

For the desirable state, all the 3 indicators are at high level. The indicator
(school directors have ability to use English in communication) has the highest mean
score (x = 4.06) and the indicator (school directors have ability to write English in
letters or any documents) has the lowest mean score (x = 3.95).

Findings of Guidelines for the Competency Development of Secondary School
Directors under the Jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport

In this study the researcher developed guidelines for the competency
development of school directors by utilizing needs assessment based on modified
priority need index (PNlmogiies) and its order of priority needs (meaning that
PNImogities having the highest value is ordered as having the highest priority needs).

Competencies of Secondary School Directors under the Jurisdiction of
Phnom Penh Municipal Department of Education, Youth and Sport to Be
Developed Based on PN I odified

In the previous section, there were 15 competencies under 6 dimensions (See
Table 4.5) with high needs to be developed as follows:

1. English skills

2. ICT management

3. Vision, mission, and purpose

4. Finance management

5. Situational awareness

6. Academic support and sharing

\l

. Quality focus

\l

. Capacity building



9. Proactive

10. Managing change

11. Achievement orientation
11. Creativity and innovation
13. Flexibility

14. Diversity leadership

15. Strategic thinking and planning

The 15 competencies are within 6 dimensions as follows:

1. Language
1.1 English skills
2. Resource and operation
2.1 ICT management
2.2 Finance management
3. Policy and direction
3.1 Vision, mission, and purpose
3.2 Quality focus
3.3 Proactive
3.4 Strategic thinking and planning
4. Managing change and innovation
4.1 Situational awareness
4.2 Managing change
4.3 Creativity and innovation
4.4 Flexibility

5. Instructional and achievement

140
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5.1 Academic support and sharing
5.2 Achievement orientation
5.3 Diversity leadership
6. People and Relationship
6.1 Capacity building
Besides modified priority needs index the researcher utilized problems and
recommendations of respondents in the questionnaire as a benefit during the
individual interview with academics, educational leaders, and school directors in
order to successfully develop guidelines for the competency development of
secondary school directors under the Jurisdiction of Phnom Penh Municipal
Department of Education, Youth and Sport.

Comments and Recommendations from the Respondents Related to
Competency of Secondary School Directors under the Jurisdiction of Phnom
Penh Municipal Department of Education, Youth and Sport

Comments and recommendations from the respondents related to competency
of school directors were determined by open-ended questions in section 3 of the
questionnaire. The researcher used content analysis to analyze the qualitative data and
classified the problems from the respondents as displayed in Table 4.37.

Table 4.37 Problems related to competency of school directors

Problems

Competency Dimensions and Sub-Dimensions -
Directors Teachers Total

1. Policy and Direction

1.1 Vision, mission, and purpose

1) Setting vision, mission, goals of the school cannot

apply because it is dependent on the decision of the top 8 77 85
(ministry or department).

2) Policy from the ministry is neither extensive nor

responsive that causes difficulty in making vision, 2 76 78
mission, and goals of the school.
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Table 4.37 (continued)

c . . d SUb-Di . Problems

ompetency Dimensions and Sub-Dimensions Directors Teachers Total
3) School directors have limited skills of setting vision, 1 21 29
mission, and goals of the school and it is not responsive.

4) School directors have second jobs due to low salary and 2 25 27
then it affects vision, mission of the school.

1.2 Quiality focus

1) Setting any standard is dependent on the top (ministry 8 64 79
or department)

2) Policy from the ministry is neither extensive nor 1 57 58
responsive that causes difficulty in enhancing quality.

3) School directors have limited skills of setting work 2 23 25
standards to ensure quality and it is not responsive.

4) School directors have second jobs due to low salary and 1 29 23
then it affects work standards leading to low quality.

1.3 Strategic thinking and planning

1) Making strategies cannot apply because it is all coming 8 73 81
from the ministry or department.

2) Policy from the ministry is neither extensive nor 1 58 59
responsive that causes difficulty in making strategies.

3) School directors have limited knowledge and skills of 2 24 26
planning and making strategies.

4) School directors have second job due to low salary and

then it affects the planning that could not meet the 2 19 21

deadlines.

1.4 Proactive

1) Policy from the ministry is not extensive that causes
difficulty in setting steps and scenarios for removing or 2 2 4
reducing problems or obstacles in advance.

2) School directors have limited skills of anticipating the

problems and obstacles in advance and it is not responsive. 3 ! 4
2. Instructional and Achievement

2.1 Knowledge of curriculum, instruction, and assessment

1) There is a difficulty in teaching because of large 1 ) 1
number of students per class (65/class).

2) School directors do not have chance to attend the 1 ) 1
seminars in regional level such as ASEAN.

3) Curriculum and instruction are all coming from the 1 ) 1
ministry policy.

4) Learning books are not quality. 1 1 2
5) School directors attend less seminars and short time. 1 1 2
2.2 Academic support and sharing

1) Teachers lack knowledge of key terms in subjects and 1 ) 1
teaching materials.

2) Teachers do not use teaching materials. 1 - 1
3) There is a lack of teachers in each subject. 1 20 21
4) Small number of teachers have little knowledge related 1 5 6
to new academic program.

3. Managing Change and Innovation

3.2 Managing change

1) Willing to change but everything relied on the ministry 3 2 29

or department.
2) Teachers do not research more, just do their routines. 1 - 1
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Table 4.37 (continued)

. . . . Problems
Competency Dimensions and Sub-Dimensions -
Directors Teachers Total
3.3 Informed decision making
1) Teachers do not participate in decision making. 1 - 1
3.5 Creativity and innovation
1) Willing to make new innovation but everything depends 3 i 3
on the ministry or department.
2) Creativity and innovation is not suitable and copy from i 1 1
others in one hundred percent (100%).
3) There is a shortage of finance for making new 1 i 1
innovation.
4. Resource and Operation
4.1 Finance management
1) Financial resource is limited, while demand is large. 10 14 24
Thus, just follow the ministry’s policy.
2) Financial resource is not responsive to demand. 5 16 31
3) Budget allocation from parent ministry or department is 1 i 1
late.
4.2 Physical development
1) Physical resource is limited such as learning building, 9 28 37
materials (teaching and experiment) and equipment.
2) Materials and equipment are not suitable yet. 1 11 12
3) Physical resource does not respond to demand. 5 13 18
4) Natural disasters, such as flooding, destroy physical 1 ) 1
resource.
4.3 Performance management
1) There is less support and encouragement. 4 - 4
4.4 1CT management
1) ICT resource is limited, such as computers and LCD. 6 87 93
2) ICT resource is not responsive to demand. 1 39 40
3) Knowledge of ICT is limited. - 31 31
4) ICT resource is not suitable yet. 1 26 27
4.5 Human resource management
1) Human resources are not suitable yet. 2 - 2
2) There is a shortage of secretary for keeping documents. 1 - 1
3) Much job, less time, not respond to the needs 1 - 1
4) Low qualified teachers. 1 - 1

5. People and Relationship

5.1 Capacity building

1) School directors cannot provide necessary teaching
materials and equipment to meet teachers’ demand - 3 3
because of limited resources.
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Table 4.37 (continued)

Problems
Competency Dimensions and Sub-Dimensions
Directors Teachers Total

5.2 Communication
1) Using words inappropriately. 4 24 28
2) Lack of communication channel. 1 10 11
3) Teachers do not abide by the guidelines of school 2 i 2
directors.
4) Teachers do not cooperate with staff and school 1 ) 1
directors.
5.3 Relationship building
1) Lack of channel to build relationship or network. 1 20 21
2) Some school directors and department managers have

- SR 1 3 4
relationship with discrimination.
3) Lack of participation from parents and community. 3 19 22
4) Low economic level of parents and community. 1 7 8
6. Morality, Values, and Ethics of Leadership
6.1 Professional and Leadership ethics
1) Using words inappropriately. 8 78 86
2) Moral is limited. 7 66 73
3) Corruptions and conflict of interest. 4 46 50
7. Language
7.1 English skills
2) School directors have limited English skills. 35 91 126

Table 4.37 shows that the problems related to competency of school directors
suggested by the most respondents fall into the competency of English skills. These
problems are that school directors has no English skills (126 respondents) and that
school directors have limited English skills (113 respondents), followed by ICT
resources are limited such as computers and LCD (93 respondents), which is the
problem related to the competency of ICT management, and using words
inappropriately (86 respondents), which is the problem related to professional and

leadership ethics.
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However, there are some differences between recommendations from school
directors and teachers. The following are the problems raised by school directors that
are not consistent with teachers.

1. There was a difficulty in teaching because of large number of students per
class (e.g. 65/class) (Knowledge of curriculum, instruction, and assessment).

2. School directors did not have chance to attend the seminars in regional level
such as ASEAN (Knowledge of curriculum, instruction, and assessment).

3. Curriculum and instruction are all coming from the ministry policy
(Knowledge of curriculum, instruction, and assessment).

4. Teachers lack knowledge of key terms in subjects and teaching materials
(Academic support and sharing).

5. Teachers do not use teaching materials (Academic support and sharing).

6. Teachers do not research more, just did their routines (Managing change).

7. There is rarely participative decision making (Informed decision making).

8. Willing to make new innovation but everything depends on the ministry or
department (Creativity and innovation).

9. There is a shortage of finance for making any innovations (Creativity and
innovation).

10. Budget allocation from parent ministry or department is late (Finance
management).

11. Natural disasters, such as flooding, destroy physical resource (Physical
development).

12. There is less support and encouragement (Performance management).

13. Human resources are not suitable yet (Performance management).
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14. There is a shortage of a secretary or an office in charge of keeping
documents (Performance management).

15. Much job, less time, not respond to the needs (Performance management)

16. Low qualified teachers (Performance management).

17. Teachers do not abide by the guidelines given by school directors
(Communication).

18. Teachers do not cooperate with staff and school directors
(Communication).

The following are problems raised by teachers that are not consistent with
school directors.

1. Creativity and innovation is not suitable and has similarity with work of
others in one hundred percent (100%) (Creativity and innovation).

2. Knowledge of ICT is limited (ICT management).

3. School directors cannot provide necessary teaching materials and equipment
to meet teachers’ demand because of limited resources (Capacity building).

Table 4.38 Recommendations related to competency of school directors

. . . . Recommendations
Competency Dimensions and Sub-Dimensions - Total
Directors Teachers

1. Policy and Direction
1.1 Vision, mission, and purpose
1) School directors should have long vision and ambition for

the school. 4 i 4
2) There should be training course on management and
leadership for school directors so that they could know how to 7 67 74
write vision and mission of the school.
3) School directors should set clear goals for the school. 5 56 61
4) School directors should study more on related legal
documents in order to write vision and mission of the school in 4 32 36
accordance with those legal documents.
5) Solving low salary so that school directors could survive

. - . ; 6 60 66
then punish ones committing serious mistakes.
6) After appointed, school directors should attend training

: 4 16 20

course on management and leadership.
7) Must reduce corruption in the school so that vision and 4 18 29

mission can be achieved.
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Table 4.38 (continued)

Recommendations

Competency Dimensions and Sub-Dimensions - Total
Directors Teachers

1.1 Vision, mission, and purpose (continued)
8) Ministry and department should conduct inspection monthly
or quarterly to achieve national education goals.

9) Must make vision and mission of the school fit to reality. 3 9 12

1.2 Quiality focus

1) There should be training course on management and

leadership for school directors so that they could know how to 7 61 68
make quality development plan and other standards.

2) Solving low salary so that quality should be improved. 6 58 64

3) Must reduce corruption in the school for enhancing quality. 4 50 54

1.3 Strategic thinking and planning

1) School directors should have and make the planning clearly. 7 65 72
2) School director should study more on related legal

documents in order to make planning and developing strategies 4 52 56
and planning.

3) School directors should attend training course related to

management and leadership continuously to know how to 6 60 66

write strategies and planning.
1.4 Ideals and beliefs
1) Solving low salary in order to enhance good beliefs for the

6 66 72
school.
2) Must reduce corruption in the school to make good beliefs

4 51 55
for school.

2. Instructional and Achievement

2.1 Knowledge of curriculum, instruction, and assessment
1) School directors should be self-learning more over own
limit to continue to study for improving knowledge of 5 37 42
curriculum and instruction.

2) School directors share experience with other school

managers. 4 i 4
3) There should be training course on curriculum and
; ; 7 21 28
instruction.
4) There should be preparation for suitable student number per

; - 4 12 16
class in accordance with pedagogy.
5) There should be time for school directors to share good 4 16 20

experience of good school leadership.

6) There should be adjustment for curriculum by inputting
national-characteristic lesson more than international- 4 9 13
characteristic one.

2.2 Academic support and sharing

1) School directors should share academic content to teachers. 4 7 11

2) School directors should train staff and teachers more or find
opportunities for them to get training on teaching 5 13 18
methodology.

3) School directors should inspire teachers to research more on

; - 4 6 10
instruction.

4) School directors should help and support low qualified 4 5 9
teachers.

5) School directors should discuss with teachers about teaching 3 2 5

issues frequently and regularly.
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Table 4.38 (continued)

- . . . Recommendations
Competency Dimensions and Sub-Dimensions - Total
Directors Teachers

2.3 Supervision

1) School directors should make a plan to supervise academic

program and implement it. 4 13 17
2) There should be a reinforcement of national curriculum. 4 9 13
2.4 Discipline
1) School directors should ensure adequate teaching time with 5 14 19
strict mechanism but soft and friendly.
2) There should be reinforcement of discipline and educational 5 20 25
law.
2.5 Monitoring and evaluating
1) School directors should ensure that teachers must have
- 4 21 25
lesson plan before teaching.
2) School directors should organize, lead, monitor and evaluate
- 4 27 31
teaching.
3. Managing Change and Innovation
3.1 Managing change
1) School directors should prepare change plan for school 4
clearly. 63 67
2) School directors should check conditions and context for
. 5 66 71
suitable change.
3) School directors should ensure that teachers used a variety
- 5 62 67
of teaching methodology.
4) There should be more seminars frequently about new
_ 4 54 58
teaching methodology.
5) Must cultivate willingness to participation in making
2 23 25
change.
3.2 Managing school improvement
1) School directors should prepare annual development plan 5 8 13
for school improvement.
2) School directors should lead teachers to participate in school 3 5 8
improvement.
3) School directors should implement 8-point reform of the 1 i 1
ministry for school improvement.
3.3 Creativity and innovation
1) School directors should appreciate staff and teachers who 3 ) 3
have creative ideas.
2) School directors should read good model of school 4 ) 4
managers to generate new ideas.
3) School directors should encourage students to have creative ) 2 5
ideas.
4. Resource and Operation
4.1 Finance management
1) School directors ensure that limited financial resource must 5 28 33

be used efficiently.

2) There should be accountant having knowledge and skills in
accounting for managing finance in collaboration with other 4 22 26
staff and school administrators.
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Table 4.38 (continued)

) ) ) ) Recommendations
Competency Dimensions and Sub-Dimensions - Total
Directors Teachers

4.2 Physical development

1) School directors should create good environment both in the

class and school. 4 53 57
2) There should be provision of rooms, materials, and
. . - 8 62 70
equipment enough for operation and teaching.
3) There should be a system for preventing school from 1 i 1
national disaster.
4) Ministry and non-governmental organizations help check 1 ) 1
the schools meeting difficulty.
5) School directors ensure that limited physical resource must
_ 4 18 22
be used efficiently.
6) Government and development partners should help develop 4 14 18
the infrastructure around the school.
4.3 ICT management
1) There should be training course on ICT 8 50 58
2) In the future, appointing school directors should recruit and 6 m 50
select ones having enough ICT skills.
3) School directors ensure that limited ICT resource must be
. 4 54 58
used efficiently.
4.4 Human resource management
1) School directors should use human resources with right
6 17 23
targets.
2) There should be training course on human resources 6 12 18
management.
3) There should be provision of secretary for each school 4 ) 4
adequately.
4) School directors should use limited human resources
o 4 20 24
efficiently.
5. People and Relationship
5.1 Capacity building 3 2 5
1) There should be paying attention to develop capacity of 5 ) 5
teachers.
2) There should be opportunities for school directors and
teachers to visit and learn foreign countries and even 5 - 5
cooperation.
3) Giving training to teachers on lacking subjects. 4 - 4
5.2 Communication
1) School directors should know how to use words with all
) 4 20 24
staff appropriately.
2) School director should have good relationship with deputy
. . 6 13 19
school directors in the school.
3) School directors should have good communication with 10 30 40
students and teachers.
5.3 Relationship building
1) School directors should have relationship with all-aged and
4 18 22
all-level people.
2) School directors should have efforts on improving good 5 29 34

relationships with parents and community.
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Table 4.38 (continued)

. . . . Recommendations
Competency Dimensions and Sub-Dimensions - Total
Directors Teachers

5.3 Relationship building (continued)
3) School administrators and teachers should have and extend

a good relationship with parents. 8 34 42
4) School directors should prepare a meeting with parents and

; 3 19 22
community frequently (at least once a month).
5.4 Culture
1) School directors should create solidarity among all staff. - 2 2
2) School directors should encourage to have good climate for i 1 1

teachers to teachers.

