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THESIS ABSTRACT

This study examines the charactenstics of school leadership professional development
programs through conducting a training needs assessment utilizing a questionnaire on school
principals in Al-Ain Educational zone during 2010-201 1. The study employs two research
paradigms that are quantitative and qualitative, where multiple-choice items and open-ended
guestions are combined in a questionnaire used to collect data. The sample included 50 female
and male school principals out of 114 school principals in Al Ain zone, presenting cycle one
(Grade 1-5). two ( grades 6-9) and three (10-12) , including common schools( schools that cover
two cvcles or more). The study found that the assessment of school principals of the training
needs are high in the six clusters, leading strategically, leading the community, leading people,
leading teaching and learning , leading the organization and finally the self-management; where
leading teaching and learning . leading strategically mean represent the highest in compared to
the other clusters. Besides. among the suggestions regarding the improvement of professional
development programs, 16 school principals (representing 32% of the sample) emphasized the
need of conducting training needs assessment as prior to planning for PD programs. The
research provides recommendations regarding the construction of development activities that

target school leadership.
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CHAPTER |
Introduction
Introduction

Education systems in the 21st century are witnessing massive changes. These
changes have been the result of information and technological advances and changes in
the economy in general. They are also the result of changes in the nature of knowledge
and the view that schools should prepare students for the unforeseeable tuture. Recent
research has identified the importance of school leadership in improving outcomes for
schools and their students. Consequently, new performance standards and accountability
have become a central issue of educational reform in all levels; internationally and in the

UAE.

School leaders are expected to demonstrate bottom-line results and make data-
driven results decisions, which moves schools towards a new era of accountability,
where principals are held accountable tor promoting the improvement process at their
schools. Hence, the emphasis on the skills and knowledge of principals is more
important than before. A large volume of literature on effective schools indicates that
the role of principal is crucial to school success. Research has established that school
leadership is second only to the quality of teaching as an influence on pupil learning.
Thus, it is also self-evident that poor management will lead to a school being less

ef fective than it might be (Kydd. Crawtord & Riches, 1997, p. 79).

Consequently, the environment and changing context, and the changes in
principals' roles call for changes in principal preparation programs to give priority to in

education agenda. It is established in literature, professional development is a core



component in any school improvement initiative (Phillips, 2008; Sparks & Loucks-
Horsley. 1989: Zepeda. 2008.). Regardless of the scope of the reform, "the relationship
between educational retorm and professional development (PD) is a two-way reciprocal
relationship” (Villegas-Reimers .2003). "It has become considered as a primary vehicle
in ctforts to bring about a purposetul change™ (Zepeda. 2008, p.21). Thus the
effectiveness of all forms of protessional development in education have come under
scrutiny. Accordingly, questions have increased the demands for provable results of

PDs.

Since "high-quality professional development is at the center of every modern
proposal to enhance education” (Gusky. 2000, p. 16). and in order to develop school
leadership capacities, there was the need to understand the new roles and
responsibilities. Professional standards for teachers and principals have been developed
coupled with benchmarking. However. principal training is seldom anchored in hands-
on leadership experience in real schools (Usdan, McCloud, &Podmostko, Oct. 2000).
Consequently, principals tind very little in their professional development programs
which are disconnected from the daily realities and needs of schools. The application of’
traditional approaches to prepare and develop efticient school leaders are not sufticient

(Hess & Kelly, 2005).

Consequently. “effective professional development is not a peripheral, bolt-on,
area of school or school district activity but is, rather, an integral feature of day-to-day
work” (Bush & West-Burnham, 1994, p. 300). In fact, the provision of effective
professional development is regarded as a sophisticated process, which sets emphasis on
the need to build a comprehensive framework of support for those activities needed to
ensure appropriate transfer of learning and lasting changes in performance, to ensure

benefited learner and organization.



Effective professional development programs heavily depend on the availability
of a group of certain clements that need to be considered. In essence, developers of PD
programs must ensure that targets of professional development respond to the accurate
training needs guided by the instructional objectives and goals that should be served
along with new assessment tools. Villegas-Reimers (2003) states that "educational
reforms that do not include educators and their professional development have not been
successful, just as unsuccessful the professional development initiatives as they have not

been embedded in some form of retorm structures and policies”.

Worldwide, initiatives have been taken to improve school administrations.
Initiatives included scholarship, university courses and training programs. In the UAE,
in June 2009 Abu Dhabi Education Council (ADEC) ofticially launched its 10-year
Strategic plan that sets out ADEC’s approach towards creating the highest quality,
comprehensive system of education aiming at changing schools to a new school model,
in phases. 2009-2018, through addressing everything from teacher to principals
qualifications, through to curriculum learning outcomes. As part of the development of
the Strategic Plan, ADEC conducted extensive research to evaluate key areas for
improvement and how Abu Dhabi’s education system benchmarks amongst international
leaders in education. ADEC's ultimate aim is the promotion of teaching and learning
through the development of professional leaders in schools. Their core purpose is to
provide professional leadership and management for a school, and to promote a secure
foundation from which to achieve high standards in all areas of the school’s work

(ADEC Strategic Plan, n.d).

Statement of the Problem

During the last 20 years, the UAE educational system has undergone various

dramatic transformations that included new teaching methodologics, technolegy
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integration in learning, supervision approaches. Shifts and changes are constant. The
need for professional development programs that help prepare and boost the current
performances is dire. T'hese changes have incited the change in leadership models and
styles.

To cater for effective learning outcomes. ADEC has created a framework that is
built on five key areas. when taken together. represent the role of the principal. those are
leading strategically. leading teaching and learning. leading the organization
leading people, and leading the community. These five standard areas consist of
competencies and performance indicators. To reach the professional performances
ADEC anticipates from school principals. highly-funded professional programs have
been designed. However. targeted competencies have been identified in light of school
principals” performance evaluation, which was a derived from ADEC visioﬁ of school
leadership and schools (ADEC Training slides, n.d). This only highlights the need for

more attention to engaging targeted population (school principals).

However, shortage in effective PDs seems to be an international issue that often
downgrades the processes of reform. Generally, the weakness in professional
development is attributed to the focus on instructional issues that are poorly connected
to relevant school context (Usdan, et al., Oct..2000). Added to that. research findings
indicate little evidence of involving school principals in identifying their developmental
needs. It is. therefore. logical to petition the wisdom of principals in order to assess their
perceptions of their professional development needs.

This thesis tries to assess the needs of school leaders in Al Ain in light of the
ADEC standards, the recent international trends in Educational leadership and

principals” perceptions; through answering the following questions:

. What are the school principals' perceptions towards the protessional

development programs?



2. What are the training needs of School principals in Al Ain zone in light of Abu

Dhabi Educational Council expectations?

(95

What are the features ot an eftective PD trom the school principals' point of
view?
4. How can literature and tield experience inspire the construction of training

programs for school principals?
Purpose of study

The purpose of this study is to assess the training needs of the school principals
in Al Ain Zone during the school year 2010-201 I. In order to accomplish this purpose,

specific objectives should be addressed:
I. To identity the major areas ot professional development needed by school principals.

2. To identify the factors that contribute to the success of professional development

programs ot school principals.

. To explore ADEC Framework of leadership development.

(92}

=

. To identity the features ot an ettective professional development program.

(9]

. To provide recommendations o n building P D programs that target school leaders.

Definition of Terms

For the purposes of this study the tfollowing key terms are conceptually and

operationally defined:

Educational leadership.

School leadership has become a priority in education policy agendas

internationally. It plays a key role in improving school outcomes by influencing the



motivations and capacities of teachers, as well as the school climate and environment.
Effective school leadership is essential to improve the efficiency and equity of
schooling.

Generally, leadership is "a process of influence leading to the achievement of
desired purposes” (Early & Weindling, 2004). Leadership is also defined as "the process
of intfluencing individuals or groups to accomplish organizational goals or mission"
(Benator & Thumann, 2003, p. 104). Schira (2007) detines leadership as a relationship
that is between one person who influences the thoughts and actions of another (or
group), ...some are 'up front' providing direction and support while others are more
‘behind the scenes' working with and empowering colleagues in the organization.

School leadership is detined for the purpose of this study as the group of
attributes, skills, perceptions that enable the school principal to operate, run, motivate,
evaluate and assess his or her work and the others (teachers) in order to reach common

organizational goals that is quality education.
Professional development.

Professional development refers to "a systematic and tormal group process in
which a group of (educators) are required to get together tor purposes of developing

and/or advancing the goals of the institution" ( Richardson & Hamilton, 1994, p.109).

For the purpose of this study, the researcher detines Protfessional development as
an organized and systematic group of activities and programs that aim to develop

leadership skills.
Needs Assessment.

Rebore (2009) defines Needs Assessment as "the process of assessing employee
need is essentially the process of determining the discrepancy between the existing and

the needed competencies of the statf" (p. 183).
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For the purpose of this study, the rescarcher defines needs assessment as the
process of identitying the developmental needs in light of the organizational goals, the

job demands and the individual performance.
Public-Private Partnership (PPP).

From ADEC ofticial website, the Public-Private Partnership (PPP) was initiated
as a pilot project in September 2006 in advance of implementation of the New School
Model. The initiative is designed to leverage the expertise of private school operators to
enhancing public schools operations. Generally, private operator teams work onsite at

schools to support enhanced teaching methods and higher curriculum standards.
Significance of Study

In recent vears, there has been an increasing interest and attention in professional
development programs. The importance of this study springs from the purpose, namely,
assessing needs of school principals to help construct a training program. Eventually, it
is intended to help policymakers and PD developers to consider principles and

characteristics of protessional development that aim at developing school leadership.
Scope of Study

It should be noted that in 2005, the UAE established independent counsels for
education. Al Ain zone is one of the zones administered by ADEC. This study is
limited only to schools in Al Ain zone, where only school principals of public schools
are addressed during the academic year 2010-2011.