6. Morality, Values, and Ethics of Leadership

6.1 Professional and Leadership ethics

1) All school directors should have and keep open mind, good
moral, 4 words of Buddha, good behaviors, and good model 20 150 170
for others in living community.

2) There should be seminars in any level that what professional

ethics school directors should have. 4 8 12
3) School directors should be gentle, soft, and strict and
. . . 4 12 16
comply with professional ethics.
4) School directors should have responsibilities for own
. . 5 15 20
professional ethics.
5) School directors should have both responsibilities and
S 4 8 12
accountabilities.
8) There should be a publication about professional ethics of 5 10
school directors.
9) There should be enhancement of transparency and justice. 4 7 11
10) There should be a talk of professional ethics in the
. 4 12 16
meeting.
7. Language
7.1 English skills
1) There should be training course on English language for
. - ; 20 158 178
school directors during vacation, quarterly, or semester.
2) School directors should study English language more by 35 160 195
themselves.
3) There should be recruitment and selection of ones who 5 26 31
know English to be school directors.
4) There should be scholarship for school directors and 5 ) 5

teachers to study English.

Table 4.38 indicates that the most suggested recommendation falls into the
competency of English skills; that is, school directors should study English language
more by themselves (195 respondents) and there should be training course on English
language for school directors during vacation, quarterly, or semester (178
respondents), followed by the recommendation is that all school directors should have
and keep open mind, good moral, 4 words of Buddha, good behaviors, and good

model for others in living community (170 respondents), which is the
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recommendation related to the competency of professional and leadership ethics, and
the recommendation is that there should be training course on management and
leadership for school directors so that they could know how to write vision and
mission of the school (74 respondents).

However, there are some differences between recommendations from school
directors and teachers. The following are the recommendations suggested by school
directors that are not consistent with teachers.

1. School directors should have long vision and ambition for the school
(Vision, mission, and purpose).

2. School directors share experience with other school managers (Knowledge
of curriculum, instruction, and assessment).

3. School directors should implement 8-point reform of the ministry for school
improvement (Managing school improvement).

4. School directors should appreciate staff and teachers who have creative
ideas (Creativity and innovation).

5. School directors should read good model of school managers to generate
new ideas (Creativity and innovation).

6. There should be a system for preventing school from national disaster
(Physical development).

7. Ministry and non-governmental organizations help check the schools
meeting difficulty (Physical development).

8. There should be provision of secretary for each school adequately (Human

resource management).



152

9. There should be paying attention to develop capacity of teachers (capacity
building).

10. There should be opportunities for the school directors and teachers to visit
and learn foreign countries and even cooperation (Capacity building).

11. Giving training to teachers on lacking subjects (Capacity building).

12. There should be scholarships for school directors and teachers to study
English (English skills).

The following are the recommendations suggested by teachers that are not
consistent with school directors.

1. School directors should encourage students to have creative ideas
(Creativity and innovation).

2. School directors should create solidarity among all staff (Culture).

3. School directors should encourage teachers to have good climate with each
other (Culture).

The Interview Results

Based on research results of needs assessment and open-ended questions in the
questionnaire, the researcher further constructed and conducted the individual
interview with academics, educational leaders and a school director. Those gave some
recommendations on developing the six competency dimensions of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport, considered to be developed based on modified priority needs index
(PNImodified). However, another dimension, morality, values, and ethics of leadership,

was also included in the individual interview and attached in Appendix F as the
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researcher think that this dimension is also important. The researcher used content
analysis for analyzing data. The summary of the interview results are as follows:

1. Competency development methods

There are three main methods for developing competency of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport — training, self-study, and career development. Formal education and
study trip are also recommended; however, the researcher considers them as sub-
components of training. The details of the competency development methods are as
follows:

1) Training

-Should be conducted semi-annually or quarterly.

-Should be both internal and external.

-Should be the requirement for all school directors and provided incentives.

-Should be various forms of formal training itself, seminars, fairs, study trip,
and mentoring.

-Training should be followed by monitoring and evaluating to ensure the
effectiveness of the course.

-Study trip should be conducted both locally and internationally.

-Mentoring should be processed by allowing one supervisor (expert/mentor) to
teach ten school directors (mentees).

2) Self-Study

-School directors themselves should have a sense of lifelong learning



154

-Ministry of Education, Youth and Sport should support self-learning through
providing the schools with enough materials, especially and other technological
devices, for allowing school directors to use them for learning and searching.

3) Career Development

-Ministry of Education, Youth and Sport and Phnom Penh Municipal
Department of Education, Youth and Sport should verify career development policy
continuously to meet the real needs of school directors and disseminate this policy to
school directors clearly—raising on the meeting frequently.

-Job rotation should be conducted periodically for exchanging school
leadership experience so school directors can learn new things with different school
environment.

2. Guidelines for each competency dimension

1) Language Dimension

In language competency dimension, the focus should fall on English skills
competency. The guidelines for developing this competency were as follows:

-Ministry of Education, Youth and Sport should open training courses on
English skills for school directors and the instructors of the courses should be internal
teachers of English in the schools with fund support. Allowance for attending the
courses should be provided. The courses should be processed quarterly or semi-
annually, with three optional sessions (i.e. early morning, noon, and evening), with
one hour and a half per session.

-School directors should create activities for practicing English in their schools

by reading and listening to news related to education in English and announcing



155

information in the schools in Khmer followed by English with the support from
teachers of English and students.

-School directors should continue to study English by enrolling a degree or
diploma at any educational institutions.

-Ministry of Education, Youth and Sport should cooperate with international
NGOs for funding and even offering scholarships to school directors to assist them in
English course fee.

-Every school directors should take part in a study trip to foreign countries for
at least twice a year, not only those know English in order for them to practice their
English in a real situation.

2) Resource and Operation Dimension

-In this dimension, the focus should fall on ICT and finance management.

-Related to ICT management, school directors should be offered both in local
and international training courses on ICT for at least allowing school directors to be
able to use Ms. Office and Internet and Email. Ministry of Education, Youth and
Sport and Phnom Penh Municipal Department of Education, Youth and Sport should
prepare many seminars on ICT and ICT Fair in the school, and school directors
themselves should find seminars related to ICT through searching the internet if any.
Every school should be provided at least one computer. Ministry of Education, Youth
and Sport should invest in ICT. School directors should create policy in the school
that any information delivery will be technologically conducted such as e-mail or
social media (e.g. whatapps application).

-Regarding finance management, training courses on finance management

should be offered to school directors and accounting staff, such as entry closing. Each
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school should have own budget planning because each school has its different needs.
Ministry of Education, Youth and Sport should cooperate with Ministry of Economic
and Finance to provide finance consultants to the schools when needed.

3) Policy and Direction Dimension

-In this dimension, the focus should fall on four competencies—uvision,
mission, and purpose, quality focus, proactive, and strategic thinking and planning.

-School directors should conduct meetings with school committee, parents,
community and other stakeholders to identify school vision, mission, and purpose.

-Training course on need assessment should be offered to school directors so
that they can conduct need assessment for planning.

-School directors should do the planning in accordance with available
resources and real needs, with support from Phnom Penh Municipal Department of
Education, Youth and Sport in terms of resources.

-School director should study more about 21% century skills and have more
networks for quality.

4) Managing Change and Innovation Dimension

-In this dimension, the focus should fall on four competencies — situational
awareness, managing change, creativity and innovation, and flexibility.

-School directors should expand relationships with both local and international
good-model schools to learn and explore new innovation.

-School directors should have a conscience, willingness, and ideal to lead

change within the schools.
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-Ministry of Education, Youth and Sport should provide not only award flag
but also a package of budget for the schools which are elected as excellent schools in
order for making change and innovation throughout the schools.

5) Instructional and Achievement Dimension

-In this dimension, the focus should fall on three competencies — academic
support and sharing, achievement orientation, and diversity leadership.

-School directors should train and share with teachers on instruction regularly,
including meeting with head of each subject, for at least one day a week.

-School directors should inspire teachers to use teaching materials for
instruction.

-School directors should encourage teachers to have instructional leadership so
that teachers can teach students effectively.

6) People and Relationship Dimension

-In this dimension, the focus should fall on capacity building competency.

-School directors should encourage and inspire teachers to know and use
technology in instruction and provide enough materials for teachers when needed.

-School directors should invite awarded school directors to be guest speakers
in order to learn and develop own capacity and followers as well.

-School directors should communicate and pay attention to disadvantaged
students, not only to outstanding students.

-To enhance relationship with parents, school directors should inform parents
about their children frequently and regularly and require parents to give feedback. For
unruly students, school directors should give study record books to parents through

the chief of commune, not through students themselves.
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-To enhance relationship with community, school directors should prepare
good environment activities in school and/or in classroom that require participation
from community on a continuous and regular basis.

-School directors should build trust and confidence among stakeholders.

3. Issues to be solved

In order to effectively develop competency of school directors, some issues
should be inevitably solved at the meantime. Such issues are salary level, conflict of

interest, and political influence.



CHAPTER 5
CONCLUSION, DISCUSSION, AND RECOMMENDATIONS

The study on the competency of secondary school directors under the
jurisdiction of Phnom Penh Municipal Department of Education, Youth and Sport, the
Kingdom of Cambodia has three objectives as follows:

1. To study the competency dimensions and sub-dimensions of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport.

2. To determine the present and desirable competency levels of secondary
school directors under the jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport.

3. To develop guidelines for the competency development of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport.

Conclusion

Competency Dimensions and Sub-dimensions of Secondary School
Directors under the Jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport

Based on the first draft of research conceptual framework obtained from
literature review and interview results from five Cambodian experts specializing in
competency in education field, the competency dimensions and sub-dimensions of
secondary school directors under the jurisdiction of Phnom Penh Municipal
Department of Education, Youth and Sport that were used as the final research

conceptual framework are as follows:
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Dimension 1: Policy and Direction
1.1 Vision, mission, and purpose
1.2 Quality focus
1.3 Strategic thinking and planning
1.4 Proactive
1.5 Ideal and beliefs
Dimension 2: Instructional and Achievement
2.1Achievement orientation
2.2 Knowledge of curriculum, instruction, and assessment
2.3 Strategic thinking and planning
2.4 Supervision
2.5 Discipline
2.6 Monitoring and evaluating
2.7 Diversity leadership
Dimension 3: Managing Change and Innovation
3.1Probleming solving
3.2 Managing change
3.3 Informed decision making
3.4 managing school improvement
3.5 Creativity and innovation
3.6 Flexibility
3.7 Situational awareness
Dimension 4: Resource and Operation

4.1 Finance management
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4.2 Physical development

4.3 Performance management

4.4 ICT management

4.5 Human resource management
Dimension 5: People and Relationship

5.1 Capacity building

5.2 Communication

5.3 Relationship building

5.4 Teamwork

5.5 Culture
Dimension 6: Morality, Values, and Ethics of Leadership

6.1 Professional and leadership ethics
Dimension 7: Language

7.1 English skills

Present and Desirable Competency Levels of Secondary School Directors
under the Jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport

The competency of school directors is at a high level for both present and
desirable states in overall.

For the present state considering competency dimensions, it reveals that all the
competency dimensions, except for language dimension which is at a moderate level,
are at a high level. The dimension of morality, values, and ethics of leadership has the
highest mean score, followed by people and relationship dimension, while policy and
direction dimension has the lowest mean score. Considering competency sub-

dimensions, it shows that all the competency sub-dimensions, except for two
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competencies, are at a high level. The competency of professional and leadership
ethics has the highest mean score, followed by the competency of culture, while the
competency of situational awareness has the lowest mean score. The competency of
ICT management and English skills are at a moderate level.

For the desirable state considering competency dimensions, all the
competency dimensions, except for morality, values, and ethics of leadership
dimension which is at the highest level, are at a high level. People and relationship
dimension has the highest mean score, followed by instructional and achievement
dimension, while language dimension has the lowest mean score. Considering
competency sub-dimensions, all the competency sub-dimensions, except for 5
competency sub-dimensions, are at a high level. The competency of knowledge of
curriculum, instruction, and assessment and the competency of communication have
the same highest mean score, followed by the competency of teamwork, while the
competency of English skills has the lowest mean score. 5 of the 31 competencies are
at the highest level. The competency of culture has the highest mean score, followed
by professional and leadership ethics, managing school improvement, and monitoring
and evaluating, respectively, while the competency of discipline receives the lowest
mean score.

Guidelines for the Competency Development of Secondary School
Directors under the Jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport

There are 15 competencies to be developed based on the value of PNImggified.
The 15 competencies are ordered from the highest to the lowest values of PNl ogified

as follows:
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1. English skills

2. ICT management

3. Vision, mission, and purpose

4. Finance management

5. Situational awareness

6. Academic support and sharing

7. Quality focus

7. Capacity building

9. Proactive

10. Managing change

11. Achievement orientation

11. Creativity and innovation

13. Flexibility

14. Diversity leadership

15. Strategic thinking and planning

The guidelines for the competency development of secondary school directors
under the jurisdiction of Phnom Penh Municipal Department of Education, Youth and
Sport based on the 15 competencies under 6 dimensions include three main
components as follows:

1. Competency development methods

There are three main methods for developing competency of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport — training, self-study, and career development. Formal education and

study trip are also recommended; however, the researcher considers them as sub-
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components of training. The details of the competency development methods are as
follows:

1) Training

-Should be conducted semi-annually or quarterly.

-Should be both internal and external.

-Should be the requirement for all school directors and provided incentives.

-Should be various forms of formal training itself, seminars, fairs, study trip,
and mentoring.

-Training should be followed by monitoring and evaluating to ensure the
effectiveness of the course.

-Study trip should be conducted both locally and internationally.

-Mentoring should be processed by allowing one supervisor (expert/mentor) to
teach ten school directors (mentees).

2) Self-Study

-School directors themselves should have a sense of lifelong learning

-Ministry of Education, Youth and Sport should support lifelong learning
through providing the schools with enough materials, especially and other
technological devices, for allowing school directors to use them for learning and
searching.

3) Career Development

-Ministry of Education, Youth and Sport and Phnom Penh Municipal
Department of Education, Youth and Sport should verify career development policy
continuously to meet the real needs of school directors and disseminate this policy to

school directors clearly—raising on the meeting frequently.
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-Job rotation should be conducted periodically for exchanging school
leadership experience so school directors can learn new things with different school
environment.

2. Guidelines for each competency dimension

1) Language Dimension

In language competency dimension, the focus should fall on English skills
competency. The guidelines for developing this competency were as follows:

-Ministry of Education, Youth and Sport should open training courses on
English skills for school directors and the instructors of the courses should be internal
teachers of English in the schools with fund support. Allowance for attending the
courses should be provided. The courses should be processed quarterly or semi-
annually, with three optional sessions (early morning, noon, and evening), with one
hour and a half per session.

-School directors should create activities for practicing English in their schools
by reading and listening to news related to education in English and announcing
information in the school in Khmer followed by English with the support from
teachers of English and students.

-School directors should continue to study English by enrolling a degree or
diploma at any educational institutions.

-Ministry of Education, Youth and Sport should cooperate with international
NGOs for funding and even offering scholarships to school directors to assist them in

English course fee.
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-Every school directors should take part in a study trip to foreign countries for
at least twice a year, not only those know English in order for them to practice their
English in a real situation.

2) Resource and Operation Dimension

-In this dimension, the focus should fall on ICT and finance management.

-Related to ICT management, school directors should be offered both in local
and international training courses on ICT for at least allowing school directors to be
able to use Ms. Office and Internet and Email. Ministry of Education, Youth and
Sport and Phnom Penh Municipal Department of Education, Youth and Sport should
prepare many seminars on ICT and ICT Fair in the school, and school directors
themselves should find seminars related to ICT through searching the internet if any.
Every school should be provided at least one computer. Ministry of Education, Youth
and Sport should invest in ICT. School directors should create policy in the school
that any information delivery will be technologically conducted such as e-mail or
social media (e.g. whatapps application).

-Regarding finance management, training courses on finance management
should be offered to school directors and accounting staff, such as entry closing. Each
school should have own budget planning because each school has its different needs.
Ministry of Education, Youth and Sport should cooperate with Ministry of Economic
and Finance to provide finance consultants to the schools when needed.

3) Policy and Direction Dimension

-In this dimension, the focus should fall on four competencies—vision,

mission, and purpose, quality focus, proactive, and strategic thinking and planning.
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-School directors should conduct meetings with school committee, parents,
community and other stakeholders to identify school vision, mission, and purpose.

-Training course on need assessment should be offered to school directors so
that they can conduct need assessment for planning.

-School directors should do the planning in accordance with available
resources and real needs, with support from Phnom Penh Municipal Department of
Education, Youth and Sport in terms of resources.

-School director should study more about 21% century skills and have more
networks for quality.

4) Managing Change and Innovation Dimension

-In this dimension, the focus should fall on four competencies — situational
awareness, managing change, creativity and innovation, and flexibility.

-School directors should expand relationships with both local and international
good-model schools to learn and explore new innovation.

-School directors should have a conscience, willingness, and ideal to lead
change within the schools.

-Ministry of Education, Youth and Sport should provide not only award flag
but also a package of budget for the schools which are elected as excellent schools in
order for making change and innovation throughout the schools.

5) Instructional and Achievement Dimension

-In this dimension, the focus should fall on three competencies — academic
support and sharing, achievement orientation, and diversity leadership.
-School directors should train and share with teachers on instruction regularly,

including meeting with head of each subject, for at least one day a week.
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-School directors should inspire teachers to use teaching materials for
instruction.

-School directors should encourage teachers to have instructional leadership so
that teachers can teach students effectively.

6) People and Relationship Dimension

-In this dimension, the focus should fall on capacity building competency.

-School directors should encourage and inspire teachers to know and use
technology in instruction and provide enough materials for teachers when needed.

-School directors should invite awarded school directors to be guest speakers
in order to learn and develop own capacity and followers as well.

-School directors should communicate and pay attention to disadvantaged
students, not only to outstanding students.

-To enhance relationship with parents, school directors should inform parents
about their children frequently and regularly and require parents to give feedback. For
unruly students, school directors should give study record books to parents through
the chief of commune, not through students themselves.

-To enhance relationship with community, school directors should prepare
good environment activities in school and/or in classroom that require participation
from community on a continuous and regular basis.

-School directors should build trust and confidence among stakeholders.

3. Issues to be solved

In order to effectively develop competency of school directors, some issues
should be inevitably solved at the meantime. Such issues are salary level, conflict of

interest, and political influence.
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Discussion

The researcher raises discussions in three main points in accordance with the
research objectives.

Competency Dimensions and Sub-dimensions of Secondary School
Directors under the Jurisdiction of Phnom Penh Municipal Department of
Education, Youth and Sport

The results of analyzing competency dimensions and sub-dimensions of
secondary school directors under the jurisdiction of Phnom Penh Municipal
Department of Education, Youth and Sport suggest 7 competency dimensions. These
competency dimensions are policy and direction, instructional and achievement,
managing change and innovation, resource and operation, people and relationship,
morality, values, and ethics of leadership, and language. The research findings are
consistent with Ministry of Education, Malaysia (2013) suggesting competencies for
Malaysian school leaders into 5 dimensions including policy and direction,
instructional and achievement, managing change and innovation, resource and
operation, and people and relationship, were also in line with Cotton (2003)
describing five categories of school principals’ behaviors that contribute to student
achievement. Such categories include establishing a clear focus on student learning,
interactions and relationships, school culture, instruction, and accountability, and
agree with The Teachers' Council of Thailand (2006) suggesting ten competency
standards: principles and procedures for educational administration, educational
policy and planning, academic administration, administrative, financial, procurement
and building management, personnel administration, student activities administration,
educational quality assurance, information technology management, public and

community relations administration, and morality and ethics of educational institution
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administrators. In addition, these competency dimensions agree with Ministry of
Education, Youth and Sport (2010) expressing 6 competency domains: leadership,
administration, academic activities, staff professional development, facilities, and
professional ethics. It should be noted that the six competency dimensions regardless
of language dimension are in line with the competency literature. However, language
dimension which was obtained from the interview results is missing in the
competency literature. This result is not surprising. As Cambodia whose official
language is not English or other influential languages such as Chinese, French,
Japanese and Korean, Cambodian school directors are supposed to know English
and/or such languages for leading their schools in a competitive world. Such
languages other than English were also suggested by the respondents in this study.

Given competency sub-dimensions, the findings of the study report 31
competencies within the seven competency dimensions.

Policy and direction dimension consists of vision, mission, and purpose
consistent with Ministry of Education, Malaysia (2013), Marzano et al. (2005), Cotton
(2003), Minnesota State Board Rule 3512.0500 (2008), Florida Department of
Education (2011), Teachers’ Council of Thailand (2006), and MoEYS (2010)
describing this competency as having a personal vision, having knowledge and skills
to developing a vision, building the school’s vision, attempting to achieve a common
vision with the support of the organization, having efforts to support the achievement
of a common vision of the school community, reaching out to stakeholders to help
shape and support the school’s goals, insisting that mission statements emphasizing
the school’s academic goals are visible around the school, establishing clear goals and

keeps those goals in the forefront of the school’s attention, explaining the vision and
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mission of the school, describing the national and global education goals, and holding
minute meeting for the identification of vision and mission; quality focus in line with
Ministry of Education, Malaysia (2013) and Teachers’ Council of Thailand (2006)
reporting this competency as focusing the quality of continuous school improvement,
having the creativity to achieve school excellence, creating innovation to achieve
school excellence, developing school quality development plan, evaluating and
monitoring school standards and quality, and producing a school self-evaluation
report for supporting external assessment; strategic thinking and planning agreed
with Ministry of Education, Malaysia (2013), Teachers’ Council of Thailand (2006),
and MoEYS (2010) defining this competency as analyzing the school’s needs for
strategic thinking, setting school policy, making an operational plan, developing
education quality development plan aiming at the benefit and value to education,
society, and environment, implementing the education quality development plan,
monitoring, evaluating, and reporting the result of the implementation of the
education quality development plan, showing the priority data required in designing
school development plan, and improving the school development plan; Proactive
consistent with Ministry of Education, Malaysia (2013) describing this competency
as being highly self-motivated, having a commitment, and initiating actions for
accomplishing school goals; Ideals and beliefs in line with Marzano et al. (2005) and
Cotton (2003) defining this competency as communicating and operating from strong
ideals and beliefs about schooling, considering any barriers, difficulties, or challenge
as not the wall hindering from bringing school success, being confident in the ability
to overcome and influence the situations, and never giving up their best to improve

the school. From the discussion on five competencies of policy and direction
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dimension, it should be noted that the competency of vision, mission, and purpose
suggested by most authors and sources is more important for school directors in
leading their school following the right direction to reach the shared school goals. In
addition, other four competencies (e.g., quality focus, strategic thinking and planning,
proactive, and ideals and beliefs) are as well considered to be imperative to make the
school goals achieved.

Instructional and achievement dimension comprises achievement orientation
in line with Ministry of Education, Malaysia (2013) describing this competency as
being goal oriented, working hard for the achievement of school goals, assessing the
school achievement, and having the ability to report the ability of school achievement;
knowledge of curriculum, instruction, and assessment consistent with Ministry of
Education, Malaysia (2013), Marzano et al. (2005), Cotton (2003), Minnesota State
Board Rule 3512.0500 (2008), Florida Department of Education (2011), Teachers’
Council of Thailand (2006), and MoEYS (2010) describing this competency as
possessing extensive knowledge about instructional, curricular, and assessment
practices and providing conceptual guidance regarding effective classroom practices;
academic support and sharing derived from the combination of knowledge sharing
and involvement in curriculum, instruction, and assessment, which the interviewed
experts perceived these two competencies were not competent to Cambodian school
directors and that’s the reason why the researcher, with the advisor’s approval,
integrated these two competencies into academic support and sharing, consistent with
Ministry of Education, Malaysia (2013), Marzano et al. (2005), Cotton (2003),
Minnesota State Board Rule 3512.0500 (2008), Florida Department of Education

(2011), Teachers’ Council of Thailand (2006), and MoEYS (2010) elaborating this
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competency as being directly involved in helping teachers design curricular activities
and address instructional and assessment issues, continually exposing staff to cutting-
edge research and theory on effective schooling, keeping informed about current
research and theory on effective schooling, fostering systematic discussion regarding
current research and theory on effective schooling and sharing instructional
experience with teachers; supervision in line with Ministry of Education, Malaysia
(2013), Teachers’ Council of Thailand (2006), and MoEYS (2010) reporting this
competency as having the ability to perform the supervision of student learning and
teachers teaching, planning for the supervision of teaching and learning, conducting
supervision of teaching and learning programs and responding to follow-up
supervision of teaching and learning results; discipline in line with Marzano et al.
(2005) and Cotton (2003) describing this competency as protecting instructional time
from interruptions, protecting teachers from internal and external distractions, and
arranging for additional instructional time outside the regular school day as needed:;
monitoring and evaluating agreed with Marzano et al. (2005), Cotton (2003),
Minnesota State Board Rule 3512.0500 (2008), and Florida Department of Education
(2011) stating this competency as making regular visits to the classrooms to study
teachers’ instructional approaches, take their turn at delivering instruction, and follow
up with feedback to and mutual planning with teachers, continually monitoring the
effectiveness of the school’s curricular, instructional, and assessment practices, being
continually aware of the impact of the school’s practices on student achievement,
following up the absentee list, and checking the lesson plans prepared by teachers;
diversity leadership consistent with Minnesota State Board Rule 3512.0500 (2008)

and Florida Department of Education (2011) describing this competency as
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recognizing and using diversity as an asset in the development and implementation of
procedures and practices that motivate all students and improve student learning,
promoting school and classroom practices that validate and value similarities and
differences among students, promoting sensitivity of diversity throughout the school
community, and adapting educational programming to the needs of diverse
constituencies.

Managing change and innovation dimension consists of problem solving
consistent with Ministry of Education, Malaysia (2013) and Minnesota State Board
Rule 3512.0500 (2008) describing this competency as identifying the elements of a
problem situation by analyzing relevant information, framing issues, possible cause,
and reframing possible solutions, assisting others in forming opinions, and having a
problem solving technique; managing change in line with Ministry of Education,
Malaysia (2013), Marzano et al. (2005), and Cotton (2003) indicating this competency
as having the ability to take care of changes, having the ability to handle change,
consciously challenging the status quo, being willing to lead change initiatives with
uncertain outcomes, systematically considering new and better ways of doing things,
consistently attempting to operate at the edge versus the center of the school’s
competence, and encouraging teachers to improve the effectiveness of instruction
through experimenting with different kinds of lessons or new approaches to teaching;
informed decision making consistent with Ministry of Education, Malaysia (2013),
Marzano et al. (2005), Cotton (2003), Minnesota State Board Rule 3512.0500 (2008)
and Florida Department of Education (2011) describing this competency as having the
ability to make decisions based on data and information, empowering staff and

teachers through sharing leadership and decision-making authority with them,
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providing opportunities for staff input on all important decisions, and using leadership
teams in decision making; managing school improvement in line with Ministry of
Education, Malaysia (2013), Marzano et al. (2005), Cotton (2003), and Florida
Department of Education (2011) describing this competency as being able to collect
and analyze data for continuous school improvement, having the ability to make
school improvement plan, having a view of instructional improvement as an ongoing
process, and establishing a norm of continuous school improvement for all staff to act
accordingly; creativity and innovation in line with Ministry of Education, Malaysia
(2013), Marzano et al. (2005) describing this competency as inspiring teachers to
accomplish things that might be beyond their grasp, being the driving force behind
major initiatives of staff and teachers, and trying new methods for completing
required tasks; flexibility consistent with Marzano et al. (2005), Cotton (2003), and
Minnesota State Board Rule 3512.0500 (2008) describing this competency as
adapting leadership style to the needs of specific situations, encouraging staff and
teachers to express diverse and contrary opinions, being comfortable with making
major changes in how things are done, and demonstrating adaptability and conceptual
flexibility; situational awareness in line with Marzano et al. (2005) and Minnesota
State Board Rule 3512.0500 (2008) describing this competency as accurately
predicting what could go wrong from day to day, being aware of informal groups and
relationships among the staff and teachers, being aware of issues in the school that
have not surfaced but could create discord, and demonstrating an understanding of
issues affecting the school. From the discussion above, the seven competencies are

important for school directors to lead change and innovation to the schools.
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Resource and operation dimension includes finance management, consistent
with Ministry of Education, Malaysia (2013), Minnesota State Board Rule 3512.0500
(2008), Florida Department of Education (2011), and Teachers’ Council of Thailand
(2006) describing this competency as managing the financial resource efficiently,
developing and managing budgets and maintaining accurate fiscal records, being
fiscally responsible and maximize the impact of fiscal resources on instructional
priorities, and managing budgets properly and systematically; physical development
in line with Ministry of Education, Malaysia (2013), Marzano et al. (2005), Cotton
(2003), Minnesota State Board Rule 3512.0500 (2008), Florida Department of
Education (2011), Teachers’ Council of Thailand (2006), and MoEYS (2010)
describing this competency as managing school facilities, managing the use of
learning facilities, taking care of teaching facilities, establishing and maintaining a
safe and orderly school environment, having the ability to analyze needs for allocating
material resources, understanding facilities development, planning, and management,
maximizing the use of resources to promote a safe, efficient, legal, and effective
learning environment, organizing resource management system in the institution
efficiently, developing physical environment to promote learning management, and
conducting safety and security review of all facilities and equipment and check and
assess site services; performance management consistent with Ministry of
Education, Malaysia (2013), Marzano et al. (2005), Cotton (2003), Minnesota State
Board Rule 3512.0500 (2008), Florida Department of Education (2011), Teachers’
Council of Thailand (2006), and MoEYS (2010) describing this competency as
developing and implementing strategies that optimize performance of all staff in

school, identifying and cultivating potential and emerging leaders, and providing
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specific performance feedback to staff and teachers, both positive and corrective, as
soon as possible after the event or action; ICT management in line with Ministry of
Education, Malaysia (2013), Minnesota State Board Rule 3512.0500 (2008), Florida
Department of Education (2011), Teachers’ Council of Thailand (2006), and MoEY'S
(2010) describing this competency as making clear targets for the use of ICT content,
encouraging all users to maintain and take care of computers, evaluating the use of
ICT for improving administration, and promoting and supporting the use of ICT
throughout the school; human resource management in line with Minnesota State
Board Rule 3512.0500 (2008), Florida Department of Education (2011), Teachers’
Council of Thailand (2006), and MoEYS (2010) describing this competency as having
knowledge of effective personnel recruitment, selection, and retention, understanding
the administration of employee contracts, benefits, and financial accounts, and having
the ability to facilitate, motivate, and take care of teachers and staff. From the
discussion above, the five competencies are important for school directors to operate
the schools effectively with available resources they have.

People and relationship dimension consists of capacity building consistent
with Ministry of Education, Malaysia (2013), Marzano et al. (2005), Cotton (2003),
Minnesota State Board Rule 3512.0500 (2008), Florida Department of Education
(2011), and MoOEY'S (2010) describing this competency as planning and implementing
all staff competency development in each subject area and in teaching methodology,
making a record and evaluating the implemented plans of staff competency
development, providing teachers with the necessary materials and equipment, and
building the capacity and professional growth of staff; communication in line with

Ministry of Education, Malaysia (2013), Marzano et al. (2005), Cotton (2003),
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Minnesota State Board Rule 3512.0500 (2008), Florida Department of Education
(2011), and Teachers’ Council of Thailand (2006) describing this competency as
listening to different information and/or opinions from staff and teachers, using
appropriate words and tone with staff and teachers in the conversation, have skills of
writing documents or letters to the persons of different position levels, and being
easily accessible to teachers; relationship building consistent with Ministry of
Education, Malaysia (2013), Marzano et al. (2005), Cotton (2003), Minnesota State
Board Rule 3512.0500 (2008), Florida Department of Education (2011), and
Teachers’ Council of Thailand (2006), and MoEYS (2010) describing this
competency as encouraging the participation of parents and community, explain the
guidelines and policies of the ministry and the school to stakeholders, presenting the
progress of the agreed and other activities to stakeholders, and having frequent
contact with students; teamwork consistent with Ministry of Education, Malaysia
(2013) and Minnesota State Board Rule 3512.0500 (2008) elaborating this
competency as inspiring team members to exchange opinions, suggesting an
alternative solution in solving problems in the team, and setting roles and duties for
each team member; culture in line with Marzano et al. (2005), Cotton (2003),
Minnesota State Board Rule 3512.0500 (2008), Florida Department of Education
(2011) describing this competency as promoting cohesion among staff, creating a
positive school climate that teachers feel good about teaching, and making the feeling
of solidarity among staff. From the discussion above, the five competencies are
important for school directors in building strong both internal and external

relationships and raising resources for the schools. Stakeholders are the large



179

resources, especially financial resource that school directors can take for school
improvement.