In addition, the researcher utilizes a questionnaire as a method of training needs
assessment(TNA). as it is one of the most commonly used among various methods of

TNA, some of which are observation, interviews, focus groups and job description.



The Study Plan

The first chapter includes an introduction of the issue, statement of the problem,

purpose of the study. its significance and detinitions of main terms.

The second chapter presents literature review of professional development signiticance

and characteristics and school leadership roles and needs.

The third chapter describes the methodology of how data were collected and analyzed

including: research method, sample, instruments, and analysis

The fourth chapter presents the analysis of the data collected.

The tifth chapter provides summary, conclusions, and recommendations to build an

effective PD for school principals.



CHAPTER 1l
Theoretical Background
Professional Development
Definition and significance.

Little has been written about the emergence of professional development and its
history, except for the fact that it appeared in the 1980 (Sparks & Loucks-Horsley,
1989). However, professional development has risen to the highest stakes in most
professions and organizations. In fact, "every proposal for educational reform and every
plan for school improvement emphasize the need for high-quality protessional
development" (Gusky, 2000). Thus its signiticance is self-evident, as little can be
changed, promoted and enhanced with unskilled, incompetent and unconfident school

principals.

Definitions of professional development vary according to perceptions about
what such development activity is intended to achieve (Bush & West Burnham, 1994).
In a broader sense, Villegas-Reimers (2003) refers to professional development as the
development of a person in his or her professional role. She refers to professional
development as formal and informal experiences that range between workshops,
meetings and reading publications. According to the American Federation of Teachers
(2002), “professional development is a continuous process ot individual and collective
examination and improvement of practice™. According to Luneburg & Irby (2006), high-
quality professional development refers to rigorous and relevant content, strategies, and
organizational supports that ensure the preparation and career-long development of
teachers and principals whose competence, expectations, and actions influence the

teaching and learning environment.



In all, PDs should empower individual educators and communities of educators
to make complex decisions; to identity and solve problems; and to connect theory and
practice to student outcomes. Protessional development of teachers should. for example,
enable teachers to ofter students the learning opportunities that will prepare them to
meet world class standards in given content areas and to successfully assume adult

responsibilities for citizenship and work.

From the above discussion, it is interred that many modern educational retorms
require teachers and school administrators to transform their roles and take on new
responsibilities. Structural changes in the way schools are organized and managed with
more sharing of decision making and collaboration with parents and other community
groups require school principals and other administrators to change the way they carry
out their jobs and redesign the culture in which they work (Guskey. 2000). In this sense,
professional development is necessary for teachers. statf, and administrators. As far as
school leaders are concerned, it is well-known that "no ettective reforms [can happen]
without good leadership” (De Vita, 2007, p.5), and in order to help school leaders cope
with their emerging roles and with reforms, it is necessary to have well-planned

professional development programs.

It should be noted that the provision of protessional development programs
should consider some basic elements. First, effective professional development should
be embedded in the reality and practices of schools, teachers and administrators™ work.
The second factor is that protessional development is catering for adults and thus should
incorporate principles of adult learning (Luneburg & Irby, 2006). According to Hoare
(2006), "adult learning is a change in behavior, a gain in knowledge; such learning can
also mean a positive change in self-understanding or in the development of personal
qualities such as coping mechanisms”. Learning is not just information-based, nor is it
merely a change in observable behavior. it can include the acquisition of information or

10



the application of information. and also includes a change or recording of content in

one's cognitive apparatus (loare. 2006).

Nearly 4 decades ago, Malcolm Knowles proposed a new label and technology
of adult learning making a distinction between pedagogy and andragogy ( Merriam,
Caffarella& Baumgartner, 2007). According to Knowles (1996), andragogy is set on
four crucial assumptions about the characteristics of adult learners that are ditferent from
the assumptions about child learners, on which traditional pedagogy is premised. These
assumptions as Knowles (1996) lists, are; selt-concept, prior accumulating experience,
readiness to learn, and tinally, orientation to learning. Merriam, Caffarella &
Baumgartner ( 2007) note that Knowles also referred to a fifth and a sixth assumptions
in some later publications to include: internal motivation and understanding the need to

learn.

Some of the several implications that spring from this difference in assumptions
about the self-concept of the adult is the diagnosis of needs and the planning process.
Knowles (1996) notes that an adult will learn what others want him to tearn if their
power to punish him for not learning is strong enough. But he is more deeply motivated
to learn those things he sees the need to learn. Theretore, in Andragogy, great emphasis
is placed on the involvement of adult learners in the process of self-diagnosis of needs
for learning. which. according to Knowles (1996). consists of three phases; construction
of a model of competencies required to achieve, providing diagnostic experiences, and
helping the learner to measure the gaps between his present competences and those

required by the model.
Training and needs assessment.

There are two integrated processes that adult learning is centered on. Namely.

training and education. Rebore (2009) refers to training as the process ot learning a



sequence of programmed behaviors. where it is intended to provide externally identified
solutions to problems associated with performance, through tocusing on the acquisition
ot motor skills and on producing simple conditioning methods that will improve the
employee's ability to pertorm the job. In comparison, education is more focused on
acquisition of knowledge. In fact. “education is the process ot helping an individual

understand and interpret knowledge™ (Rebore, 2009).

Employment of training in PDs involves detining a prior process: that is the
needs assessment. According to Gupta (2007), “some experts agree that human learning,
training and performance improvement initiatives should begin with a need assessment”
(p-13). The training needs assessment is a critical activity for the training and
development function. While needs are detined as ** problems confronting
organizations. groups. and societies (Altschuld & Kumar,2010, p. 12), the needs
assessment. according to Witkin & Altschuld (1995), is the “procedures for identifying
and describing both present and desired states in a specific context. deriving statement of
need, and placing the needs in order of priority for later action™ (p.10). The needs
assessment process helps the trainer and the person requesting training to specify the
training need or performance deficiency. and insures that interventions are relevant and
address the real needs. Research highlights approaches of needs assessment that can be
utilized separately or in combination. These approaches are: knowledge and skills
assessment, job and task analysis. competency-based needs assessment and strategic
needs assessment (Gupta. 2007). Taken together, effective needs assessment incites the
conduction of an analysis of the organizational, job and individual needs (Miller and

Osinski, 1996).

Characteristics of effective professional development.
The need to improve student learning outcomes has placed a renewed focus on

research about professional development, where professional development programs are

12



expected to support the development of the skills needed by effective principals
(Hemmen , Edmonson & Slate,2009). According to Lashway (2003) notes that mere
alignment of course titles and content with the adopted higher standards is not enough.
To be most effective, the new standards should lead to a fundamental rethinking of

content. delivery, and assessment.

A rich body of literature establishes consensus on the characteristics and
clements of professional development. Rosa Valdes, described three key and two
secondary characteristics othigh quality professional development, where the tirst key
characteristic is the clarity of learning goals or expectations presented to participants, the
second characteristic is focused on the cognitive challenge elicited by materials
presented; the third centers on the extent to which discussion among participants
represents an instructional conversation, and tinally. the additional secondary
characteristics of high quality professional development include the extent of
collaborative work and research tindings employed in professional development

meetings (as cited in Zepeda, 2005).

According to Piggot-Irvine (2006), there are many elements that contribute to an
etfective professional development program itself, which include “attending to the
principles of adult learning, program components, and facilitation”. Kydd et al. (1997)
see that management learning must take account of process, on a model of how adults
learn. They draw a continuous learning cycle that starts with participants' experience,

through structured reflection. conceptualization. experimentation, and new experience.

Research establishes several characteristics of effective PD. According to
Villegas-Reimers (2003). PD is perceived as a long-term process that takes place within
a particular context; linked to school reform, where participants are conceived as

reflective practitioners who work collaboratively.



Morcover, transformation of models adopted by PD developers might help boost
the effectiveness of these programs. In that, Villegas-Reimers (2003) highlights
utilization of constructivism as opposed to transmission-oriented models . Theoretically.
constructivism central idea is that human learning is constructed, that learners build new
knowledge upon the foundation of previous learning and that learning is active rather
than passive (Hoover, 1993). In practice, constructive professional development has to
draw on learners’ previous knowledge. Plus, as learning is a constructive process,
instruction must be designed to provide opportunities for such construction. Through
employment of constructivism in learning, it is understandable that development
activities need to be more systematic, long-term that allow practice and reflection on that

practice.

Zepeda (2008) cites the standards introduced by the Commonwealth of Virginia,
Department of Education (2004) in an attempt to detine high quality professional
development. Those characteristics include rich content that is specially chosen to
deepen and broaden the knowledge and skills of teachers, principals, and administrators.
High quality professional development requires structure, retlecting well-thought out
delivery: efficient use of time: varied and eftective styles of pedagogy; discourse and
applications; and the use of formative and summative assessment to promote
understanding. Professional development should also be guided by experienced
educators and other professionals who have a thorough and up-to-date understanding of
the content themselves and who can fully engage the participants in the desired learning

(Kydd et al..1997, Mclntyre; 2001, Zepeda, 2008).

Inthe same stream, Barth (2001) sums the impediments that hinder eftfective
professional development for school principals. Those impediments include the
inadequacy of time during the school day on the part of principals, their ineducablity and
their sense of exposing themselves as flawed.

14



According to Luneburg & Irby (2006), high-quality professional development
refers to rigorous and relevant content, strategies, and organizational supports that
ensure the preparation and career-long development of teachers and principals whose

competence, expectations, and actions influence the teaching and learning environment.

Similarly, Evans and Mobhr (1999) criticize teaching principals — in professional
development programs - how to lead schools by giving them predigested "in basked"
training. which, according to the researchers, hardly leads to new thinking about

leadership. teaching or learning.

Building effective programs that target building the school principals might seem
a complex process that involves various factors. Gusky (1991) proposes tive guidelines
for designing eftective professional development programs. These include: recognizing
that change is an individual process; thinking big but starting small; working in teams;
including procedures for personal feedback on results; and providing continued support

and follow-up.

Bush & West-Burnham (1994) argue that the provision of an effective learning
environment for professional development assumes awareness both of the varied ways
in which adults learn and of the learning conditions most conducive to ensuring
application of learning in terms of enhanced performance. They suggest that
professional development activities need to be designed so that they provide a safe
environment for learning, provide appropriate strategies to support transfer of learning,
and allow appropriate evaluation of learning and learning transter Bush & West-

Burnham (1994).

According to Rebore (2009), “effective development of principals can be
enhanced if the development programs are: systematic, concrete and relevant; ongoing

and personalized; flexible and adaptable to change; carried out when the participant is

15



not fatigued because of work and an integral part of the educational goals and

objectives” (p.190).

According to Piggot-Irvine (2006). "there are many elements that contribute to
an effective professional development programme itself, which include attending to the

principles of adult learning, programme components, and facilitation".

According to Kydd ctal, (1997)" management development programmes in
education have moved from learning about to learning how t0"(p.82). In that, leadership
development is broader than specific programs of activity or intervention. It requires a
combination of formal and informal process throughout all stages and contexts of
leadership practice, which implies coherently supporting the school leadership career
through these stages: encourage initial leadership training; organize induction programs,

ensure in-service training to cover need and context. (Pont, Nusche, Moorman, 2008)

Understanding the type of learning is extremely essential in planning for
effective program that meets the real needs. In this sense, Robre (2009) highlights the
distinction between training and education, and the importance of not assuming that all
job-related activities of a particular position are either trainable or educable. Principals
usually do not perform programmed work; Administrators can be trained in management

techniques and procedures, but not trained to manage.

"It must be recognized that learning to teach and to lead is a lifelong professional
activity, not something one completes in a leadership development program” ( Yee,
1997). For any training program, to be effective, it must start with trainable people
(Mclntyre ,2001). According to Mclntyre (2001). "learners like to be active rather than
passive, and they like to feel that what they are doing is interesting, practical and real”.
This might be attained as "every individual tends to feel committed to a decision to the

extent that he has participated in making it" (Knowles, 1996, p. 87) . Simply put,

16



involvement of learners in setting learning objectives is a basic element in adult

learning.

‘To sum up this part, "leadership development programs require the deliberate
creation of support networks. Building a network of collegiality among program
participants promotes continuing professional and personal development, develops a
trusted peer group, and creates time for reading, retlection and thoughttul discussion
Characteristics of professional development programs as Gusky (2000) simply puts

them, are "intentional, ongoing and systematic" (p. 16) .

Taken all together, research has set standards and characteristics for effective
PDs. Providing activities that are job-embedded, address the daily realities and needs of
school principals, and that invest and build on prior experiences and motivate reflective

practices can help advance the quality of professional development programs.

School Principalship

Leadership and principalship.

Schools are changing dramatically. They are transtforming in response to various
pressures. including parent complaints about the quality of education, the labor market
demands for increasingly skilled workers, and rapid advances in technology. Marzano,
Walters., & Mcnulty (2005) conducted a meta-analysis (quantitative research) study of
69 studies over 35 years which reviewed teacher surveys of principal behaviors and
student achievement and they found that the principal can have a profound effect on the
student achievement. There can be little doubt that schools will require ditferent forms
of leadership. Leadership may be the first and most important requisite for good
principals. In education, "a good leader is one who possesses noble intentions based on
sound educational values" ( Sybouts & Wendel, 1994.p.3). Leithwood (2007) states that

leaders contribute to student learning indirectly, through their influence on other people
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or features of their organizations. As countries seck to align their education systems to
the demands of contemporary society, expectations tor school leaders are becoming

increasingly high,

Principals, as managers, have the responsibility of making certain that specitic
tasks are completed by teachers and other staff members. They coordinate, direct, and
support the work of others by defining objectives, evaluating performance, providing
resources, building a positive climate, fostering positive school-community relations,
planning, scheduling, keeping records, resolving conflicts, handling student problems,
working cooperatively with central oftice statf members, and keeping the school running

smoothly on a day-to-day basis ( Svbouts & Wendel, 1994, p.15).

On the other hand, principals as leaders * creat[e] the vision, ... and inspir[e]
others (Hoerr, 2005). It is evident that the recent trends in school improvement
emphasize the need for having leaders and not only managers, or simply put, having a

principal who has managerial as well as leadership skills.

Eftective school leadership is essential to improve the efficiency and quality of
schooling (Coles & Southworth, 2005). School leaders’ responsibilities should also be
detined through an understanding ot the practices most likely to improve teaching and
learning. This, in fact, adds to the responsibilities of school principals to become
instructional leaders and not only administrative leaders. In this sense, Gunter (2002)
argues that effective leaders are "purposeful in leading improvement; participative by
sharing leadership and delegating; and, the leading protessional through their pedagogic

and curriculum knowledge™ (p.33) .
Leadership and management.

Fullan (1998) posits that the job of the principal has become increasingly

complex and constrained. Principals need new mindsets and guidelines for action to
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break through the bonds of dependency that have trapped those who want to make a
difference in their schools. Principals will be much more eftective if they develop and

pursue high hopes as they re-culture their schools and their relationships to the outside.

Research has highlighted the nature of leadership and how it ditters from
management. Earley & Weindling, 2004 urge that leadership is associated with two
factors a sense of purpose and confidence that is engendered in followers, where leaders
tend to be more formative, proactive and problem-solving, dealing with such things as
values, vision and mission. In comparison, the concerns of managers are more to do with
the execution, planning, organizing and more on providing orders and consistency to

organizations (p.25).

Hughes et al. (2009) ditterentiate leadership trom management, with leadership
being more concerned with doing the right thing and management more concerned with
doing things right. To illustrate, managers administer programs, control budget and
costs, maintain the status quo, while leaders inspire and develop others, challenge the

status quo.
Development of leadership.

Historically, leadership has gone through various stages of development.
Vilsteren (1999) made an array of the three theoretical perspectives on leadership which
have been prominent over past decades. The first perspective, the traits, behavior and
style theories, where the personality and the behavior of the leader are given central
attention as those characteristics are considered crucial for success in leadership.

Leaders are seen as people who possess specific traits which are lacking in non-leaders.

The second perspective, consisting of the situational theories, stresses the impact

of the context and the situation of the leader on eftective leadership. According to this



approach there is no one best way of leading a group or an organization; behavior that is

appropriate in one context can be irrelevant in another environment.

In the third theoretical perspective on leadership, the decisive role of the
followers of leaders is the central focus. To be considered a leader, leadership qualities

must be attributed to someone by others, can be followers or observers.

Through studying the three historical views on leadership, it is possible to confer
what kind ot a school principal is needed in such a complex and ever-changing time. It
isan individual who has personal qualities to influence others in school, who has the
ability to lead in situations and ditterent contexts, and who is considered as a leader.
According to West-Burnham (2009),"Ettective leadership is not just a job; it is a
complex interaction between a range of personal and professional qualities within
context of moral purpose” (p.110). These three sets of qualities needed by school
principals necessitate that they are provided with high quality professional development

programs designed to cater to their needs.
School principals® roles.

The major changes in the principalship have been the range of expectations
placed on the position. These expectations have moved from demands for management
and control, with presumptions for forced compliance, to the demand for an educational
leader who can foster statf development, program improvement, parent involvement,

community support, and student growth" ( Sybouts&Wendel, 1994, p.2).

In one side, "contlicts, complexity and goal confusion of current schooling can
lead to experience of emotional challenge, tension dilemmas of practice for those in
leadership positions" (O'brien&Murphy, 2008). Early & Weindling(2004) note that
principals today also must serve as leaders for student learning; they must know

academic content and pedagogical techniques; work with teachers to strengthea skills;
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collect, analyze and use data in ways that fuel excellence; must rally students, teachers,
parents, local health and social service agencies, youth development groups, local
businesses, and other community residents and partners around the common goals of

raising student performance.

There are various emerging roles that are expected from principals. Hemmen et al,
(2009) highlight most major roles. Hemmen et al. (2009) give a recount of principals'
roles which included supporting the accomplishment of the organizational goals,
modeling teaching, learning and reflection for students and teachers, supporting teachers
as an instructional leader, supporting the change process, developing a system of
learning as a group. and developing and conducting statt development to improve the

rigor of the instruction.

Faraj (2008) reported an array of the roles played by modern school leadership.

These roles are planning , organizing, execution, direction, monitoring and evaluation.

Portin, Schneider, DeArmond & Gundlach (2003) concluded their report that
was based on in-depth interviews with educators in 21 schools in four cities across four
states in USA, that the core of the principal's job is diagnosing the needs of his or her
particular schools and, given the resources and talents available, deciding how to meet
them. Regardless of school type-elementary or secondary or public or private-schools,
there is a need for leadership in seven critical areas: instructional, cultural, managerial,

human resources, strategic, external development, and micro- political.

Leone, Warnimont & Zimmerman (2009), based on their varied educational
experiences, describe their vision for the future of the principalship They describe
trends, implications and requisite skills that could serve as a foundation to build up
principals ready to tace challenges. Leone et al. (2009) describe the two new roles seen

as a bridge of knowledge and encouragement "who facilitate learning for all of the

21



building's adults and students. The other role is that of the navigator who directs the
future course of the school through an active approach that involves being a change
agent, developing strong community bonds, and focusing on successful. productive

tuture for all involved.