Morality, values, and ethics of leadership dimension comprises professional
and leadership ethics. This competency is consistent with Minnesota State Board
Rule 3512.0500 (2008), Florida Department of Education (2011), and Teachers’
Council of Thailand (2006), and MoEYS (2010) describing this competency as giving
fair and equitable attention to staff and teachers, performing the duties with justice,
honesty and transparency with all colleagues, staff, teachers, and community,
promoting associates and subordinates to have morality and ethics as appropriate, and
demonstrating willingness to admit error and learn from it. This competency is
important for school directors to act their leadership through followers to achieve the
school goals, and therefore school directors should be role model for all followers.

Language dimension consists of English skills. This competency is described
as school directors’ ability to use English for communication, write English in letters
or any documents, and read English written documents and understand main ideas.
The competency of English skills is obtained from the interview results with experts.
Two experts suggested English skills for school directors’ competency because they
think that in the nearest future school directors have to use English skills when
ASEAN integration arrives. In the context of ASEAN integration, more or less school
directors should know languages such as languages of ASEAN countries and
especially English, in order to gain in competition in the region. The research findings
of Vathanophas (2006) reported that English skills was one of twenty-three
competencies that is effective for job performance in the Thai public sector.

Therefore, this competency is important for school directors in the nearest future.
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Present and Desirable Competency Levels of Secondary School Directors
under the Jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport

For the present state, the results of the study reveal that the competency of
secondary school directors under the jurisdiction of Phnom Penh Municipal
Department of Education, Youth and Sport is in overall at a high level. The findings
are in line with the previous research (Intarasopa, 2012; Pothikul, 2009;
Sattasathuchana, 2006). Given competency dimensions, morality, values, and ethics
of leadership dimension receives the highest mean score. These findings reflect the
culture of respecting each other and seniority of school directors, the old generation
people, according to demographic data of the respondents. Demographic data show
that most school directors aged from 40 years and over, held their current position
more than 20 years, and earned master’s degree. These data mirror the maturity of
school directors who carefully behave and act in a role model for their followers
because their behaviors and actions affect teachers and students. The study of
Pothikul (2009) also reveals that the competency of virtues and ethics is scored the
highest. The study of Marshall (1999) shows that stakeholders treat ethics as the most
important competency for public school administrators. This dimension is more
important as it is a mean for school directors to get closer to staff, teachers, and
students and there must be a consensus among them as the sole basis for justifying
actions and decisions and to ensure that consensus and consequence oriented
decisions remain genuinely democratic a school administrator incorporate the
components of values informed deliberations into decision-making processes (Begley,
2006). While the dimension of morality, values, and ethics of leadership is scored the

highest, the policy and direction dimension receives the lowest mean value. The
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problems suggested by the majority of the respondents fall into policy and direction
dimension. This is probably because they have a complaint on policy from the top
(the ministry or department) that cannot respond to their school needs. School
directors just follow the policy of the ministry or department. Those are challenges for
school directors to be independent in school vision, mission, and goals, quality focus,
and strategic thinking and planning. This is a gap between the three administrative
levels (institution, district, and ministry). On the other hand, language dimension is
rated at a moderate level in this research results. This is probably because school
directors are appointed not recruited and selected based on the qualifications; they are
teachers and are elected internally when school directors retire. Demographic data
reveal that most school directors have more 20-year working experience in current
position; in other words, most school directors have worked since 1980s or 1990s,
which is the age that foreign languages were not necessary. Therefore, their language
skills are currently limited.

For the present state, given competency sub-dimensions, the findings of this
study indicate that among the 31 competencies only two competencies (e.g., ICT
management and English skills) are rated at a moderate level. This result of the
present study contradict the previous research conducted in Thailand (Jadmuang,
2012; Pakut, 2013; Pothikul, 2009; Sattasathuchana, 2006), which indicated that the
ICT competency of school administrators was at a high level. In Thailand, the
National Education Act of 1999, amended in 2002, has the purpose to bring ICT for
human resource development in intellect, discretion, and lifelong learning and
Ministry of Education has the policy to promote and support the use of ICT, and the

policy provides opportunity for education institutions to bring the use of ICT for
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school administration and teaching and learning systematically. A noted point is that
Thailand has the strength of financial resource that can provide ICT resources such as
computers, internet, and other technological devices to educational institutions with
its budget alone. Hence, school administrators in Thailand can build up their capacity
for ICT management for school administration. In contrast, information and
communication technology (ICT) has just recently brought into Cambodian education
and is still a new topic for the school. Cambodian school directors slightly know what
it is the ICT; that is, they just understand that ICT refers to being able to type
computer, to use Ms. Office, and so on but actually ICT is more than that. Very few
public schools have computers especially about 40% of secondary schools have
computers between 1 and 2 for administrative purpose and (MOEYS, 2004). These
data are also supported by the respondents’ comments that some schools have no
computers at all. This is a problem for school directors to develop the competency of
ICT management and the reasons why school directors’ ICT management competency
is currently at a moderate level. The competency of ICT management is described on
the questionnaire in this study as the school director’s ability to make clear targets for
the use of ICT content, to encourage all users to maintain and take care of computers,
to evaluate the uses of ICT for improving administration, and to promote and support
the use of ICT throughout the school. The competency of English skills is at a
moderate level according to the results of this study. Along with demographic data,
the majority of school directors are old (e.g. over 40 years) that is difficult for them to
learn English. As mentioned earlier, school directors are not recruited and selected

through examination. They are appointed by parent department or the ministry and in
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some cases they are teachers who are promoted via election to be school directors.
Therefore, school directors’ English skills competency is still limited.

For the desirable state, the results of this study indicate that the competency of
secondary school directors under the jurisdiction of Phnom Penh Municipal
Department of Education, Youth and Sport is in overall at a high level and the
dimension of morality, values, and ethics of leadership is rated at the highest level.
Even school directors practice in morality, values, and ethic of leadership at a high
level for the present state, school directors themselves and teachers need to behave in
this dimension at the highest level. The comments of the respondents on open-ended
questions of the questionnaire reveal that school directors somewhat have
inappropriate behaviors and words among their staff and conflict of interest in few
cases. The findings of this study reveal that language dimension is rated at a high
level, while it is at a moderate level for the present state. This result is not surprising.
In modern and competitive world school directors need languages to communicate
both locally and internationally with stakeholders and/or networking partners for
gaining good experience that can be taken and used in improving the school. English
language is ranked number one in the world and is an international language that
everyone has to know for communication. Most respondents suggested that school
directors should know English in order to keep up with the modern world and
compete with other schools in the regions, and even few teacher respondents reveal
that they want school directors who know English to be recruited and selected in the
future. Other languages rather than English were also noted as secondary important
for school directors, referring to the respondents’ comments. Theses languages,

Chinese, French, Japanese, and Korean, are currently becoming popular in Cambodia
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since there are a rapid increasing number of those nationality people who come to
invest and/or to work for local and international non-governmental organizations.
These organizations frequently serve as sponsor and technical assistant to support the
school operation and improvement. From this discussion, it provides the points that
the dimensions of morality, values, and ethics of leadership and language are
perceived to be practiced at the highest level for school directors in the future as they
are important for school leadership and improvement.

For the desirable state, given competency sub-dimensions, the findings of this
study reveal that 5 of the 31 competencies are rated at the highest level for the
desirable perspective. The five competencies are culture, professional and leadership
ethics, managing school improvement, monitoring and evaluating, and discipline.
Notably, these competencies are rated at a high level for the present state. The
competency of culture is described on the questionnaire as the school directors’ ability
to promote cohesion among staff, create a positive school climate that teachers feel
good about teaching, and make the feeling of solidarity among staff. In Cambodian
school culture, school directors act as friends with teachers and they frequently inspire
staff and teachers to feel positive about teaching with their support. However, this
competency is needed to be at the highest in the future because they see it as
important to drive the school to success. When an organization, especially a school
does not provide a climate that promotes cohesion and/or the feeling of solidarity
among staff, the vision and goals of the organization or school may not be achieved.
Leithwood and Riehl (2003) reveal that leaders act through and with other people that
have a direct effect on the primary goals of the collective. Marzano et al. (2005) also

claim that an effective culture is a primary weapon with which a leader fosters
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change. Thus, the competency of culture is perceived to be the highest level in the
future. The competency of professional and leadership ethics on the survey in this
study refers to school directors’ ability to give fair and equitable attention to staff and
teachers, perform the duties with justice, honesty and transparency, and promote
associates and subordinates to have ethics as appropriate. As mentioned earlier about
morality, values, and ethics of leadership dimension, professional and leadership
ethics have the effect on school leadership. School directors are supposed to be a good
model for all both inside and outside the schools. This claim supports the result of this
study that school directors are perceived to practice at the highest level in the
competency of professional and leadership ethics. The competency of managing
school improvement is defined as having high expectations of student learning,
constantly challenging teachers and students to higher levels of academic attainment,
and having a view of instructional improvement as an ongoing process. The literature
highlights this competency as important in principal leadership. Florida Department
of Education (FDoE) (2008) suggest that effective school leaders view student
learning is their top priority through leadership actions that build and support a
learning organization focused on student success. Cotton (2003) reviewed previous
research and found that high achieving schools are successful in part because the
principals communicate to everyone in the school their expectations of high
performance. The competency of monitoring and evaluating indicates school
directors’ ability to continually monitor the effectiveness of the school’s curricular,
instructional, and assessment practices, continually aware of the impact of the
school’s practices on student achievement, assess the effort and energy put into

teaching by teachers, check the lesson plans prepared by teachers, follow up the
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attendance and timelines of educational staff and teachers, and frequently and
regularly observe the classroom practices. The findings are in line with Ai (2006)
asserting that principals have been loaded more new responsibilities. These
responsibilities include evaluation and assessment of students’ progress and
commitment to students in classroom that require school principals to show students’
performance and progress with some clear indicators (MoEY'S, 2000a, 2000c, 2000d).
In the future, school directors are expected to be at the highest level in monitoring and
evaluating competency. Finally, the competency of discipline is described on the
questionnaire in this study as school directors’ ability to protect teachers from internal
and external distractions, protect instructional time from interruptions, and ensure that
teachers provide adequate instruction according to the policy. Even school directors
currently demonstrate this competency at a high level, the comments of the
respondents reflect this practice as not adequate. The respondents report that the
lessons cannot be finished following the course syllabus. Instructional time is seen as
important factor to good teaching and learning—the primary task of the school on
which school principals must focus, and this is claimed by several authors. Marzano
et al. (2005) reveal that protecting teachers from undue interruptions is an important
task of the school principals. The review of Cotton (2003) over the previous research
claims that a plenty of instructional time is lost to both inside and outside
interruptions that result in the lower performance of students. With the above
discussion, the five competencies, including culture, professional and leadership
ethics, managing school improvement, monitoring and evaluating, and discipline,
were perceived to be practiced at the highest level for school directors in the future

since they are the driving force behind school success.
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The results of the study reveal 15 competencies of school directors have
priority needs to be developed. This section will discuss about the top three
competencies and a bottom competency of the 15 competencies according to the order
of priority needs. The competency of English skills is ordered to be the first priority
needs to be developed. This result implies that in the nearest future, ASEAN
integration takes attention from member countries to be ready, and the most important
component to be considered is language. Since ASEAN member countries have their
own languages, English must be inevitably one of the most important languages used
for communication and cooperation. The interviewed experts (two persons) suggested
English skills as a skill to link a school and/or director to the school networking in
ASEAN countries. Similarly, an interviewed school director expresses a view that
English skills become important when ASEAN Economic Community (AEC) is
coming. The school director added that school directors have been invited to attend
seminars conducted in foreign countries but most of them know English little, and
thus it is a wall hindering them from grasping new knowledge and experience from
modeling schools in foreign nations, especially ASEAN member countries. This is a
cause that the competency of English skills is perceived to be top priority. ICT
management is scored as the second priority need. This result agrees with the
problems and recommendations of the respondents describing that school directors
have a lack of ICT skills and some schools have no computers or any technological
devices; in other words, school directors just follow the traditional devices for
completing their tasks. This is the reasons why the respondents suggest that in the
future school directors should be trained or even recruited and selected by meeting the

criteria revealing they are competent in ICT skills in order to lead their schools
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towards the modern world. This agrees with what was reported by Curtis and
McKenzie (2001) that technology skills contribute to effective execution of tasks.
Similarly, the research findings of Pakut (2013) revealed that school directors had
high competency of ICT in favor of the development of ICT management in
education institutions to be competitive with world-class standard, as well as the study
of Jadmuang (2012) who indicated that ICT competency of school administrators
under Educational Service Area Offices in Amphoe Pho Thale, Phichit for the
desirable perspective were at a high and the highest level and school directors and
teachers had similar opinions that school directors should be able to use management
information system (MIS) in order to respond to the school-in-dream project. It is not
surprising that the competency of vision, mission, and purpose also ranks in the third
priority needs. Most respondents in this study express that policy from the ministry or
department is neither extensive nor responsive causing school directors to follow the
policy and cannot establish school vision, mission, and goals. Literature claims that
this competency is important to school principals (Cotton, 2003; Marzano et al.,
2005), leads to authentic leadership (Begley, 2006). Of 15 competencies to be
developed, it is noticeable that the competency of strategic thinking and planning has
the least priority needs. Cambodian school directors have been recently imposed more
responsibilities including planning and other leadership skills (Ai, 2006). And they
are invited to attend training course on management and leadership provided by the
ministry. For such this, school directors could build their capacities in planning and
even developing strategies. However, this competency is still a priority needs because
the trainings are conducted in short time that is not enough for school directors to

capture and bring into practice, expressed by the respondents in this study. These
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results seem to be reasonable according to the 6 interviewees (e.g., academics,
educational leaders, and a school director). Most of them agree with the results that
the competencies of English skills, ICT management, and vision, mission, and
purpose are perceived to be developed with high needs. Nevertheless, two of them
appear to moderately disagree with the competency of English skills as the first
priority needs, along with their comments that it is better for school directors to know
English skills but not the priority needs and sometimes this is just the school
directors’ want. For this argument, the researcher can see that at the present time
school directors do not have high needs to use English skills as their routines tasks are
not required; however, in the future school directors will have high needs in English
skills in order to link themselves and the schools to the region and the world. The
competency of strategic thinking and planning receives the lowest priority needs
among the 15 competencies to be developed. Of the 6 interviewees, an academic
appear doubtful about this result that strategic thinking and planning should rank in
the top of priority needs. This is because strategic thinking and planning is not new to
school directors and teachers and it is their routine task. Moreover, school directors
attend school leadership and management training, and thus they are perceived to be
able to do strategic thinking and planning. Another reason is that school directors and
teachers view financial resource as key factor to strategic thinking and planning and
this is supported by the problems raised by the respondents that truly face a lack of

resources.
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Guidelines for Developing Competency of Secondary School Directors
under the Jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport

The results of this study reveal that guidelines for developing competency of
school directors can be summarized as three main points — training, self-study, and
career development (e.g., policy from parent department or ministry). The research
findings agree with previous research (Lai & Kapstad, 2009; Nybg, 2004), showing
that organizations engaged training, on-the-job learning, and career development in
competency development. Lai and Kapstad (2009), however, claimed that training in
itself does not meet the desirable level of competency development. This results from
a lack of interest into the processes preceding and following training (Tannenbaum &
Yukl, 1992). The research indicates that in order to enhance the effectiveness of their
training, organizations increasingly develop structured plans that consist of need
analysis, the training itself, and a follow-up (De Vos, De Hauw, & Willemse, 2011).
These findings support the results of the present study that the interviewed experts
suggest training should be followed by monitoring and evaluating to ensure the
effectiveness of practice. Secondly, self-study is also important for developing school
directors’ competencies as it is a quick mean for them to research and learn more at
any time about what they intend to know. Wittayapaan (2009) explained that self-
study could happen through reading books, surfing the net and watching videos. Third
main suggestion in the guidelines for developing competency of school directors is
career development (e.g., policy from parent department and ministry). Ministry of
Education, Youth and Sport, affiliated by Phnom Penh Municipal Department of
Education, Youth and Sport should have a clear policy for developing school

directors’ career. And career development is a part of career management, such as job
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rotation and promotion. Academics claim that career management enhance mobility
which leads to an increase in competency development in the organization (Campion,
Cheraskin, & Stevens, 1994; Karaevli & Hall, 2006). The guidelines for developing
competency of school directors also include the three issues (i.e., salary level, conflict
of interest, and political influence) to be solved because most of the interviewees
seem to raise these issues so important for developing competency of school directors.
In addition, they reveal that school directors’ salary level is low so they are not
willing to fulfill their responsibilities accordingly; for such this, even there is an effort
to develop them, they still ignore. Conflict of interest is also raised among the
interviewees and even the respondents including the school director themselves. They
claim that some school directors have their network in the department or ministry and
then discrimination occurs. When there is any opportunity for development, they just
send their persons. The final issue raised by the interviewees as well as the
respondents is political influence. School directors have to attend party meeting (i.e.
ruling party). A school director claimed that he was sent a message to lobby for
political motivation and he did not want but he had no choice. Therefore, school
directors are not independent to do their duties. This point is also mentioned by the
interviewed experts suggesting that school directors should be given autonomy and
independence to complete their responsibilities. Since the researcher views these three
issues as general issues but affecting the competency development of school directors,
the researcher just include and separate these issues that should be solved at the same
time when developing competency of school directors. The researcher does not seek
the detailed solutions for the issues since the solutions for the issues are not the main

content of the guidelines for the competency development of school directors.



192

Recommendations

The following recommendations are based on the results of this study and are
divided into recommendations for practice and for future research.

Recommendations for practice

1. School directors

1.1 should focus on the three competencies including English skills, ICT
management, and vision, mission, and purpose as the findings of this study reveal that
English skills, ICT management, and vision, mission, and purpose are ordered in the
top three of priority needs based on modified priority needs index (PNl modified)-

1.2 should develop their English skills and ICT management as the results
of this study indicate that these two competencies are at a moderate level for the
current state.

1.3 should maintain and practice more on the five competencies, including
culture, professional and leadership ethics, managing school improvement,
monitoring and evaluating, and discipline, as the research results reveal that these five
competencies are at a high level but are expected to be practised at the highest level in
the future.

1.4 should consider the guidelines for developing competency of school
directors for their practice for some points in the guidelines that reflect the things
school directors should do as the research findings suggest the guidelines of the
competency development of secondary school directors under the jurisdiction of
Phnom Penh Municipal Department of Education, Youth and Sport that consist of

three main components including competency development methods, guidelines for



193

each competency dimension, and issues to be solved and some points are pertain to
the school directors.

2. Ministry of Education, Youth and Sport

2.1 should prepare training on English skills and ICT management for
school directors since the results of the study show that these two competencies are at
a moderate level for the current state.

2.2 should consider the guidelines for developing competency of school
directors into implementation since the research findings suggest the guidelines for
the competency development of secondary school directors under the jurisdiction of
Phnom Penh Municipal Department of Education, Youth and Sport that consist of
three main components including competency development methods, guidelines for
each competency dimension, and issues to be solved.

Recommendations for future research

1. There should be a study in detail on developing guidelines for the
competency development of school directors in Phnom Penh City and in other similar
contexts, focusing on each competency dimension since this study suggests guidelines
for developing competency of school directors that have limitations on specific
approaches to develop the competency of school directors.

2. There should be a study in detail on each competency, such as ICT
competency, of school directors because this study focuses on the competency of
school directors in overall aspect that have delimitations on the number of indicators
measuring each competency and because the results of this study reveal that ICT
competency is at a moderate level for the current state and it becomes the second

priority need.
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3. There should be a study on the development of a competency-based training
system on the 15 competencies that highly need to be developed because the findings
of this study indicate that there are 15 competencies of school directors to be

developed, based on the modified priority needs index (PNlmoditied)-
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Questionnaire
“Guidelines for the Competency Development of Secondary School Directors
under the Jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport, the Kingdom of Cambodia”

Instruction
1. This questionnaire is used to collect data for the study on “Guidelines for
the Competency Development of Secondary School Directors under Jurisdiction of
Phnom Penh Municipal Department of Education, Youth and Sport, the Kingdom of
Cambodia.”
2. This questionnaire is constructed to respond to the research objectives “To
determine the present and desirable competency levels and develop guidelines for the
competency development of secondary school directors.”
3. This questionnaire consists of three sections as follows:
Section 1: General Information of Respondents
Section 2: Present and Desirable Competency Levels of School Directors
Section 3: Recommendations and Comments

4. The data obtained from this questionnaire is used to analyze and interpret in

overall aspect; therefore, it does not have any impact on your position.

Please kindly answer all the items and return this questionnaire with the attached

envelope.

Thank you very much for your participation.

Mr. NGUON SIEK
Master’s degree student in Educational Administration,

Chulalongkorn University
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Section 1: General Information of Respondents

Instruction: please put a tick @ in the box next to the answer of your choice.

Sex:

O Male O Female
Age (years old):

O Less than 30 0O 30-39 0O 40-49 O 50 and over
Qualification:

O Lower than Bachelor O Bachelor O Master O Ph.D

O Other (Please specific:........coovvevviinieniinn.... )
Experience as school directors (years):
O Less than 5 0O5-9 O 10- 14 015-19 O 20 and over
Current position:

O School Director O Teacher

Section 2: Present and Desirable Competency Levels of School Directors
Instruction: Please put a tick v* on the number that most closely matches the real
practice of school directors.
5 refers to presently behaving or practicing at the highest level /
in the future need to behave or practice at the highest level
4 refers to presently behaving or practicing at the high level /
in the future need to behave or practice at the high level
3 refers to presently behaving or practicing at the moderate level /
in the future need to behave or practice at the moderate level
2 refers to presently behaving or practicing at the low level /
in the future need behave or practice at the low level
1 refers to presently behaving or practicing at the lowest level /

in the future need behave or practice at the lowest level
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Item Competencies of School directors

Present

Desirable

1]2[3]4]5

1] 2[3]4]5

1. Policy and Direction

1.1 Vision, Mission and Purpose

School directors explain the vision and

! mission of the school clearly.

2 School directors describe national
education goals clearly.

3 School directors have a personal

vision for the school.

School directors announce and explain
4 school vision and goals to staff and
teachers.

School directors announce and explain
5 school vision and goals to parents and
community.

1.2 Quality Focus

School directors identify work
standards such as administration,
academic and finance to meet the
needs of school.

School directors encourage staff and
7 teachers to maintain high work
standards.

School directors monitor staff and

8 .
teachers’ commitment to standards.

School directors can develop quality

9 development plan for school.

1.3 Strategic Thinking and Planning

School directors have the knowledge
10 . : :
of planning and developing strategies.

School directors hold minute meetings
11 | with staff and teachers to develop
strategies for achieving school goals.

School directors evaluate the

12 performance efficiency of each unit.

School directors set appropriate
13 | strategies to improve performance
efficiency.

1.4 Proactive

School directors scan or prevent any
14 | obstacles against change opportunity
for school.

School directors take action
15 | immediately when any obstacles
occur.

School directors outline the steps and
16 | scenarios to achieve the school goals
set previously.

1.5 Ideal and beliefs

School directors possess well-defined
17 | beliefs about schools, teaching and
learning.
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Item

Competencies of School directors

Present

Desirable

2

3

4

2

3

4

18

School directors share beliefs about
school, teaching and learning with
staff and teachers.

19

School directors write a description of
self-belief that a school must pay
attention to student achievement.

20

School directors explain to staff and
teachers about the belief that academic
achievement is not the only measure
of success in a school.

2. Inst

ructional and Achievement

2.1 Ac

hievement Orientation

21

School directors set work standards
and insist on staff and teachers
participate in reaching them.

22

School directors show appreciation for
individual and group efforts and
accomplishments.

23

School directors publicize to staff and
teachers about the evidence that will
be acceptable in terms of amount,
kind, and quality for goal and student
achievement.

24

School directors measure achievement
using data that support the results.

2.2 Knowledge of Curriculum, Instruction, and Assessment

25

School directors possess extensive
knowledge about effective curricular
practices.

26

School directors possess extensive
knowledge about effective
instructional practices.

27

School directors possess extensive
knowledge about effective assessment
practices.

28

School directors are knowledgeable
about the subject matter and

pedagogy.

29

School directors attend seminar related
to curricular and instructional
improvement.

30

School directors discuss with other
principals or experts about curricular
and instructional improvement.

2.3 Ac

ademic Support and Sharing

School directors continually engage

31 | staff and teachers in dialogue
regarding academic improvement.
School directors keep informed about

32 | current research and theory on

academic issues.
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. . Present Desirable
Item Competencies of School directors 5131 a > 13415
School directors foster systematic
33 | discussion regarding current research
and theory on effective schooling.
School directors help and support
34 L . ;
teachers in instructional issues.
35 School directors share academic
experience among teachers.
2.4 Supervision
36 School directors_ plan the academic
program supervision.
37 School directors: C_iO the academic
program supervision.
38 School directors do a follow-up of the
academic program supervision result.
2.5 Discipline
School directors protect teachers from
39 | : :
internal and external distractions.
40 School directors protect instructional
time from interruptions.
School directors ensure that teachers
41 | provide adequate instruction according

to the policy.

2.6 Monitoring and evaluating

42

School directors continually monitor
the effectiveness of the school’s
curricular, instructional, and
assessment practices.

43

School directors continually aware of
the impact of the school’s practices on
student achievement.

44

School directors assess the effort and
energy put into teaching by teachers.

45

School directors check the lesson
plans prepared by teachers.

46

School directors follow up the
attendance and timelines of
educational staff and teachers.

47

School directors spend much time and
regularly observing the classroom
practices.

2.7 Diversity Leadership

School directors inspire teachers to

48 | understand and recognize the
significance of diversity.
School directors help teachers respond
49 .
to the needs of diverse learners.
School directors promote school and
50 classroom practices that validate and

value similarities and differences
among students.
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Item

Competencies of School directors

Present

Desirable

1]2[3]4]5

1] 2[3]4]5

3. Managing Change and Innovation

3.1 Managing Change

51

School directors continuously
challenge the status quo in school
administration.

52

School directors are willing to lead
change initiatives with uncertain
outcomes.

53

School directors systematically
consider new and better ways of doing
things.

54

School directors encourage teachers to
try to improve the effectiveness of
instruction through experimenting
with different kinds of lessons or new
approaches to teaching.

3.2 Problem Solving

55

School directors undertake a complex
task by breaking it down into
manageable parts in a systematic and
detailed way.

56

School directors anticipate the
consequences of situations and think
of several possible explanations and
alternatives for a situation.

57

School directors identify the
information needed to solve a problem
effectively.

3.3 Informed Decision Making

58

School directors provide opportunities
for staff and teachers to be involved in
developing school policies.

59

School directors provide opportunities
for staff and teachers on all important
decisions.

60

School directors use leadership team
in decision making.

61

School directors give teachers
authority to make decisions
concerning curriculum management.

3.4 Managing School Improvement

School directors have high

62 expectations of student learning.
School directors constantly challenge

63 | teachers and students to higher levels
of academic attainment.
School directors have a view of

64 | instructional improvement as an

ongoing process.
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. . Present Desirable
Item Competencies of School directors 1 ‘ > ‘ 3 ‘ 4 ‘ s [ 172345
3.5 Creativity and Innovation
School directors inspire teachers to
65 | accomplish things that might be
beyond their grasp.
School directors are the driving force
66 | behind major initiatives of staff and
teachers.
School directors try new methods for
67 | completing required tasks, eventually
finding a better way.
3.6 Flexibility
School directors adapt leadership style
68 e
to the needs of specific situations.
School directors encourage staff and
69 | teachers to express diverse and
contrary opinions.
School directors are comfortable with
70 | making major changes in how things
are done.
3.7 Situational Awareness
71 School directors accurately predict
what could go wrong from day to day.
School directors are aware of informal
72 | groups and relationships among the
staff and teachers.
School directors are aware of issues in
73 | the school that have not surfaced but

could create discord.

4. Resource and Operation

4.1 Finance Management

74

School directors can explain major
process and methods of finance
section.

75

School directors apply critical
financial concepts and practices to
establish and maintain realistic
budgets.

76

School directors can identify wasteful
financial practices or opportunities for
greater efficiency.

77

School directors monitor
program/project expenditures and
individual expenses for reporting
purposes.

4.2 Physical Development

78

School directors make a visual
inspection and monthly reports about
maintenance and cleanliness of
furnishings and teaching and learning
equipment.
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. . Present Desirable
Item Competencies of School directors 1 ‘ > ‘ 3 ‘ 4 ‘ s [ 172345
3.5 Creativity and Innovation
School directors inspire teachers to
65 | accomplish things that might be
beyond their grasp.
School directors are the driving force
66 | behind major initiatives of staff and
teachers.
School directors try new methods for
67 | completing required tasks, eventually
finding a better way.
3.6 Flexibility
68 School directors adapt leadership style
to the needs of specific situations.
School directors encourage staff and
69 | teachers to express diverse and
contrary opinions.
School directors are comfortable with
70 | making major changes in how things
are done.
3.7 Situational Awareness
71 School directors accurately predict
what could go wrong from day to day.
School directors are aware of informal
72 | groups and relationships among the
staff and teachers.
School directors are aware of issues in
73 | the school that have not surfaced but

could create discord.

4. Resource and Operation

4.1 Finance Management

74

School directors can explain major
process and methods of finance
section.

75

School directors apply critical
financial concepts and practices to
establish and maintain realistic
budgets.

76

School directors can identify wasteful
financial practices or opportunities for
greater efficiency.

77

School directors monitor
program/project expenditures and
individual expenses for reporting
purposes.

4.2 Physical Development

78

School directors make a visual
inspection and monthly reports about
maintenance and cleanliness of
furnishings and teaching and learning
equipment.
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Item

Competencies of School directors

Present

Desirable

2

3

4

2

3

4

79

School directors determine the needs
of classrooms and offices.

80

School directors make safety and
security review of all facilities and
equipment such as material loss and
fire risk area and then take immediate
action where possible and record in
minutes.

81

School directors guide all staff in
developing environmental awareness
and concern.

4.3 Performance Management

82

School directors develop and
implement strategies that optimize
performance of all staff in school.

83

School directors identify and cultivate
potential and emerging leaders.

84

School directors provide specific
performance feedback to staff and
teachers, both positive and corrective,
as soon as possible after the event or
action.

4.4 1CT Management

School directors make clear targets for

8 the use of ICT content.

86 School_directors encourage all users to
maintain and take care of computers.

87 School O!irector'?‘ evalua?e _the use of
ICT for improving administration.

88 School directors promote and support

the use of ICT throughout the school.

4.5 Human Resource Management

89

School directors have knowledge of
effective personnel recruitment,
selection, and retention.

90

School directors understand the
administration of employee contracts,
benefits, and financial accounts.

91

School directors have the ability to
facilitate, motivate, and take care of
teachers and staff.

5. People and Relationship

5.1Ca

acity Building

School directors plan and implement
all staff competency development in

92 each subject area and in teaching
methodology.
School directors make a record and
93 | evaluate the implemented plans of

staff competency development.
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with students.

. . Present Desirable
Item Competencies of School directors 5131 a > 13415
School directors provide teachers with
94 | the necessary materials and
equipment.
5.2 Communication
School directors listen to different
95 | information and/or opinions from staff
and teachers.
School directors use appropriate words
96 | and tone with staff and teachers in the
conversation.
School directors have skills of writing
97 | documents or letters to the persons of
different position levels.
98 School directors are easily accessible
to teachers.
5.3 Relationship Building
School directors encourage the
99 | participation of parents and
community.
School directors explain the guidelines
100 | and policies of Ministry and the school
to stakeholders.
School directors present the progress
101 | of the agreed and other activities to
stakeholder.
102 School directors have frequent contact

5.4 Managing Teamwork

School directors inspire team members

103 to exchange opinions.
School directors suggest an alternative

104 | solution in solving problems in the
team.

105 School directors set roles and duties
for each team member.

5.5 Culture

106 School directors promote cohesion
among staff.
School directors create a positive

107 school climate that students feel good
about attending and teachers feel good
about teaching.

108 School directors make the feeling of

solidarity among staff.

6. Morality, Values and Ethics of Leadership

6.1 Professional/Leadership Ethics

109

School directors give fair and
equitable attention to staff and

teachers.