In " Leader's Tool kit: Hundreds of Tips and Techniques for Developing the
skills You Need™, Charney (2005) lists ten traits from research and observations. The
traits are: ability to create a compelling vision, ability to articulate vision to others,
consistency, humility, tfocus, tenacity, holistic thinking, strategic thinking, agile minds,

and finally aversion to tyranny.

In literature, leaders ot successtul organizations are seen as designers, stewards,
and teachers who accept responsibility for building relationships among members. A
leader builds an organization and leads with guidance ot a vision and a mission. A
leader knows how to create a system of learning that is valued by its members.

Leadership becomes a way to provide meaning and purpose.
School principals' needs.

In an era of standards and accountability in education, professional development
for school leaders is more important than ever. Policy makers must make the most of
time and money devoted to developing school leaders; the primary focus of which is that
any PDs of principals and teachers should ultimately reflect on the improvement of

student learning (Collins 2000: Guskey 2002)

An expanding body of research affirms that certain skills are necessary for
education leaders to be effective. According to O'brein, Murphy & Draper (2008),

"leadership practice in school involves activities and a broader range of abilities and

capabilities in:
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. Strategic thinking;
. Interpreting and charting a way through complexity and change
with and for others:
. Locating the school within its broader social context;
® Attracting followers, who are prepared to support and participate;
and,
. Understanding and linking together the day-to-day activities of
the school and its longer term purposes and values”.
In addition to that;: Hemmen et al, (2009) list the following are tasks that skills
expected from today leaders to demonstrate:
o modeling teaching, learning and retlecting
) build and maintain productive relationships among the statf.
o along with staff development, to build the capacity of the
organization
o reflect on and shift thinking and behaviors as environment and
expectations change
o implementing change,
o build an organization that learns to work together to achieve a
common goal
o development of rigorous curriculum that impacts student
achievement
o develop an ongoing statf development system that continuously

analyzes the teaching curriculum.

In leadership. a leader's role is to help the organization meet the needs of the
group and to support the achievement of the organization's goals. To sum up this part,
professional development programs tor school principals have to help them become
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instructional leaders. liaison officers as well as public relations ofticers of their school.
In other words, the programs should help the school principal to work in harmony with
all school personnel, both personally and protessionally. humanand technical. The
leader also should be sensitive to the needs of the statt and students and possess the

strength to make difticult professional decisions.

24



Previous Studies

This part includes related previous studies, some of which are local, regional and

international studies. Comments on these studies are included at the end of this section.

Ledgesog (1995) examines “the etfectiveness of professional development programs
for school administrators in Yap by Yap principals™. Data were collected through
surveying 31 principals who participated in a program over a two-year period and
holding two focus-group discussions comprised of eight principals, and four central-
oftice administrators. The survey and the focus group findings varied in their responses
about the etfectiveness of the professional programs. The findings indicate the lack of
organization and systemization of the professional development programs in Yap.
Ledgesog (1995) relates this to the absence of the need assessments required to
determine training needs. Though the interviews with the focused- group, the researcher
highlights other emerged points including the lack of understanding of the leadership
strands of competencies against which Yap's school administrators performance to be
measured, the low level of preparedness of the school administrators, the attitudes
towards the PD programs as sporadic and intermittent. Ledgesog (1995) ofters a
conceptual tramework for the pacific school leadership Academy so as to be developed

with the community College of Micronesia.

Pertin, Schneider, DeArmond & Gundlach (2003), conducted a study titled “Making
Sense of Leading Schools: A study of the School Principalship”, that attempted to
understand what it takes to actually lead a school. The study was heavily based on
qualitative analysis that employed a case study methodology as an approach in order to
understand both the role and the context in which various principals and heads teachers
work. The research was guided by three questions that focused on the core roles of the

principals, and whether the roles were different across the types of schools, and whether



the current training programs address the demands of the job. In-depth interviews with
educators (principals. vice principals. and teachers) across 21 schools from four cities in
four states (USA) were conducted. The schools visited included five elementary, seven
middle. seven high and two K-12 schools. The sample also included traditional public
schools, private independent schools and “entrepreneurial™ public schools. The data was
analyzed in two parts; (i) a set of descriptive data that focused on the demographics of
the school. the seven core leadership functions, those who performed each of the roles
and the principal’s preparation, (ii) a narrative that depicted the leadership story. The
study team drew extensive list of tasks, functions, roles and duties that were grouped
into seven common critical functions of leadership evident in all types of schools.
which were performed differently in all different schools. The study, based on the seven
functions, classified the principals as “‘one-man band, the jazz-band leader, the orchestra
conductor™. The study results suggest that rather than looking for principals with
powers and attributes, policy makers should recognize that a variety of leaders and

leadership models can work within schools.

In his study “From Policy into practice: the effects of principal Preparation
Programs on Principal behavior®, Isik (2003) evaluated the eftectiveness of principals'
pertormance who have undergone administrative training compared to those who have
not. This study focuses on a recent reform eftort that was expected to have a
considerable impact on the Turkish Educational System. Specifically, the study focuses
on the effectiveness of a principal training program as perceived by teachers who have
worked with a principal before the reform and a principal after the reform eftfort (a
principal who has taken some in-service training) within the same schools. The study
takes an interactive approach that measures principals' effectiveness in the context where
the behavior takes place. The results suggest that there is an improvement in principal

behavior on a number of dimensions. However, the study results can only be related to
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the context as it links behavior changes on the principals’ part to administrative training

regardless of other variables that might exist.

Based on the principals' viewpoints. Al Shihhi (2004) in his study “Training
Needs in the School Planning process for the Principal in Oman, from their Viewpoint™.
Supervisors identitied training needs that would be required from principals in a
scholastic planning process in Sultanate of Oman. The study sample consisted of 298
male and tfemale school principals and principal assistants. and 36 male and female
administrative supervisors during the academic year 2003/2004 through school districts
of Governorate of Both Mesendum and Bateneih North. Al Shihhi developed a 54-item

survey as an instrument. The study main findings included:

Majority of training skills identified by the instrument were perceived as highly
needed by principals in both Mesendum and Bateneih North and Bateneih Sourth .In
light of tindings, Al Shihhi (2004) recommended that regardless of gender, principals
need to be well- prepared, engaged in training and supervisory courses, involved in
educational meetings. conferences and seminars in order to obtain variety information

and skills in every possible domain of planning.

The objective of O'Brien (2004) study “An Evaluation of the Perceived Impact
of Advanced Leadership Training on Principals in an Urban School District” was to
systematically examine the impact of the Advanced l.eadership Training course on a
Midwest urban school district (USA). Interviews with 29 of approximately 70
participating principals were the primary data source for the study. Data collection
included a focused interview during which principals discussed their perceptions of each
of the topics covered and any impact on their professional practice or thinking as a result
of participation in the course. Data obtained during these interviews and subsequent

analysis may inform those at the Academy about the principal’s activities, the impact of

27



their activities, and impediments to greater impact. The research shows that principals
believed themselves to have improved their professional practice in three of the five
domains ot leadership covered in the course. Findings show that in three of the five
domains of leadership principals believed that they were better principals at the end of
the training than they were at the beginning of the training. The domains were,
establishing a clear and positive direction, ensuring accountability, and providing

instructional leadership.

Wong (2004) in his study; “The Professional development of school principals:
insights from evaluating a progamme in Hong Kong™, attempts to draw a framework for
principals” training in Hong Kong. He utilizes the findings of a principals’ training
program developed by a tertiary institution in 1998 and a previously adapted evaluation
framework based on visits to and study of similar programs in England, Scotland,
Australia and Singapore. The subjects of the study were 27 serving primary school
principals who attended the School Management tor Principals (SMP) program in the
two vears from 1998 to 2000. Data were mainly collected from the course participants.
The methods used to collect data included group interviews, questionnaires follc)'\\"ed by
group discussion and a longitudinal survey. The results of the study provide technical
insights to help develop principals’ training programs, particularly for principals with
limited years of experience in the role. Besides, the study identified successful elements
of a principals’ training program including theme or problem- based designs: espousing
theory with practice, active learning and teaching strategies that are based on sharing
and discussion and finally the content to be driven to the real needs and the current

Issues .

Hess & Kelly (2005) in their study “Program on Education Policy and
Governance at Harvard University”, examined the content of instruction at a stratitied
sample of the nation’s principal preparation programs, including the training programs,
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especially the programs regarded as the most prestigious, and more typical programs.
They surveyed 56 programs and collected four “core™ course syllabi from 3 | that met
the standards with utilizing a systematic coding for a total of 210 syllabi. The study
presents a comprehensive assessment of aspiring principals in a national sample of 31
preparation programs and reveals considerable consistency across a variety of
institutions. The syllabi yielded 2,424 total course weeks. The researchers emphasize the
need to ensure that principals receive the training they need. where the content matches

the challenges confronting them in 21% century schooling.

Al Asfour (2006) in his study; “Needs Assessment tor Public School Principals in
the State of Kuwait as Perceived by Them™, aimed to estimate the training needs of
public schools principals in the state of Kuwait as perceived by the principals
themselves. The study population consisted of all public schools principals "males and
females" totaling (789). The sample comprised 123 principals, 50 males and 73 females.
Al Asfour (2006) developed a questionnaire that consisted of 45 items, distributed in 5
fields that handle administrative issues, technical issues, requirements and financial
issues, school buildings issues local community issues. The study concluded that the
technical issues field ranked top in terms ot need priority only followed by financial and

administrative issues.