(Continued)

218

Item

Competencies of School directors

Present

Desirable

2

3

4

2

3

4

School directors perform the duties
with justice, honesty and transparency

110 with all colleagues, staff, teachers, and
community.
School directors promote associates
111 | and subordinates to have morality and

ethics as appropriate.

7. Language

7.1 English skills

School directors have ability to use

112 L L

English in communication.

School directors have ability to write
113 A

English in letters or any documents.
114 School directors read English written

documents and understand main idea.

Section 3: Recommendations and comments on guidelines for developing

competency of school directors.

1. Problems and obstacles

1.1 Policy and Direction
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1.7 Language

2. Recommendations or solutions to the problems and obstacles

2.1 Policy and Direction

Thank you very much for your answers.



220

URNA AN v MAGRUHY O Shoimmoi:ahimumumni il
9.1A9 3 O L‘q‘m mRRY
LRl O figihl mo @ O mo-mé @ 0 GO-GE @
O &0 @ighig
m. ABamILAN ¢ O uana O uTgnuipthegss O UTaNUEH
O U“@Ugﬁm Rt R QU121
¢. irnuuiEminighgndugurs ¢
O fcthh & @ O&-&g 090-9G @
O09¢-98 @ 0 Vo giigjhig]

. ENSMAUGY[S ¢ O WA
D@

0 2

LMOBHSIE SeMENogRNNMINSSHISHSMEBHANRD

e 2 5]

aﬁ
3
g
%

via : ifdsiagAwImt SUNUUTYISIS: MIHSIAMATYRIUNIWAMWYE]Y
QN msHsigmusANoRYwy JoghaphanpmhaBaomia:
nEIEMANIIN viAphfigpsisasmnugyg meAEaamywiny

)
055 ’ItﬁLUS“lmﬂJ’HSWﬁﬁ’IuUJ@J“IiLnULnﬁSﬁ“ﬂiﬁﬁ&mﬁjmﬂnanmswﬁjg
matiugulg ifinagRohemsmirgigmebanofywd ghahdapighadaamin:
i158) yuwmAaE v aghpigpsismiilingn ghaEnamyw iRuhag

%S"WIHS?Q”WUGMGSUUJ"J nﬁn[jﬂ'ﬁ NﬂﬂﬁSﬁﬂSfﬂ HUGUJS Sﬁ”ﬁmﬁ

1

Q)
JoRimy 3



221

o AFAISMIWAITMNAGASHANSMNUGYISISMIHSIRIU AT WA AN

ifwindmt suanugys SwRmans

- msmiHgigmudnNolywy ISAFROANERAERRCORE yuFuvaRMISNSINE 9
- msmiHgIaMuGANoiyws 1SnLHﬁfdﬂmr;ﬁ Adaho ﬁgUﬁuﬁJ/é hAIgNSIve B
- msmiHgiamutnnolywy isAphannnlaBauny ﬁ;mjm/ﬁ hAtgnsiue m
- msmiHgiaMuGANoiyws %smaha?ngqﬁhnf qps ﬁgaﬁum«ﬁ RAIGNSINEG G
- msmiHgiaMuGANoiyws ESﬁLth&ngiﬁ;h AganisiRa ﬁgaﬁum/é Aignsive ¢

o AFRIs MW S ASHEmIINAGATS MIHSIRIUA WA AN SUNUHIAR

sunuEan ilole; ¢

- msmiHgiamudnnolywy isaphaannandadoiia yuguvaRFignsIve 9
- msmiHgiamusnnolyws %samhﬁmﬁﬁaﬁ@ﬁﬁﬁ ﬁga’@mwﬁ hpignsive v
- msmiHgiamutnnolyws %SﬁLUﬁﬁ’mgfjrjﬁﬁfﬁﬁmy ﬁgg'@mwﬁ WAIgNSIue M
- msmiHgiamuGnNolyws ESﬁLUﬁﬁ’mgfﬁﬁﬁLﬁmLﬁs ﬁ;&f’@ﬁj/ﬁ MAIGNSIE ¢
- mismiHgiamudnnolyws fsmaﬁﬁ’mg:@;hﬁ@mﬁsﬁﬁﬁ ﬁgg'@m«g' AIgNSIVEG ¢
HIEMIBERNHIBeBRNESHS ©
ENSMOUGY[S miifihen
[u.1 MIHSIRIVAISUTAANANYS o w mlcl ealololmlale
9. ImISitNM W Sumitns) (Policy and Direction)
9.9 U’rjﬁ'ftﬁ ATy ShimGnnk (Vision, Mission and Purpose )
o mwansgnhﬁﬁag?cﬁwéﬁmmw . .
U AN ANI) S SUNHGNATAN A
o QUUAUARNWIA UIRIHUI ANk . .
AN ANW
* MUAE ARG BsSW akdanc 9 IAEAWNIEMS UGUISIS: IWARNAN
nsjUHfcaTS WU MAYIY mmnmi]smsuﬂﬁummmm ghn(sa ﬁltsﬁg‘jtﬁ ) W
\ mﬂﬁﬁﬁﬁﬁ@mwnmmmSJmHmGﬁfmwsﬁmm f{fmnmﬂsmsui'na



222

fu.i

MHSIHIUAISUIARNANIS

ANSMNUGY[S

9

U mc

&

9. IMUSIINQU SUMIBASY (Policy and Direction)

9.9 Gg?ﬁ?w rusunity SRIMUTANR (Vision, Mission and Purpose )

SQUSANSIUHAGATA W NIV UAYIUE

K AN ST SENRGNATON A5

B | QWARTARNWIRUIRIHGTIT A UnmAp sApw

m mwﬁmSGg?ﬁ?wjmm%s AITENU AN NI S

. | Swnwm mmﬁﬁﬁag?ﬁwéhm i
R AN NI SEURBARAR

" mwmummmﬁﬁﬁsg?ﬁwéﬁmnﬁﬁdm{j
ananifsEnmIme agdhnausd

9.0 MIAEINANNAMA (Quality Focus)

o iwAANNG g min RO aggime
168 NN S
swniGAadaualniipidgiuipons

k SEEINE

’ wapadSajfamuhsmiuiaua
yalAShpIRmyghthitunsAnna

o swAn s wsamaigiasminfinannmn
AU AN NS 9

9.m miAnRkifiRsmiuuugan|ey (Strategic Thinking and Planning)

o siwanstinn:innashhmidiasms
Shmiuifatygan|a

o9 mwﬁiﬁm@uﬁ.fnqwqgn?ﬁ%mghmiﬁmﬁ
wg gt g rpomuitianans

9l | awRhwWAEUAS§MnminIuAiEAsS YW
o SWARANAUG At U B[R]
v s §maming
9.¢ MitH)uGisligAIENYS (Proactive)
oc QWAITuUg kUM
MAYIUA A AN 9
9d | wmGuAgmaMYINUBSUINIAFIGIRY




223

I TIMUIR AN IR U S AN G

, ANSAMNUGU]S mifien
LR MHSIHIUAI SRR ANIS :
U mec| & Vimic|é&
o5 siwnghatums Shiamiuniddf

9.t 2RUAR SURIS) (Ideal and beliefs)

QWANSEIY Unduai s am

9
i) s
o SwAteATUANIS)AR s §ami
vi)sthywualndig
QA NTATMITUNWEISIUAI S AN
98 | ispAawndaermAtim:ugRNRAp
100 ETAJJ
QWANS UYFOASHERATISiuagS
00 %ﬁmmgﬁmﬁjﬁyivﬁjﬁjmﬁsfasmgmﬁ

ywapommaiimahatwio e
OIS BED

v. miUtLﬁ:]S Shau ﬁJIL’HGImﬁﬁw (Instructional and Achievement)

1.9 muthaUmiiy GINAG (Achievement Orientation )

vo

SUARANAR M MINISH S §OBIUADA
Suipedinnmidgiagonsuihitn
GIMBERE

vy

WARAUEN MR UMIIET
anwlhmiaihivoyaulhy

5 3
Z'br_ 3

vm

2]

WATHUUIMMUNEGNURUYRINASAR
AAMRIBUNTSgUWARANS (VTN
UIAs Aanma 9u) SienmMIsiyo

imuiiamnihaciuisugtudag

T

Ul

wah AR mIE oIt At witwid
(e G gSWiRUAFUgRU

b.w Ginn:Ruiganyiidnn mivig)s Sammwains (Knowledge of Curriculum,

Instruction, and Assessment)

V&

siwrmsdian:dgignwildminsgials
AglaaapiRumspagmn




224

RSN

, ANSAMNUGU]S fifken
LR MHSIHIUAI SRR ANIS :
U mec| & Mic|t&

- siwanstinn:ing g amnwilmingials

miviy)siaunspEgmn
- swnwssinn:iiglignnuidiiany

haigMIvIR) SIURRTR USRI gmn
g swrmssian:danbysihuig)sina;

16U 0]
g QUUAGIEOM AN NAFIIAMIIGE]

AulifAn Samuigysiiednginy

SQUUARMANN YW WA ANIRIH IYHA
mo | depadmufejayiaSapiamiuig)s

b.m mifoaiiuadinn:Bh{hai{eigAuIGA1e &5 (Academic Support and Sharing)

QUUMTMIS MY WYRLA Sh{g

mo | mnt mAdsSu{GaShmipniphid 9 &8
mindigiRAUIgAIgEIY

- QAMESnAnShumimaigSida
Shmiganipghid 9 AfigavIgAIgaIY
QAR MIiMAnMUAs ﬁﬁs§tﬁff§

mm | Samipanipghid 9 simisApitue
wegmn

e QUWARWRIURINAN AR AU
i) S
QUWATTATIUAUS NN TSIRAUIGATS U

me ROUTR

bv.d miHiAMIAG (Supervision)

- swnifizsmighmofrfimifgagiican
ShmIIfR)S Y
swAHstamIGHAMIAgAYIRaAnSmI

e vi)smuinsmid

g Ay sugRumnFHEMIAgAYa

RIANSMIUI)S




225

, ANSAMNUGU]S fifken
VR MHSIHIUAI SRR ANIS :
UVmec &|9 Mic|t&
©.4 18U (Discipline)
ne swngsgjmsmiinsiauiFfhaiah
AN NI SR MILITR] STUAI(R
co | siwamimidsethuii]spinauh
‘o SUWAMSIGIAUIS{RURIF MEIm

M

©.9 MIMYS §hﬁlﬁiﬁg (Monitoring and evaluating)

siwAmyisuagmaisminsianyld

“0 fan mivil)s Samimwalythuoi

‘n swawﬁwiﬁﬁﬁt’nmmgi?mf{mnmﬂsms
RENUITUGRUTURI R0 R

Gc | swnhw gﬁmnﬁtmﬁmmﬁﬁﬁﬁmmﬁj3'1

ce | SWAEANS JngmﬁmUtLﬁjsmmmﬂ

o SWUJQnﬁZUmSHfﬁmS§ﬁmﬂﬁﬁﬂmUﬁ'j
UAISIISA TN

o Swasamuwinaifsiuiglananiia

Bumuuguis

©.0 modgaiasildagituyafivgigsigiham (Diversity Leadership)

d]

SUIARIN{AGIWASHGUANNIMAINS
ISR UEANYRINSS N I

g

SIWARWRANMIFWAUSAR[EIMIUN

&0

Py
=
a
=
=
(e
=L
=g
2
E
-
=S
S

m. Migh ﬁ'jt%i S gins (Managing Change and Innovation )

m.9 MIAU{AREJNSMIFIAIYT (Managing Change)

QIWAUAUESRANSMNUGU[SRIRN 9

&9 . e \
10 60 e AN SIR G MIE /T
SIWANSES:RASIGINSMIR YT 19120
g | wgrniduegumsShdsimaniymA

R




226

, ANSAMNUGU]S fifken
LR MHSIHIUAI SRR ANIS :
9/ M c| & Mic|t&
“ siwnAamudssivmpmuwd{ayuis
phmidEyt
QWAITAEA Sapanmivisudgmanis
gc | mivi)smuiy: aangR{uiagLis yin

an[agUILE) STl 9

M.V M NWUEN (Problem Solving)

dd

QA wAgmiga Mt witua
BigA 9 IRupLEhasSansugan
wns

3]

wasiSuugRuisansmaShaai
YN OWRIGS AR MU WU 4

)

iwAANNERAUYuNAnSiEueinoitd]
WU SUNgmnY

m.m MiEHETS I WE SMIGIY (Informed Decision Maki

ing)

SQUWARUAMRUURIASAE Grujy

&G
UIRATM ST QW AN NI S Y
SQIWARUAMINUURIASH{E Gy

ué [pUmisiEedanans 99

. mwﬁfftnmmhfnqwmn:mﬁmhqhm:
SR

o mwﬁﬁmmﬁnmaﬁmmq miupoda

mAdsSumiptpRAYIRaANY

Mm.c fﬂﬁg@Jﬁﬂ nmﬂ STAGHTS (Managing School Impr

ovement)

QAN SMIARGAZATIAMIY S YRIUA

v | o
F g

o SIWARIMASH S AGE]MSFGUNGRUMI
VMERY

g wrmnsmiwUndmemig gmiuig)s

wingihpiaghy §m ol




227

MHSIHIUAI SRR ANIS

ANSMNUGY[S

9

Uimec &

m.& migiuga Shsnsias (Creativity and Innovation)

QIwASIMAARMIAIEoT TGN ATIEN

1
Eihaym

oy | SN Andadionfimwismiviiagd
mLmUﬁﬂnmijm
QwANIEAANETE AN 9 wiEo

o0 | minidyw itwimd muimpawiiyg

Uiedtd

m.» mnuaius (Flexibility)

st AsiuATThwmavaiusilgfifwau

o6 igIShagimisansmInNhAAMY W

o SﬁatiintEUﬁGﬁﬁﬁ"gEﬁ Shpghmivigm
sAgwivuanus

- swwﬁnjami;mm%mmsmﬁnwasmsm
giagnbgbim:iitngsii

m.51 MIwn \ SAINN ( Situational Awareness)

4o mwmﬁmfﬁj afFit umoifemsugni
ywigigigwig

- S]waﬁﬁfﬁ gshimgiminhGinmy
URUASAE
iwnbnfvgnakan it uismoiRans

m fﬁf—ﬂiﬁm@‘ijfﬂ'i%Um IR UL §

G. HSMS SW{UAURMI (Resource and Operation)

G.9 MIAU{ARIGANIEIR (Finance Management)

Nc

QAN S MEAMN NSRS mMIS IR
a{egasRs 9 isignuiimin

Pl e

swrdimuimualafammsinisulimia
phmufiaSingemscimunigpaanes

313

QA S yam B umiEsigigatligia
g pwydmastigjuiponsuns
Mg




228

, ANSMNUGU[S fifhen
VR MHSIHIUAI SRR ANIS :
U mec| & Mic|t&
QwamyhsSuhwalgMIGAMWwIU
an | anpilywe Shdamwuanuga gl

INWwmInnY

¢. v mIfAUTARIEAJUTS (Physical Development)

qwAg:pan stk nfiow

A6 | minhuoiisdimis d8amismalsia)
inTe i auainnming sERUI)s

ne | swadanaagimishansSamiun i
swsapafSangiuimafaiimais

GO | auAINNEh M SlHL Jomminagm
§hnSAwduim:ShndgAtANNAINGY

" QAN SIYRMANRHAGIWNER AU

vTansA AN NS Y

G.M MI{AU{ARIGRUMENT (Performance Management)

mwntﬂuosﬁﬁginmgmmeLmﬁﬁﬁigj

5o NgRUMINIUAURALA gﬁﬁﬁmghmnm
am QAR ANGR@ USRI s ﬁﬁqgn? R
NSMSNUSMNMEARASI
mwﬁﬁmimvmmmwn minsugRn
e mINIURYALARAR Aulgunsiamin

H My 9 muiRunoiidnsuuiing
minniAaIgTaY

¢.¢ mijptphuigaienndnsfhaniaunass (ICT Ma

nageme

nt)

QAR MM UG T mIng

G .
[@&s 1CTY

" swummjl AGA jija aBmHhHEjWA
Gpgninigginnydiy

o S:LUnﬁ Wi N”WﬁLUdLmSIJ' ICT ghananiiie]
G MITAUAR U]

aa swAsimIumEmMIdima ICT gakan

A




229

MHSIHIUAI SRR ANIS

ANSMNUGY[S

9

v m

G

&

G.t MI[AU{ARGSHYSAY (Human Resource Management )

siwnnsGinn:Eismigd T §hisian

Ge yalAthhnSuRgmn

g0 SﬂwﬁwfﬁﬁfﬁjLﬁijLﬁﬁ‘TSﬁgmSﬁQmimi
sruiunds Shvimiaiuaiyadng

g9 SIWALS UERM 0 GRMIGW g 107

¢nbn SuwndnenmAadim:ualniaRY

&. ySey) ShoRGsh (People and Relationship)