In the light of the total quality criteria and based on principals' and teachers'
perspectives , Rathwan (2007) conducted a study titled “Training Needs of School
Principals in Jordan in Light of Total Quality Management Criteria™, which aimed to
identify the training needs. To achieve the study objectives, a cluster random sample
was selected from the population of all school principals in Jordan and all teachers
totaling around 3046 principals and 53568 teachers. Rathwan (2007) used training
needs questionnaires that consisted ot 60 items classified into clusters including school
leadership, strategic planning, school organization, performance, assessment.
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relationships between school and parents and the student affairs. The research findings

included:
I. Medium training needs in all areas.

2. Involvement of teachers' roles in deciding training areas of school principals is crucial

to the success of PD.

Based on the study findings, Rathwan (2007) proposed a training program that included

10 training topics.

Clendenin (2008) conducted a study titled A Qualititative Study of The
Perceived Protessional Development Needs Of Principals™. The purpose of the study
was to determine principals' perceptions about the types of professional development
activities needed in order to pertorm the job of an instructional leader more eftectively.
An emergent design and a responsive naturalistic evaluation were used to gather data for
this study. A total ot 12 face-to-face interviews were conducted with current school
principals from the school division. The results of this study provide a new source of
information for those charged with providing statt development activities for
administrators. Based on the findings, the research stresses a strong professional

development program for administrators would include the following features:

¢ A wide range of professional development opportunities are oftered.

e A strong support system is in place and principals feel they can call on central
oftice statt, including the superintendent, without being ridiculed.

¢ Consistent with the literature on adult learners and adult motivation to learn.
principals who participated in this study want:
A survev to determine their needs. freedom to choose professional development

activities based on their own needs, Individualized protessional development



plans, professional development activities those are relevant to their needs and

minimal time away from school.

In this mixed method study titled “Nebraska Public School Principals’
Perceptions about Their Professional Development Needs: A Mixed Methods Study™.
Loeffelholz (2008) aimed at identifying the professional development needs of Nebraska
public school principals’. This study was an Explanatory Mixed-Method study,
designed to specitically analyze the perception of public school principals and their
professional development needs. One hundred twenty-six public high principals from

Nebraska schools participated in the study.

Using a mixed methods design for this study combining quantitative and
qualitative methods to collect and analyze data, allows for a more complete
understanding of the research problem and added value to the study results and their
interpretations. Quantitative data was collected using a web-based survey sent to
Nebraska public school principals. Qualitative data was obtained from interviews to
explore why some public school principals appeared to be more aware of their
professional development needs than others. Qualitative analysis supported the
quantitative results. Interview data indicated the greater the experience of administrators.
the easier it was for them to make decisions related to professional development,
accountability, instructional supervision, and classroom management, and student
learning. This study explored different areas in which a public school principal in the
state of Nebraska has identified needs. This study presented the perceptions of
elementary, middle, and senior high school principals in the state of Nebraska regarding
the implementation of their professional development as it related to teacher supervision,
accountability. leadership, and administrative characteristics. All groups perceived that

student learning was the focus of education in Nebraska.



In this study “Principal Desirability for Professional Development™, Keith
(2008). investigated the perceptions of Virginia public school principals as to their
desirability for protessional development training in order to meet current accountability
measures. Specifically, principals rated and ranked their desirability for professional
development according to specific accountability measures. The data were collected
using a researcher-developed survey. The survey was mailed to randomly selected
principals of elementary, middle and high schools within Virginia. The survey response
rate was 60.7%. Qualitative information by principals was also summarized. The results
of this study indicated that in fourteen of the twenty statements of desirability, principals
indicated some level of desirability toward professional development training. The three
statements in which principals had the greatest desirability for professional training both
in rating and ranking their desirability were (1) Ensuring their teachers are trained in
research-based instructional methods, (2) Raising the achievement levels of students
with disabilities, and (3) Raising the achievement levels of students living in poverty.
Results further indicated a statistically significance difference among principal
subgroups based on principal's experience level, the percent of poverty children with
their total school population, and principals level of funding. The data suggest
desirability for principal professional development training. however these results only
have implications for school systems within the Commonwealth of Virginia to
determine principal needs and provide the necessary training to meet current federal and

state mandates.

Leslie (2009) report the findings of the study “The Leadership Gap: what you
need, and don’t have, when it comes to leadership talent”, conducted by the Center tor
Creative leadership between 2006-2008 that was designed to explore the concern that
leadership skills are lacking in so many organizations including business, government

agencies, non-profits and educational organizations. The project was designed to
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identify the leadership skills and perspectives that are critical for success now and in the
future: and to examine the strength of the current leaders in these critical skills. The
leaders in the |5 companies participated in the survey were asked to rate the 20
leadership competencies according to the overall amount of skill managers at their level
are currently demonstrating and what they need to demonstrate to be maximally
effective.  The results show that leaders lack the skills they need to be eftective today.
The study found that for all 20 competencies, the current strength is not sufticient for
effectiveness in leadership roles today, which holds true across the various industries
and organizational levels. The key findings of the CCL study indicate that seven
leadership skills are consistently viewed as most important now and in the future, which
are: leading employees, strategic planning, inspiring commitment, managing change,
resourcefulness, being a quick learner, and doing whatever il. takes. Secondly, the fact
that leaders lack the skills they need to be effective today; namely, inspiring
commitment, strategic planning, resourcefulness and employee development, where
resourcefulness is considered by CCL the “current leadership deficit”. Finally, leaders
are not adequately prepared for the future where their capacity is insufficient to meet

future leadership requirement.

Al Gaithi (2009) in a study titled “Training Needs for principals at Al Ain
Educational District in the United Arab Emirates in light of Knowledge Economy from
their points of view”, developed a 56-item questionnaire categorized into four domains:
dealing with school administration, with teacher, with student and with the local
community. The study population consisted of |57 school principals; comprising of 87
males and 70 females during the academic year 2008/2009. The study findings
highlighted high need for training in the local community domain, compared with

average mean in the rest of the areas.
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Shafi (2009) conducted a study titled “Selection and training of educational
leaders the ministry of Education, United Arab Emirates in light of the entrance to the
strategic management™, to determine the selection and training tools of educational
leaders in light of strategic leadership approach in order to reach a suggested tramework
to develop the process of the selection and training in the UAE. The sample of the study
comprised of 100 of Educational leaders Head of Zones (10), Deputies (17). and head of
departments (73) distributed on all educational zones. The data was collected through
surveys and interviews with practitioners in the administrative development institute in

Dubai and The Center of Human Resources development in the Ministry of Education.

The study revealed that 80% of the participants pointed to several obstacles that
hinder the effectiveness of selecting and training educational leaders some ot which are:
the real needs of leaders are not addressed when planning for training programs, random
selection usually based on years of experience rather than qualifications, and lack of
accordance in the selection of trainees and the training programs. Based on the findings,
Shafi ( 2009) proposed a framework that develops the process of selecting educational

leaders and training them.

Al-Ghamidi (2010) conducted a study titled “Training Needs for the Heads of
Departments in King Saud University”, to determine the academic and administrative
training requirements for the chiefs of the academic departments in King Saud
University from their point of view. The study also aimed at determining statistical
differences among the points of view of the subjects based on the study variables;
scientific level, sex , the years of work experiences during responsibility of the
department, attendance of training course, and the college they worked at. The study
sample included 152 of the heads of departments. The data of the study was collected
by using questionnaires prepared by the researcher included 95 items, where each item
represents a training skill. The participants pointed to the importance of timing the
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training programs at the beginning of the year where a program can extend over a week
and be conducted outside the university campus. The results of the study showed that all
the training skills mentioned in the study questionnaire considered as essential
requirements for the chiefs of the academic department in King Saud University. The
analysis of results indicated the absence of statistical implication at rate less than/equal

0.05 based on the study variables (sex, experience and scientific level).

Al Nuaimi (2010) conducted a study titled “Construction of a Professional
development Program in the light of evaluating the educational leaders practices™. Al
Nuami utilized a questionnaire that addressed 480 teachers in Nainawa primary schools
(Jordan). The questionnaire included twe aspects; (i) Leadership skills and Management
skills. This further covers 8 areas, namely, personal skills, technical skills, human skills
and conceptual skills (Under Leadership skills). staft development, curriculum
development, student and community development (Under educational leadership skills)
The study found significant variation in school leaders performances. The study results
indicated high scores in the technical skills, tollowed by conceptual and curriculum
development skills. Based onthe findings, the researcher recommended the necessity of
espousing the theory with practical applications in P) programs. The researcher
proposed a training program based on the findings that target the development of

primary school principals in Nainawa.



Comments:

I. Several studies recommend more involvement ot the school principals (trainees) in
planning and designing PD programs like Shati (2009), Leslic (2009) , Keith (2008) &

Radwan (2007).

2. Studies highlight the necessity of conducting needs assessment as a prior and essential

step to design programs like [.edgesog (1995), shati (2009) & Al Nuaimi (2010).

3. PD programs should focus on student learning like in Loeftelholz (2008)

5. Leadership sKills that are consistently viewed as most important now and in the
future, are: leading employees. strategic planning, inspiring commitment, managing
change, resourcefulness. being a quick learner, and doing whatever it takes like Leslie

(2009) . Pertin et al. (2003), O'Brien. (2004), Moore and Rudd (2004)

6. Study findings highlighted high need for training in the local community domain like

Al Gaithi (2009).

7. Several studies tocused on evaluating the eftectiveness ot PD programs and the
change in principals behaviors like Clendenin, (2008), O'Brien,. (2004), Wong (2004)

and Isik (2003).

8. Studies identified training needs of school principals like, Al Shihhi(2004), Rathwan

(2007) and Al Gaithi (2009)

9. Studies identified elements of principals’ training that should be linked with the real
needs and the current issues like Wong (2004), Shafi (2009), Rathwan (2007) , Al
Ghamdi (2010). , Al Nuaimi (2010), Keith (2008), Clendenin (2008) and Al Shehhi

(2004).
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10. Studies found that it is important to connect theory with practice in terms of training

school principals, like Al Nuaimi(2010) and Wong (2004).