8.9 MIANUAIGMO (Capacity Building)

SwruiiEsMIRHSIgMIHAIZ IR

gv | moyadinsiunaidigayeimSyw 9 84
igaTtanuigs

o mwﬁﬁﬁgm§Qm‘1wﬁ%m’ﬁsmﬁsmmﬁigj
YRMNURMATR UM SH]TR

gc | owngauAAnShamIoIMERNREY

&1 mnf}"émﬁ SH (Communication)

QUWAANTIUNURR AR QIR 9AURDA

ga Supunawadagatha

g5 uwadm n {§ﬁ HUAMANIGR YY)
mqwqgm ARRMINS S

g UWANISH m@mnmmupsﬁhnmm
migimSusayRUAINRY

o SUWAUHAUH AN WY UEUFRR A

GRGShhywgs

&.m MIvIRnéAGSH (Relationship Building )

ge

swnilaadamigusivanmim 8k
NAYS

900

wansjUmumianinnsi§himu
SNMWIT{R RS RN MNEIHAMA
g9

909

wmiusuinmimiasisisuryman
IRMRUHAMANS




230

MHSIHIUAI SRR ANIS

ANSMNUGY[S

Uimec &

90V

QWANSENAGSRENMAMUmMY W ag5Y

&.¢ MIAU{ARMANI{A{Y (Teamwork)

90Mm

SRR AR A{AEMINIGIE AT
NS NIFIEAY

90G

SQUATGRIAM AN WIRH 9 akmid:
[FWU I ARAEMIN

90¢&

QWA uEaN I ThySnINUuNRA
[eminiIiyw 99

6.8 IYEBIU AT AN IS (Culture)

909

SUBARIMEINSMAE G anUakGiamy
uniAY

906

8] (AN SHIYANGAUIE)S

906G

SwAUIAeMSMIYANAEEMNAR
SInmyuaLaY

Y. firund aly SupveSundisgnins) (Morality, Values and Ethics of Leadership)

b.9 (purdunsiR:isygndas (Professional and Leadership Ethics)

90¢

A

QWARUSIMIwASfgamAMwwans
SHaynBRUYAGASRA

990

SIWATE MU A SN WITAUI W
wAns tan:(ph Shagmmn

999

SIWARIMHAMYUINTE]H S une

12 o

fl. Man (Language)

(.9 MM ensig ey (English Skills)

991

mwﬁmsmagmmﬁma&mm%xgmgﬁ
MICNAESHY

99Mm

SUUAN S UBaM NI 2a SRR
IRH 9 A ANHRIE Y

99¢

QAR SRA MM aHRI S AW sH
ASaainsatuashd




231

oW

SHE N HEENKSRCHRNBNIBIREMERe R BEMNIBHNEHENRNYR
gndi : i§AS M 18 msaniasamEETmIgnighits: gig:auimagniuifusi

~ Ve

mnpimeignmymiwudmuaimagniamamalgh gensviciuisigiog:
¢1siirnugnes

9. AFURNUTEM MU WA MNEIERGANSIAN: ieinEmEAinm idinagnaat v
1558 MISULN 2UE ShAl:2A Efg ifmuigalyw Jgoakimy 2

9.9 ImUSILNMW SUMINAS (Policy and Direction )

[

[

o1
o
S

\9
3
3
=
-
aC
-—
0
pxi~g
L
=
0
333
<
Q
=)
Q
Q
D
Q
(@]
>
Q
=)
Q
[©)
Q
=)
Q
5
=)
o
<
Q
f=n
o
=)



232

V.9 IMUSIUNQNW §hr’ﬂiﬁﬁsﬁ ( Policy and Direction)

BB RNCIER TN RS INB B SIS RSCRNF S




233

Semi-Structured Interview (Phase 1)

“Guidelines for the Competency Development of Secondary School Directors
under the Jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport, the Kingdom of Cambodia”

This semi-structured interview is used to respond to the research objective 1
“To study competency dimensions and sub-dimensions of secondary school directors
under the jurisdiction of Phnom Penh Municipal Department of Education, Youth and
Sport”
Researcher:  Mr. Nguon Siek, master’s degree in Educational Administration

Advisor: Assistant Professor Nantarat Charoenkul, Ph.D.
T TV IEWEE S N AIIC: .. eeivteteeeeet et e et e e e e et e e e e e et eeeee e et seee e et seesesteseeeestareseessaresesssaresensnnreeenes

CUITENE POSIION: ettt e e e e e ettt e e e e e e e e e e eeeeens

Part 1: General Information of the Interviewee
Please briefly describe your background in the following areas:
Education: ...... Cuun a1 oNekoRN. LIMIVERSITY. ...

Working experiences related to human reSOUrCeS .........cooovrverveiesiveseeieseeneean,

Part 2: Competency dimensions and sub-dimensions of secondary school directors

Guiding questions




234

1. What are the competency dimensions do you think secondary school directors

should focus on in order to achieve school effectiveness and student achievement?

2. In terms of policy and direction dimension, what are the competencies do you think

secondary school directors should possess?

8. Regarding the list of competencies given, do you have any ideas? Which ones

should be revised or withdrawn? And what would you like to add?
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Semi-Structured Interview (Phase 3)

“Guidelines for the Competency Development of Secondary School Directors
under the Jurisdiction of Phnom Penh Municipal Department of Education,

Youth and Sport, the Kingdom of Cambodia”

This semi-structured interview is used to respond to the research objective 3
“To develop some guidelines for developing competency of secondary school
directors under the jurisdiction of Phnom Penh Municipal Department of Education,
Youth and Sport”
Researcher:  Mr. Nguon Siek, master’s degree in Educational Administration

Advisor: Assistant Professor Nantarat Charoenkul, Ph.D.
TV IEWEE S N AINIE: .. eeeereeeeiete e e et e e e e et et e e et eeeee e et seeeeetseeeeataseeeennareeeesnareeeesnareeennnnreeenes

CUITENE POSIION: et e ettt e e e et e e e e e e e e e aeeeas

Part 1: Background of the Interviewee
Please briefly describe your background in the following areas:
=0 (172 [ o S PES

Working experience related to human reSOUICES ..........cccvevveerieieeieeie e



Part 2: Guidelines for the competency development of secondary school directors.

1. Do you agree with the research findings of priority needs order of

competency of secondary school directors? If not, what is your comment?

2. What do you think should be the guidelines for developing each

competency?

3. Would you like to add some more before ending the interview?

Competencies having priority needs to
be developed

1. Language
1.1 English skills

236

2. Resource and Operation
2.1 ICT management

2.2 Finance management

3. Policy and Direction

3.1 Vision, mission, and purpose
3.2 Quality focus

3.3 Proactive

3.4 Strategic thinking and planning




(Continued)

Competencies having priority needs to
be developed

4. Managing change and innovation
4.1 Situational awareness

4.2 Managing change

4.3 Creativity and innovation

4.4 Flexibility
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5. Instructional and achievement
5.1 Academic support and sharing
5.2 Achievement orientation

5.3 Diversity leadership

6. People and Relationship
6.1 Capacity building

7. Morality, Values, and Ethics of
Leadership
7.1 Professional and leadership ethics
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Additional Questions

1. Training
1.1 How do you think the training should be to develop that competency? Internal or
external training? Training content? Training methods? Training period? Who are the

training funders and providers? Should it be the requirement or volunteering?

1.2 Some problems might occur related to the training, such as a lack of interest,
leading to no improvement in school directors’ work performance. So, what is your

comment?

2. Self-study
2.1 What do you think are the effective ways of self-study for school directors to

develop that competency?

2.2 Is there any stakeholders should be involved or support in self-study process? If

yes, their roles?

3. Career development
3.1 Do you think there should be career development policy for school directors in

order to develop their competency? If yes, how?

3.2 Is there any stakeholders should be in involved in career development process? If

yes, please indicate their roles and related details?
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APPENDIX B
List of Content Experts



240

Experts’ Name List for Content Validity Measurement

1. Dr. Sarom Mok

2. Dr. Kimcheang Hong

3. Dr. Uttara Sok

4. Mr. Sophal Kao

5. Dr. Monirith Ly

Head of Department of Matster of Education Program
and Lecturer of Educational Management, Royal
University of Phnom Penh (RUPP)

Officer, Ministry of Education, Youth and Sport
Dean, Faculty of Education, Pafifidsastra University of
Cambodia

Associate Dean, Faculty of Education, Pafifidsastra
University of Cambodia

Lecturer of Educational Management and Leadership,

Faculty of Education, Paffidséstra University of

Cambodia
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APPENDIX C
Results of IOC Index



Result of Checking Content Validity by Analyzing

Item Objective Congruence (I10C)
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Item | Competency of Secondary School Directors 112 ITxgerlt 2[5 Total IoC
1. Policy and Direction
1.1 Vision, Mission and Purpose
1 School directors explain the vision and mission 111111111 5 1
of the school.
School directors describe national and global
2 | education goals to educational personnel and o|1]1]1]1 4 0.8
related stakeholders.
3 School directors have a personal vision for the ol1l1l1]1 4 08
school.
4 School directors announce school vision and 111111111 5 1
goals to staff and teachers.
5 School directors announce school vision and ol1l1l111]1 4 08
goals to parents and community.
1.2 Quality Focus
6 School directors identify work standards to ol1l11111 4 08
meet the needs of school.
7 School_dlrgctors encourage staff and teachers to 111111111 5 1
maintain high standards.
8 Schoo} directors monitor staff and teachers’ 1 1 1 1 1 5 1
commitment to standards.
9 School directors develop quality development 111111111 5 1
plan for school.
1.3 Strategic Thinking and Planning
10 Schoql directors have_the knowl_edge of ol1l11111 4 0.8
planning and developing strategies.
School directors hold minute meetings with
11 | staff and teachers to develop strategies for o111 1|1 4 0.8
achieving school goals and objectives.
12 Scho_ol directors eval_uate the performance 1l1lol1l1 4 08
efficiency of each unit.
13 _Schoolldlrectors set approp_rlgte strategies for_ 1l1lol1l1 4 08
increasing performance efficiency of each unit.
1.4 Proactive
14 Sch_ool directors scan or _prevent any obstacles 111111111 5 1
against change opportunity for school.
15 School directors take action immediately when ol1l1l1111 4 08
any obstacles occur.
School directors outline the steps and scenarios
16 to achieve the school goals set previously. o111 1)1 4 0.8
1.5 Ideal/Beliefs
School directors possess well-defined beliefs
17 about schools, teaching and learning. Lpijpop1d 4 0.8
School directors share beliefs about school,
18 teaching and learning with staff and teachers. Lprjopigd 4 0.8
School directors write a description of self-
19 | belief that a school must pay attention to o|1]1]1]1 4 0.8
student achievement.
School directors explain to staff and teachers
20 | about the belief that academic achievement is oj1|1)1]|1 4 0.8
not the only measure of success in a school.




(Continued)
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Item | Competency of Secondary School Directors 112 ITxgerlt G Total 10C
2. Instructional and Achievement
2.1 Achievement Orientation
School directors set work standards and insist
21 | on staff and teachers participate in reaching 0 111 4 0.8
them.
School directors show appreciation for
22 | individual and group efforts and 1 111 5 1
accomplishments.
School directors publicize to staff and teachers
23 about the evidence that will be acceptable in 1 11 5 1
terms of amount, kind, and quality for goal and
student achievement.
School directors measure achievement using
24 data that support the results. 1 Lt S 1
2.2 Knowledge of Curriculum, Instruction, and Assessmen
25 School dlregtors possess extens_lve knowledge 0 111 4 08
about effective curricular practices.
School directors possess extensive knowledge
26 . . ’ 1 111 5 1
about effective instructional practices.
27 School dlregtors possess extensn_/e knowledge 0 111 4 08
about effective assessment practices.
School directors are knowledgeable about the
28 - 1 111 5 1
subject matter and pedagogy.
School directors attend seminar related to
29 - - - . 1 111 5 1
curricular and instructional improvement.
School directors discuss with other principals
30 | orexperts about curricular and instructional 0 1)1 4 0.8
improvement.
2.3 Academic Support and Sharing
School directors continually engage staff and
31 | teachers in dialogue regarding academic 1 1)1 5 1
improvement.
32 School directors keep mformed_ al_oout current 0 111 4 08
research and theory on academic issues.
School directors foster systematic discussion
33 | regarding current research and theory on 0 1)1 4 0.8
effective schooling.
34 _School fjlrect_ors help and support teachers in 1 111 5 1
instructional issues.
35 School directors share academic experience 1 111 5 1
among teachers.
2.4 Supervision
36 School_ d_|rectors plan the academic program 1 111 5 1
supervision.
37 School_ d_|rectors do the academic program 1 111 4 08
supervision.
38 School Q|rectors doa foIIQV\_/-up of the 1 111 5 1
academic program supervision result.
2.5 Discipline
39 School dlrecto_rs protect teachers from internal 1 11 5 1
and external distractions.
40 _School d_|rectors protect instructional time from 0 11 4 08
interruptions.




(Continued)
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Item | Competency of Secondary School Directors Exgert 2 Total 10C
School directors ensure that teachers provide
41 . : . . 011 4 0.8
adequate instruction according to the policy.
2.6 Monitoring/Evaluating
School directors continually monitor the
42 | effectiveness of the school’s curricular, 111 5 1
instructional, and assessment practices.
School directors continually aware of the
43 | impact of the school’s practices on student 1|1 5 1
achievement.
School directors assess the effort and energy
44 ; - 1 1 5 1
put into teaching by teachers.
45 School directors check the lesson plans 111 5 1
prepared by teachers.
16 School directors follow up the attendance and 111 5 1
timelines of educational staff and teachers.
School directors spend much time and regularly
47 . > 1|1 4 0.8
observing the classroom practices.
2.7 Diversity Leadership
School directors inspire teachers to understand
48 - S il Ls). 1|1 4 0.8
and recognize the significance of diversity.
School directors help teachers respond to the
49 . 111 5 1
needs of diverse learners.
School directors promote school and classroom
50 | practices that validate and value similarities 111 4 0.8
and differences among students.
3. Managing Change and Innovation
3.1 Managing Change
51 School dlrgctors contlnuc_)u_sly challenge the ol 1 4 08
status quo in school administration.
52 _Sc_h_oo_l dlrec.tors are Wl_lllng to lead change 111 4 08
initiatives with uncertain outcomes.
53 School directors systematically consider new 111 5 1
and better ways of doing things.
School directors encourage teachers to try to
54 improve the effectiveness of instruction 111 5 1
through experimenting with different kinds of
lessons or new approaches to teaching.
3.2 Problem Solving
School directors undertake a complex task by
55 | breaking it down into manageable parts in a 111 5 1
systematic and detailed way.
School directors anticipate the consequences of
56 | situations and think of several possible 111 5 1
explanations and alternatives for a situation.
School directors identify the information
57 . 111 5 1
needed to solve a problem effectively.
3.3 Informed Decision Making
School directors provide opportunities for staff
58 | and teachers to be involved in developing 111 4 0.8
school policies.
School directors provide opportunities for staff
59 ; . 1|1 5 1
and teachers on all important decisions.




(Continued)
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Item | Competency of Secondary School Directors Exgert 1 Total 10C
60 Sch_ogl dlrect_ors use leadership team in 111 4 08
decision making.
School directors give teachers authority to
61 | make decisions concerning curriculum 111 4 0.8
management.
3.4 Managing School Improvement
62 School dlrect.ors have high expectations of ol1 4 08
student learning.
School directors constantly challenge teachers
63 | and students to higher levels of academic 0|1 4 0.8
attainment.
64 School directors have a view of instructional 11 5 1
improvement as an ongoing process.
3.5 Creativity and Innovation
65 School directors inspire teachers to accomplish 111 5 1
things that might be beyond their grasp.
School directors are the driving force behind
66 L 111 5 1
major initiatives of staff and teachers.
School directors try new methods for
67 | completing required tasks, eventually finding a 1|1 4 0.8
better way.
3.6 Flexibility
68 School dlrectqr_s agiapt _Ieadershlp style to the 111 4 08
needs of specific situations.
69 S_chool directors encourage people to express 111 4 08
diverse and contrary opinions.
School directors are comfortable with making
70 . ; ; 011 4 0.8
major changes in how things are done.
3.7 Situational Awareness
School directors accurately predict what could
71 1 1 5 1
go wrong from day to day.
79 School directors are aware of informal groups 11 5 1
and relationships among the staff and teachers.
School directors are aware of issues in the
73 | school that have not surfaced but could create 0] 1 4 0.8
discord.
4. Resource and Operation
4.1 Finance Management
School directors can explain major process and
74 - - 1 1 5 1
methods of finance section.
School directors apply critical financial
75 | concepts and practices to establish and 111 5 1
maintain realistic budgets.
School directors can identify wasteful financial
76 - .. . 1 1 4 0.8
practices or opportunities for greater efficiency.
School directors monitor program/project
77 | expenditures and individual expenses for 111 5 1
reporting purposes.
4.2 Physical Development
School directors make a visual inspection and
monthly reports about maintenance and
78 - e . 111 4 0.8
cleanliness of furnishings and teaching and
learning equipment.