I'l. Studies tound that technical, tinancial and administrative issues received high score
in ranking. like Al Asfour (2006).

12. Studies found no statistical implication at rate less than/equal 0.05 based on the

study variables (sex. experience and scientific level) like Al-Ghamidi (2010 ).

13. It should be also noted that Al Gaithi (2009) study is a recent study that dealt with
the same issue, which is identifying the training needs of school principals in Al Ain
zone. The two studies focus on the assessment of training needs, yet from different
scopes. In that, the current study aims to assess the school principals needs in light of
ADEC pertormance standards of school leadership and literature; whereas the Al Gaithi
(2009) study focused on the training needs of school principals in light of knowledge
economy. This does not exclude the probability of'a potential overlap between the two
sets of training needs identified in the two studies, which can be attributed to the fact
that both were conducted close in time to changes and reforms in the educational system

in the UAE.



CHAPTER 111

Research Design and Methodology

The purpose of this chapter is to describe the methodology and procedures used
for collecting and analyzing the data in this study. The chapter is divided into four
sections; one provides a description of study design and the data collection instrument.
Scection two describes the population and sample. Section three offers a brief description
of how data was analyzed. The chapter concludes with section four which includes

procedures of the study.

Design of Study

The study employs mixed-method based on two research paradigms: quantitative
and qualitative. For the quantitative method, a multiple choice 37 item questionnaire was
built to gather data from school principals on their training needs regarding school
leadership. The qualitative part of the study was included in the survey as open-ended
questions that address principals' suggestions in improving professional development

program.

Instrument

The questionnaire consists of 39 questions: The questionnaire is divided into
three sections. The first part covers the demographic data of the participants; the gender,
the cycle, the years of experience and the level of education. The second part aims at
providing an opportunity for the school principals to retlect on PD activities in order to
examine their perceptions of the characteristics of effective PD that could help promote

their performance. This part comprises of four questions.



The third part that answers the main question of the study, which is the school
principals’ professional development and training needs. It should be noted that this
section is categorized into six clusters representing areas of training, 5 clusters are based
on ADEC Framework for leadership in schools and the sixth cluster (self-management),
added by the researcher (it was thought by the researcher that it is an essential part of
personal development and a dimension required to develop leaders in general). The six
clusters are distributed as tollows: leading strategically (6 questions). leading teaching
and learning: (7 questions), leading the community (4 questions). leading people (7
questions). leading the organization (4 questions), and finally self-management (5

questions).

The fourth section is the open-ended questions. This part consists of two
questions that target the school principals' needs that have not been mentioned in the

survey, and their suggestions to enhance PD programs.

The questions are: 1) What are the other training areas that can contribute to
enhancing your school leadership performance? 2) How can school leadership
professional development programs be developed to effectively improve your

performance?

The Instrument Validity

In order to ensure that the instrument measures what it intended to, the researcher
extensively reviewed relevant literature. The researcher found that most studies on the
school principals’ needs indicated the importance of these five elements: strategic
leading, leading teaching and learning, leading community, leading people, leading the
organization and self-management, regardless of their order or classification in

literature. After constructing the questionnaire based on these six elements, the draft



questionnaire was shared with a panel of university professors as well as school

principals to determine face-validity of the tool.

In Part two (the principals' perceptions) the 4-level Likert scale has been used
instead of the 5 level. to minimize the chances of neutralized responses from the
participants. The rescarcher needed to gather data around school principals perceptions
of programs currently and previously attended in order to pinpoint downsides of PD
planning processes. Items in the questionnaire were modified in light of feedback
collected. The questionnaire was translated into Arabic and reviewed by a group of

language experts.

The Instrument Reliability

The reliability analysis was calculated using Chronbach's Alpha to ensure that
the survey score is reliable and consistent with the content and purpose of the tool. The

scale score had a very high level of reliability at 0.985 as shown in the table below.

Table |
Cronbach’s Alpha test on the questionnaire items.

Cronbach's Alpha Based on
Cronbach's Alpha Standardized Items N of Items

.985 .982 37

Population and Sample

The study population includes female and male public school principals in Al
Ain Education Zone. The population comprises | 14 school principals. According to
Abu-Dhabi Education Council (ADEC) statistics. the Zone includes 18 secondary

schools. 25 preparatory, 38 elementary schools. 33 common schools. Al-Ain Education

10



Zone was chosen as the site for this study based on the proximity to the researcher, ease

of accessibility. and the large number of schools it administers.

The sample consisted of 60 school principals, 30 males and 30 females. The
sample was randomly selected based on the 2010-201 1 school statistics issued from Abu
Dhabi Educational Council (ADEC). The researcher utilized a random sampling to

select 60 school principals.

Only 50 questionnaires were returned trom the 60 questionnaires sent to school
principals, which represents 43.8% trom the population (114 school principals). Of the
total number of the questionnaires, 23 questionnaires representing (46%) were returned
from principals in cycle one (grades 1-6), 12 questionnaires representing (24%) trom
principals in cycle 2 (grades 6-9), and 15 representing (30%) from principals in cycle 3

(grades 10-12).

Data Analysis

For quantitative data analysis, the data was coded and entered into SPSS
program (Statistical Package for the Social Sciences) to calculate the central tendencies
of the data (descriptive statistics). Frequency, means, percentage, and standard deviation
were utilized. This was to answer the questions about the needs of principals for
professional development programs. For the first question of the study (what are the
perceptions of school principals towards the professional development programs?). the

researcher used percentages and frequencies.

In order to answer the second question of this study (what are the training needs
of school principals in Al Ain zone?), the researcher used percentiles, means and

standard deviation.
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As for the third question (What are the features of an effective professional
development program that meet the principals' training needs?) was answered through

analysis of principals responses.

Steps to analyze qualitative data included: a) transcribing all answers, b)
highlighting important themes from the answers, ¢) classifving themes and regrouping
them according to relevance. and d) discussing those themes and highlighting
connections, common aspects, and linkages among them and among quantitative data

findings.

Study Procedures

The study procedures can be summarized briefly as:

[. Analysis o fexiting literature bearing on school principals needs in international

studies as well as in the United Arab Emirates.

2. Examining of existing documents. plans and policies concerning professional
development policies in the United Arab Emirates.
5. ldentifving relevant literature that focus on setting features of professional

development programs and leadership functions to help constituted the
questionnaire items.

4. Creating new data by means of open and closed type of questionnaire.

5. Insuring the validity and reliability of the questionnaire.

6. Data was collected and then analyzed. Needs were identified.

7. Setting the features and recommendations for designing PD programs that target

school leaders.



CHAPTER IV
Findings of the Study

This chapter consists of a description and analysis of the data collected from the
participants of the study through the use of the questionnaire. This chapter is to present
the findings which emerged from the data analysis process. The principals participated
in the survey provided an assessment of their needs, in addition to an overview of their
perceptions towards professional development programs. This chapter is divided in two
parts; the first presents the demographic information about the participants, while the
second part is organized to answer the five study questions. The results will be presented
according to the research questions.

Table 2

Demographic Information about the Participants

No. Percent

Gender Male 22 H

Female 28 56

Cycle One (grades 1-5) 23 46

Two (grades 6-9) 12 24

Three (grades 10-12) IS 30

Degree Bachelor 45 90
Master 4 8
Doctorate | 2
Others 0 0
Years of Experience 1-3 years 0 0
(including teaching service) 4-8 years 2 4
9-15 years 3 6

More than |5 years 45 90

As shown in Table 2, 50 questionnaires were returned out of 60 questionnaires
sent out (with a response rate of 83.3%). The majority of questionnaires came from
cycle one; school principals (46%), (24%) from cycle two and (30%) trom cycle three
school principals. 44% of the participants were males (N=22) while 56% were females
(N=28). In term of educational attainment, the majority (90%) of the participants are

holders of bachelor degrees, only 4 hold a master degree, and one principal had a PhD
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degree. As for the years of experience, 90% are above 15 vears of experience including
the years of working as teachers.

Findings for question 1: What are the school principals’ perceptions towards the
professional development programs? This question was answered through the school
principal’s perceptions toward four statements in the questionnaire (as shown in the
table below).

Table 3

Means & Standard Deviations of School Principals Perceptions of Professional
Development

~ Degree of Agreement Mean Standard
Statement
SA A D SD Deviation
25 el 3
Professional development programs support your s 344 0.61
professional practice 1n running schools. %S0 %44 %6
Professional development programs run by the L 27 12
M‘inislry/AI)EC address the real needs of school 927 %54 %24 : 258 L
principals
9 19 18 4
As a principal, vou are involved in planning for 2.66 0.87
vour professional development programs %18 %38 %36 %8
16 23 10 1
Recent PD programs for school principals help you 3.08 0.77
carry out the changes underway in UAE schools. %32 %46 %20 %2

Note *S4 & (Strongly Agree and Agree) will be represented together in one percentage Similarly ts
D(Disagree) and SD(Strongly Disagree)

It is evident from the table 3. that the majority ot school principals strongly
agreed (50%) and agreed (44%) totaling (94% of the sample) that their professional
development supported their professional practice in running schools. Only (6%) saw
that professional development programs are not supporting their practices.

However, the percentage declines to 76% of the respondents who agreed
that professional development programs provided by ADEC address their professional
needs. while only (24%) thought that those programs do not address their real needs for

professional development.
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As for the involvement of school principals in planning professional
development. 56% of the respondents indicated that there is involvement of school
principals in planning for protessional development programs that target school
leadership. However. (44%) of the respondents disagreed to this and said that there is no
involvement from their side in planning for professional development is sought by PD
planners. As shown in the table, the mean for this statement was (2.66) and the SD is
(0.87) which indicates the disagreement on this statement.