(Continued)
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Item | Competency of Secondary School Directors Exgert 1 Total I0C
79 School directors dgtermine the needs of ol 1 4 08
classrooms and offices.
School directors make safety and security
review of all facilities and equipment such as
80 | material loss and fire risk area and then take 0|1 4 0.8
immediate action where possible and record in
minutes.
School directors guide all staff in developing
81 ) 1|1 5 1
environmental awareness and concern.
4.3 Performance Management
School directors develop and implement
82 | strategies that optimize performance of all staff 1|1 5 1
in school.
School directors identify and cultivate potential
83 - 1 1 5 1
and emerging leaders.
School directors provide specific performance
feedback to staff and teachers, both positive
84 . x 111 5 1
and corrective, as soon as possible after the
event or action.
4.4 1CT Management
School directors make clear targets for the use
85 of ICT content. 1 1 4 0.8
School directors encourage all users to
86 maintain and take care of computers. 11 4 0.8
School directors evaluate the use of ICT for
87 improving administration. 1l 4 0.8
School directors promote and support the use of
88 ICT throughout the school. 11 4 0.8
4.5 Human Resource Management
School directors have knowledge of effective
89 . . . 1 1 5 1
personnel recruitment, selection, and retention.
School directors understand the administration
90 | of employee contracts, benefits, and financial 1|1 5 1
accounts.
01 School directors have the ability to facilitate, 111 5 1
motivate, and take care of teachers and staff.
5. People and Relationship
5.1 Capacity Building
School directors plan and implement all staff
92 | competency development in each subject area 0] 1 4 0.8
and in teaching methodology.
School directors make a record and evaluate the
93 | implemented plans of staff competency 0] 1 4 0.8
development.
94 School directors provide teachers with the 111 5 1
necessary materials and equipment.
5.2 Communication
95 School directors listen to different information 1 1 5 1
and/or opinions from staff and teachers.
96 School directors use appropriate words and 111 5 1
tone with staff and teachers in the conversation.




(Continued)
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Item | Competency of Secondary School Directors Exgert 2 Tc|>ta 10C
School directors have skills of writing
97 | documents or letters to the persons of different 111 5 1
position levels.
98 School directors are easily accessible to ol 1 4 08
teachers.
5.3 Relationship Building
School directors encourage the participation of
99 - 111 5 1
parents and community.
School directors explain the guidelines and
100 | policies of Ministry and the school to 111 4 0.8
stakeholders.
101 School directors present the progress of the 11 5 1
agreed and other activities to stakeholder.
School directors have frequent contact with
102 students. 11 5 1
5.4 Managing Teamwork
School directors inspire team members to
103 exchange opinions. Lt 5 1
School directors suggest an alternative solution
104 in solving problems in the team. L 5 1
School directors set roles and duties for each
105 team member. Lt 5 1
5.5 Culture
106 | School directors promote cohesion among staff. 111 5 1
School directors create a positive school
107 climate that teachers feel good about teaching. 01 4 0.8
School directors make the feeling of solidarity
108 among staff. 11 5 1
6. Morality, Values and Ethics of Leadership
6.1 Professional/Leadership Ethics
School directors give fair and equitable
109 attention to staff and teachers. L1 5 1
School directors perform the duties with
110 justice, honesty and transparency. 01 4 0.8
School directors promote associates and
111 | subordinates to have morality and ethics as 0] 1 4 0.8
appropriate.
7. Language
7.1 English skills
112 School d_lrec_tors have ability to use English in 111 4 08
communication.
113 School directors have ability to write English in 111 4 0.8
letters or any documents.
School directors read English written
114 documents and understand main idea. 11 4 0.8
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APPENDIX D

List of Interviewees
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Interviewees’s Name List

Group 1

1. Dr. Sarom Mok

2. Mr. Kun Ren

3. Mr. Bonna Dy

4. Mr. Sinareth Hem

5. Mr. Huot Rath

Group 2

1. Prof. Pruet Siribanpitak, PhD.

2. Dr. Koch Im
3. Dr. Monirith Ly
4. Mr. Lay Te

5. Mr. Bunnay Pheang

6. Mr. Sarom Chhun

Head of Department of Matster of Education
Program and Lecturer of Educational
Management, Royal University of Phnom Penh
(RUPP)

Chief Office of HRD, MoEYS

Deputy Director of National Institue of
Education

Cheif Office Personnel, Phnom Penh Municipal
Department of Education, Youth and Sport

Former school director, Anuwat High School

Chair of Educational Administration

Division, Chulalongkorn University

Secretary of State, MOEY'S

Lecturer of Educational Administration

HR Director, Westline Education Group (WEG)
Chief Office Planning, Teacher Training
Department

School Director of Watkoh High School
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Permission Letters
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No. 0512.6(2747)/0bb Department of Educational Administration
Faculty of Education, Chulalongkom University
Chulalongkorn University
Pathumwan, Bangkok 10330

February 2, 2015
Subject: Invitation for research instrument check
Dear Dr.Sarom Mok

On behalf of the Division of Education Management, Chulalongkorn University. | am writing
to invite you for research instrument check as a part of a research project process
conducted by Mr. Nguon Siek, one of our master’s students in Educational Administration.
Mr. Nguon Siek is currently conducting his thesis on “Guidelines for the Competency
Development of Secondary School Directors under the Jurisdiction of Phnom Penh
Municipal Department of Education, Youth and Sport, the Kingdom of Cambodia”
advised by Assistant Professor Nantarat Charoenkul, Ph.D and this research student will
coordinate in details in the next pace.

We do hope that you will grant permission and help to Mr. Nguon Siek for academic
purpose as mentioned above. Your kind cooperation is greatly appreciated.

Yours truly,

Y P

(Professor Pruet Siribanpitak, Ph.D.)
Chair of Division

Division of Education Management
Tel. 0 2218-2565 - 97 Ext. 399
Fax. 0 2218-2562



No. 0512.6(2747)/0bb Department of Educational Administration
Faculty of Education, Chulalongkom University
Chulalongkorn University
Pathumwan, Bangkok 10330

February 2, 2015
Subject: Invitation for research instrument check
Dear Dr. Kimcheang Hong

On behalf of the Division of Education Management, Chulalongkorn University. | am writing
to invite you for research instrument check as a part of a research project process
conducted by Mr. Nguon Siek, one of our master’s students in Educational Administration.
Mr. Nguon Siek is currently conducting his thesis on “Guidelines for the Competency
Development of Secondary School Directors under the Jurisdiction of Phnom Penh
Municipal Department of Education, Youth and Sport, the Kingdom of Cambodia”
advised by Assistant Professor Nantarat Charoenkul, Ph.D and this research student will
coordinate in details in the next pace.

We do hope that you will grant permission and help to Mr. Nguon Siek for academic
purpose as mentioned above. Your kind cooperation is greatly appreciated.

Yours truly,

Y. fex

(Professor Pruet Siribanpitak, Ph.D.)
Chair of Division

Division of Education Management
Tel. 0 2218-2565 - 97 Ext. 399
Fax. 0 2218-2562
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No. 0512.6(2747)/Gbb Department of Educational Administration
Faculty of Education, Chulalongkom University
Chulalongkorn University
Pathumwan, Bangkok 10330

February 2, 2015
Subject: Invitation for research instrument check
Dear Dr. Monirith Ly

On behalf of the Division of Education Management, Chulalongkorn University. | am writing
to invite you for research instrument check as a part of a research project process
conducted by Mr. Nguon Siek, one of our master’s students in Educational Administration.
Mr. Nguon Siek is currently conducting his thesis on “Guidelines for the Competency
Development of Secondary School Directors under the Jurisdiction of Phnom Penh
Municipal Department of Education, Youth and Sport, the Kingdom of Cambodia”
advised by Assistant Professor Nantarat Charoenkul, Ph.D and this research student will
coordinate in details in the next pace.

We do hope that you will grant permission and help to Mr. Nguon Siek for academic
purpose as mentioned above. Your kind cooperation is greatly appreciated.

Yours truly,

(Professor Pruet Siribanpitak, Ph.D.)
Chair of Division

Division of Education Management
Tel. 0 2218-2565 - 97 Ext. 399
Fax. 0 2218-2562
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No. 0512.6(2747)/ Obb Department of Educational Administration
Faculty of Education, Chulalongkom University
Chulalongkorn University
Pathumwan, Bangkok 10330

February 2, 2015
Subject: Invitation for research instrument check
Dear Mr. Sophal Kao

On behalf of the Division of Education Management, Chulalongkorn University. | am writing
to invite you for research instrument check as a part of a research project process
conducted by Mr. Nguon Siek, one of our master’s students in Educational Administration.
Mr. Nguon Siek is currently conducting his thesis on “Guidelines for the Competency
Development of Secondary School Directors under the Jurisdiction of Phnom Penh
Municipal Department of Education, Youth and Sport, the Kingdom of Cambodia”
advised by Assistant Professor Nantarat Charoenkul, Ph.D and this research student will
coordinate in details in the next pace.

We do hope that you will grant permission and help to Mr. Nguon Siek for academic
purpose as mentioned above. Your kind cooperation is greatly appreciated.

Yours truly,
P Kion
(Professor Pruet Siribanpitak, Ph.D.)
Chair of Division

Division of Education Management
Tel. 0 2218-2565 - 97 Ext. 399
Fax. 0 2218-2562
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No. 0512.6(2747)/ Cbb Department of Educational Administration
Faculty of Education, Chulalongkom University
Chulalongkorn University
Pathumwan, Bangkok 10330

February2, 2015
Subject: Invitation for research instrument check
Dear Dr. Uttara Sok

On behalf of the Division of Education Management, Chulalongkorn University. | am writing
to invite you for research instrument check as a part of a research project process
conducted by Mr. Nguon Siek, one of our master’s students in Educational Administration.
Mr. Nguon Siek is currently conducting his thesis on “Guidelines for the Competency
Development of Secondary School Directors under the Jurisdiction of Phnom Penh
Municipal Department of Education, Youth and Sport, the Kingdom of Cambodia”
advised by Assistant Professor Nantarat Charoenkul, Ph.D and this research student will
coordinate in details in the next pace.

We do hope that you will grant permission and help to Mr. Nguon Siek for academic
purpose as mentioned above. Your kind cooperation is greatly appreciated.

Yours truly,

v d...

P Ko
(Professor Pruet Siribanpitak, Ph.D.)

Chair of Division

Division of Education Management
Tel. 0 2218-2565 - 97 Ext. 399
Fax. 0 2218-2562
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No. 0512.6(2747)/ (¥l Department of Educational Administration
Faculty of Education, Chulalongkom University
Chulalongkorn University
Pathumwan, Bangkok 10330

February 10, 2015

Subject: Request for cooperation in a master thesis research project
Dear Experts specializing in human resources or competency, in education

On behalf of the Division of Educational Administration, Chulalongkomn University. | am writing
to request cooperation in a research project conducted by Mr. Nguon Siek, one of our master’s
students in Educational Administration. Mr. Nguon Siek is currently conducting his thesis on
“Guidelines for the Competency Development of Secondary School Directors under the
Jurisdiction of Phnom Penh Municipal Department of Education, Youth and Sport, The
Kingdom of Cambodia”. This research is advised by Assistant Professor Nantarat Charoenkul, PhD.

In this research project, Mr. Nguon Siek needs to collect data from experts whose specialization
is human resources and/or specifically competency in the field of education through the
interview.

We do hope that you will grant permission to Mr. Nguon Siek to collect the data as mentioned
above. Your kind cooperation is greatly appreciated.

Yours truly,

)

P&

(Prof.Pruet Siribanpitak,Ph.D.)
Chair of the Division.

Department of Educational Administration
Tel. 02-2182565-97 Ext. 399
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No. 0512.6(2747)/0 ' Department of Educational Administration
Faculty of Education, Chulalongkom University
Chulalongkorn University
Pathumwan, Bangkok 10330

February 10, 2015
Subject: Request for cooperation in a master thesis research project
Dear Director of Phnom Penh Municipal Department of Education, Youth and Sport

On behalf of the Division of Educational Administration, Chulalongkorn University. | am writing
to request cooperation in a research project conducted by Mr. Nguon Siek, one of our master’s
students in Educational Administration. Mr. Nguon Siek is currently conducting his thesis on
“Guidelines for the Competency Development of Secondary School Directors under the
Jurisdiction of Phnom Penh Municipal Department of Education, Youth and Sport, The
Kingdom of ‘Cambodia”. This research is advised by Assistant Professor Nantarat Charoenkul,
Ph.D.

In this research project, Mr. Nguon Siek needs to collect data from school directors and
teachers of all public secondary schools throughout Phnom Penh.

We do hope that you will grant permission to Mr. Nguon Siek to collect the data as mentioned
above. Your kind cooperation is greatly appreciated.

Yours truly,
(YJ, %\,x

(Prof.Pruet Siribanpitak,Ph.D.)
Chair of the Division.

Department of Educational Administration
Tel. 02-2182565-97 Ext. 399
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No. 0512.6(2747)/09 Department of Educational Administration
Faculty of Education, Chulalongkom University
Chulalongkorn University
Pathumwan, Bangkok 10330

February 10, 2015

Dear Director of Secondary Schools, Phnom Penh Municipal Department of Education,
Youth and Sport,

On behalf of the Division of Educational Administration, Chulalongkorn University. | am writing
to request cooperation in a research project conducted by Mr. Nguon Siek, one of our master’s
students in Educational Administration. Mr. Nguon Siek is currently conducting his thesis on
“Guidelines for the Competency Development of Secondary School Directors under the
Jurisdiction of Phnom Penh Municipal Department of Education, Youth and Sport, The
Kingdom of Cambodia”. This research is advised by Assistant Professor Nantarat Charoenkul,
Ph.D.

In this research project, Mr. Nguon Siek needs to collect data from you (school directors) and
teachers of your school.

We do hope that you will grant permission to Mr. Nguon Siek to collect the data as mentioned
above. Your kind cooperation is greatly appreciated.

Yours truly,

(Prof.Pruet Siribanpitak,Ph.D.)
Chair of the Division.

Department of Educational Administration
Tel. 02-2182565-97 Ext. 399
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APPENDIX F
Guidelines for Competency Dimension with PNIqifieq LOWer than Average

PN modified



Competency Dimension: Morality, Values, and Ethics of Leadership
Competency: Professional and Leadership Ethics
Guidelines:

-Ministry of Education, Youth and Sport should identify the basic needs of
school directors and then strengthen law reinforcement for school directors
mistreating the professional and leadership ethics with punishment.

-Ministry of Education, Youth and Sport should publize professional and
leadership ethics book for school directors to practice.

-Phnom Penh Municipal Department of Education, Youth and Sport should
prepare tranformative learning programs regualarly and continuously. The
transormative programs require school directors to play a role in real situation; for
example, he plays a role as a teacher and a teacher as a school director. When a
teacher as school director blames on him, he will understand this feeling.

-School directors themselves should be a good model for all both in and out of
the school.

-Ministry of Education, Youth and Sport should have policy to encourage
school directors who have good professional and leadership ethics such as rewards

and/or certification.
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VITA

Mr. Nguon Siek was born on March 16, 1987 in Battambang province,
Cambodia. He received a bachelor’s degree in finance and banking from Cambodian
Mekong University in 2010 and another bachelor’s degree in teaching English as a foreign
language from Asia Euro University in 2012. He had worked for private companies for
two years in the positions of administrator and human resource specialist before he
continued to study a master’s degree in Educational Administration, Department of
Educational Policy, Management, and Leadership, Faculty of Education, Chulalongkorn
University, Thailand in 2013.
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