With regard to whether recent PD programs help school principals carry
out the changes underway in UAE schools. 78% of the respondents thought that the
recent PD programs help school principals carry out the changes underway in UAE
schools, while only (22 %) of the respondents thought that recent PD programs have
very little effect on preparing them for the changes in the educational system.

It could be concluded that the respondents have general positive
perceptions toward the PD programs as helping them to carry out their work in schools.
However, the drawback that was apparent is the weak involvement of school principals
in planning professional development programs.

Findings for Question 2: What are the training needs of School principals in Al
Ainzone in light of Abu Dhabi Educational Council expectations? The answer is

presented according to the six areas of training needs:

According to table 4. the responses indicate that (70% ) of the respondents
indicated high need for setting evaluation tools to monitor progress of school at the
mean of 3.84, followed by planning my school's budget at the mean of 3.76. This
indicted the highest in the skills in this cluster. However, the responses to crisis
management indicate the least need in comparison to the rest of skills where only (56%)
of the respondents who saw it as important. It can be related to the fact that the

educational system in Abu Dhabi is still moving from centralized towards decentralized
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administration where schools can make decisions without the need to refer to ADEC
administration. Until schools tull decentralized, schools are expected to refer constantly
to Administration in making decisions and having them approved. Thus. some school
principals consider this skill as less important as some decisions are still made in the

council administration.

Table 4

Means & Standard Devianons of Training Needs assessment (Leading Strategically)

l.eading Strategically

Degree of nced

e §
Statement 5 3 =
Ven Ihgh Some No $ 23
high need need nced a9
Develop my school's 14 14 9 1 350 129
vision and mission %28 %028 %8 %02
Establish my school’s 153 14 7/ S 354 132
long-range objectives %30 %28 %14 %10
Set acuon plans to 14 16 7 6 350 1835
achieve my school’s %28 %032 %4 %12
objectives
Plan my school's budget 18 1S 3 S 376 128
to meet the objectives of %36 2030 %6 %10
different educational
programs
Set evaluation tools to 14 21 3 2 384 103
monitor progress of %28 %42 ) %ot
my school
Manage a crisis that could 16 12 8 6 348 1 40
suddenly happenin my %32 %24 %16 %12
school

Note™ The percentages showrt i the analysis represents the sum of very lngh and ligh need  some necd and

no need
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Tialyless

Means & Standard Deviations of Training Needs assessment (Leading Teaching and Learning)

Leading Teaching and Lcarning

Statement

Analyze student data to evaluate
results.
Monitor teachers’ performance,

Identity the developmental needs
of teachers in my school
Develop staft in my school.

Build a school culture that
promotes learning.

Ven
high

16
%32
12
%24
157
%34
15
%30
18
%36

Degrec of need

High
need

17
%34
18
%36
12
%24
12
%24
9
%lI8

Some
need

S
%10
4
%8
10
%20
9
%18
8
%16

No

Mean

SD

.18

1.40

1.26

1.29

Intable 5, the school principals responses indicate their needs for leading

teaching and learning process. Sixty six percent of the respondents indicated high need

for training in data analysis and evaluation, which can be concluded as new systems are

installed in schools so recently for data analysis which incites the need to be trained for

such technical skills. Building a school culture that promotes learning score is (54%) of

the responses at the mean ot 3.62, while monitoring teachers' performance score is

(60%) at the mean of 3.60. The previous two skills came second and third in order of

responses rate. In reference to ADEC framework of leadership development (n.d), the

kev standards refer to the school principal capacity in creating a positive school culture

that is conducive to learning. In the same stream, school principals have become

responsible for evaluating teachers' performance, compared to the years before where

teachers evaluation was a shared role by the principal and the supervision department in

the educational zones.
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Table 6

Means & Standard Deviations of Training Needs assessment (leading the community)

Leading the community

Statement Very  High Some No  Mecan Standard
high  meed need need Deviation
Handle complaints. 16 12 9 6 346 141
%32 %24 %18 %lI2
Network with the local school 14 12 8 4 348 1.28
community. %28 24% %16 %8
Involve community partners in 13 10 6 | 344 123
ditferent school %26 %20 %I2 %8
operations.
Handle media and public 7 20 6 4 340 112
%14 %40 %12 %8

relations.

Table 6 presents the school principals' responses to their needs in leading the
community skills. The table shows relatively small differences in the rate of responses.
However, the highest in the cluster is networking with the local school community,
where 52% of the respondents considered it highly needed. with mean score of 3.48.
This came followed by handling complaints with 56% and with meanof 3.46. This can
be related to ADEC new vision of linking schools with the rest of the community
institutions. Hence, skills that enable school principals and prepare them to deal and

handle parents and other community partners are highly needed.
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Table 7

Means & Standard Deviations of Training Needs assessment (leading People)

Leading people

Statement Degree of need Mean  Standard
Very  High Some  No Deviation
high nced need need
Build a collaborative, professional 16 1§ 7 3 368 1.23
work environment, %32 %30 %14 %6
Delegate responsibilities to others in 12 14 9 6 334 134
my school. %24 %28 %18  %lI2
Set performiance standards. 12 2 6 2 370 1.09
%24 %42 %12 %4
Resolve conflicts that might arise in my 15 13 7 9 3.36 1.49
school. %30 %26 %l4  %I8
Provide constructive teedback to my 17 14 8 2 372 1.21
teachers, staft, and students. %34 %28 %16 %4
Enhance job satistaction among school 17 13 7 5) 3.60 1.35
staff %34 %26 %I4  %I0
Monitor the progress of my school 16 16 4 4 BT W22
community toward achieving the goals %32 %32 %38 %8

and expectations

Table 7 presents the school principals' responses regarding training needs in the
cluster of leading people. The mean scores of monitoring the progress of school and
providing constructive feedback are the highest mean of 3.72. This significant high
rate of responses in these two skills is related to monitoring teachers' performances,
which is not totally a new role, rather a different one. In that, school principals are
expected to monitor their statt within new set of standards and tools that demands more

credibility in evaluating and assessing performances.

Quite noticeable, the responses rate for responsibility delegation is the least,
however still highly needed, with 52% response rate and mean score of 3.34. This can be
understandable as school principals are used to delegating responsibility to others and
working in teams. Nevertheless, the 30% of school principals who considered it as no

need for training could also point to the type of administration they run schools through.
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Inother words, it could be related to their centered-administration, where they preter

holding all responsibilities in the office rather than sharing leadership with the staff.

A third explanation is that with the public-private partnership, and the extended
administration statt. some school principals would see no need to involve or delegate

responsibilities.

Table 8

Means & Standard Deviations of Training Needs assessment (leading the organization)

Leading the organization

Statement Degree of Need Mean  Standard
Very High Some No Deviation
high need necd need
Make informed decisions to solve I8 13 7 6 360 141
organizational problems. %36 %26 %14 %I2
Manage human, physical. and fiscal 17 12 3 6 3162. 133
resources. %34 %24 %6 %I12
Lead the change process in the school 17 1S 9 6 356 143
%34 %30 %18 %12
Employ the use of Technology creating 17 17 8 5 366 136
an interactive environment. %34 %34 %l6  %I0

Table 8 represents the responses of school principals regarding the skills of leading
the organization. It reveals that the school principals are in high need of training in
employing the use of technology (68% of the respondents) and a mean of 3.66, managing
school resources (58%) with mean of 3.62, leading the change process (64%) with a mean of
3.56 and finally making informed decisions (62%) with mean of 3.60. Most signiticantly is
the need for training in the employment of technology in creating an interactive
environment with high mean score of 3.66. This is linked with the data analysis skills in
the leading of teaching and learning cluster, as all schools are linked and connected to
highly upgraded systems and networks, which necessitates developing computer skills
in general. This is followed by resources management with 58%. This rate of responses

to this skill is related to the school principals' new responsibility and higher
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accountability expected from principals to demonstrate good management of school
resources
[able 9

AMeans & Ntandard Deviations of Training Needs assessment (self-management)

Self — management

Statement Degree of Need Mean  Standard
Very  High Some No Deviation
High  need nced nced
Manage my time 9 17 I 2 330 114
%l8 %34 %22 %4
Retlect on my performance 14 16 9 2 362 119
%28 %32 %lI8 %4
Listen actively to others. 16 13 12 6 342 145
%32 %026 %024 %12
Etfectively express my 14 12 10 8 328 147
thoughts orally and in %28  %a24 %20 %l6
writing.
9 21 9 6 336 1 30

Conduct presentations. %18 412 %18 %12

Table 9 represents the respondents' estimation of their training needs in self-
management skills. Significantly, reflection on performance came as the highest need in
the cluster where 30 respondents (60%) indicated high need in that area. In
comparison, responses to effective oral and writing communication indicate the least
need in the cluster where 52% of the respondents saw there is need for training with a
mean of 3.28. whereas 36% of the respondents consider it less important. As for
conducting presentations. 60% thought there is a high need for training with 3.36. This
can be due to the change in roles of school principals, where they are frequently
demanded to communicate directly to audience that include both students teachers and
parents. At the same time, school principals are seen as trainers of their staft. Hence, to
some, this skill is highly needed with the recent changes.

Findings of question 3: What are the features of an effective PD from the
school principals' point of view? Thirty four respondents (out of 50) answered
the two open-ended questions. The first question reads “What are the other
training areas that can contribute to enhancing your school leadership

performance?
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School principals were asked to identify other training areas that were missing
in the questionnaire. I'hey mentioned these areas: differentiated instruction (n=1).
Modern strategies in Education (n=1), ICT (n=1). English language courses (n=2),
change resistance (n=1). planning for objective-based projects (n=1). Work ethics (n=1).
train the trainer (n=1). statistical analysis (n=1), and finally, setting school-based
evaluation tools (n=1). and self-evaluation (n=1).

It is apparent that participants did not give so many ideas on this question. This
could be attributed to two signiticantly contradicting explanation. First. it could be that
the questionnaire has covered all areas or at least the majority of professional
development aspects. The second explanation implies the fact that the respondents tend

to ignore open-ended questions.

The other question sought school principals' suggestions to improve the quality of
the PD programs. Respondents mentioned the following:

. Need to conduct needs assessment prior to planning for any PD programs (n=16)

9

More field visits both locally and abroad to schools that represent best practices

and distinguished performances and experiments. (n=12).

3. Individualized training and customized programs to address the needs of every
principal, where principals are classified based on their needs (n=3).

4. Selection of qualified and specialized trainers who are expert in the educational
field locally, and no need for "foreign experts" (n=3).

5. Involvement of the school principals in the planning process for PD (n=2).

6. Adopting practical courses where focus should be on acquiring skills more than
knowledge (n=1).

7. Setting budgets for PD (n=1).

8. Selection of suitable time and place for PD which can support the learning

process with less sacrifice on the school time and work (n= 3).
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9.

Linking PD with pertormance evaluation of school principals (n=1).

10. Continuous assessment of school performances (n=2).

Employing principals with distinguished performances in school in PD to help

(n=1).

. Providing school principals with continuous feedback to address the areas of

improvement (n=4).

. Providing study leave opportunities for those interested of school principals (n=

4).

. MakKing use of new technologies and networks for better employment ot online

and remote learning (n=1).

. The useof incentives to motivate principals (n=2).

From the list above, the consensus on two suggestions among the 34
respondents who chose to answer the open-ended questions is quite significant.
Sixteen school principals emphasized the need to conduct needs assessment prior
to planning for any PD programs. This might highlight the drawback in most
PDs involving school principals, which is the absence of individualization. That
is all school principals had to attend the same PD regardless to the fact that some
have already attended similar programs. In this sense, school principals consider
the attendance as a waste of time and sometimes a burden.

The second most repeated suggestion is more tield visits both locally and
abroad to schools that represent best practices and distinguished performances.
This could be due to the limited methods employed in PDs. That is to say, school
principals are frequently invited to attend one-shot workshops or training

sessions that might eventually turn to be lectures.
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CHAPTER V
Summary, Conclusions and Recommendations

This chapter is divided into two sections: the tirst section reviews and
summarizes the findings. The second section presents conclusions and
recommendations.

Discussion
Research question 1.

From the data collected, itis obvious that school principals' perceptions towards
professional development programs recently and currently conducted are positive. The
results show strong agreement on that professional development programs support
practices in running schools as 94% of the respondents agree on that. However, the
percentage declined significantly of those who think that some programs address their
real needs to 76%. This could be related to the absence of school principals'
involvement in planning of training programs as only 56% claimed that there is
involvement of school principals in planning for PD. Research in PD highlights the
need to survey needs, and provide a space for freedom to choose professional
development activities based on their own need and provide professional development

activities those are relevant and serve their needs ( Clendenin, 2008 & Rathwan 2007).

Research question 2.

What are the training needs of School principals in Al Ain zone in light of Abu
Dhabi Educational Council expectations? Close inspection of tables (3, 4, 5, 6,7, 8 &
9). it is evident that all training areas were estimated by school principals as very highly
and highly needed.

More specifically, the mean scores of strategic leadership, leading the

organization and learning and teaching are relatively the highest as seen in table 5. This

54



can be justified in light of the major changes of school principals' roles cited in literature
and according to latest trends (Hemmen et al. 2009, Sybouts & Wendel. 1994). and the
move from demands for management and control to demand for leadership. In
literature, strategic thinking is one of the abilities that are highly demanded of school
principals nowadays (O'brein, Murphy & Draper. 2008). Besides, the first key standard
set by ADEC is leading strategically, which explains the high rate responses on the skills
of strategic leadership. Moreover, principals are expected to set visions and missions
that guide them through to reach ADEC vision which, also, is set on the promotion of
the learning and teaching process.

In addition, technical skills (data analysis, handling network systems, school
finance and resource management) were comparatively high. This is justified as
computer-based skills are in demand and principals with these abilities are always
required. This is consistent with Al Asfour (2006) study which concluded that technical
issues ranked top priority to be only followed by financial and administrative issues

In literature, one of the pivotal principal roles is modeling teaching and learning
and reflecting on performances (Hemmen et al. 2009). Skills of teaching and learning
came second to strategic leadership skills. The skills in this cluster are directly related
and influenced by strategic leadership. and come second in ADEC framework. The
need to develop skills in this area comes as a dire need to achieve the vision of ADEC.

School principals face fastand continuous changes in schools which add to the
responsibilities and daily tasks they are in charge of. Self-management had the least rate
of responses in comparison to the other clusters. This also could be related to the fact
that skills of self-management are seldom addressed in professional development
programs that target school principals. In the same stream, self-management skills are
perceived as less important in the part of the school principals, or that the development

of such skills is their total responsibility which can be done outside the working hours.
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I'his often leaves it as an option. which is more frequently overlooked. Nevertheless.
studies point 1o the need to develop leaders both professionally and personally (Al

Nuaimi, 2010. Hoare.2000).
Research question 3.

What are the features ot an effective PD from the school principals' point of
view? The responses to this question is evident from the findings regarding the two
open-ended questions. The findings of the first open-ended question: what are other
training needs that were not covered by the questionnaire were of low frequencies which
only boosts the effectiveness ot the research tool (the questionnaire). As for the second
question which sought principals' suggestions to build an eftective PD, the analyzed
responses highlight the two basic principles in adult learning. that are internal
motivation and understanding the need to learn (Guskey2002, Knowles, 1996), without
which, success of PD program might be impacted. Involvement of school principals in
planning for PD might guarantee more motivation, which boosts the success of any
program (Al Nuaim,2010.Clendenin,2008, Rathwan ,2007).

Research shows that, in terms of adult learning, PD is a change in behavior, and
a gain in know ledge. However, it should not only be seen as just information-based. It
can include the acquisition of information and the application of information (Hoare,
2006; Villegas-Reimers, 2003). It was also found that school principals set emphasis
more on application of theory. This is one of the characteristics of effective professional
development wherein any PD should be embedded in the reality and practices of

schools; teachers and administrators work (Luneburg & Irby, 2006).
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Research question 4.

I'low can literature and research findings inspire the construction of a PD that is
based on Al Ain zone school principals’ training needs? Literature and the field set the
features of an effective training program based on principals' needs.

Given that professional development is a pivotal element in any reform, without
it, schools would remain static, run by incompatible and under-skilled principals. To
correspond with constant changes and high expectations. protessional development
opportunities are provided. Simultaneously, more attention is redirected towards the
value of PD activities. with more questions about the outcomes. Thus, only high-quality
professional development is in demand for every modern proposal so as to improve
education (Guskey, 2002). First and foremost, what is most needed is inducing a
positive culture of ongoing learning, where trainees are included. Literature and study
findings point to the implication of adult learning principles, which if considered, goals
of PD are attained and ettectiveness is achieved. The following is a summary of the
study findings and literature on effective professional development.

Research and empirical data indicate that motivated , cooperative, educable,
trainable and long-life learners are essential to build an etfective PD (Barth,2010:
Mclntyre, 2001, Knowles, 1996). Research places great emphasis on the involvement of
adult learners in the process of selt -assessment of the needs for learning (Al Asfour,
2010: Clendernin, 2008; Knowles,1996). The more involved the learners are in the
learning experience, the more committed they are. School principals, with a sense of
exclusion, tfeel unmotivated and might not show cooperation or commitment.

To be most etfective, new standards of performance should lead to more
consideration of content, delivery, and assessment (Lashway, 2003). Training has to

integrate both theoretical and practical sides. Content and delivery of the subject matter
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needs to be relevant . more focused on application rather than gaining knowledge (Al
Shehhi. 2004; Kydd etal, 1997; Luneburg & Irby 2006)

Incorporating adult learning principles incites more consideration to the fact that
school principals have their own prior experiences. Investing these experiences can
boost the quality of PDs and assures more collaboration among them (Villegas-Reimers
.2003) On the same side. school principals call for more field visits. more sharing of
real experiments that deliver best practices and deep understanding of what is expected
from them.

Effective leaning environment for professional development assumes awareness
of both adult learning principles and the learning conditions that can be conducive to
learning, without exposing them as unskilled or incompetent (Barth 2001; Bush &

West-Burnham ,1994).

Evaluation of PDs is highly required and is as essential as training needs
assessment. In addition, PDs might not be enhanced without evaluation. Similarly,
school principals might not show any change in behavior without follow up and
evaluation. Literature is rich with models for evaluating PD programs. These models
and methods are systematic and theory-based. Besides, the study tindings indicate that
school principals are aware of the need to be tollowed-up and provided with feedback on

their performances. which might ensure ongoing development.
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Conclusions

A rich body of literature points to the change in the school principals’ roles which
incites the need to consider the effectiveness of the professional development programs
to heep up with the new trends and reform goals. The relevance and effectiveness of PD
can be enhanced. if basic fundamental issues, as mentioned below, are borne in mind,

when developing PD programs for school principals.

Based on tindings. this study has to highlight certain points that are found
consistent with several previous studies. First, the construction of any PD that targets the
development of leadership needs to be based on systematic and scientific principles.
Application of adult learning principles is capable of increasing the effectiveness of
these programs. Certain elements have to be taken into account. Those are readiness of
the trainees. employment of previous experiences, focusing on application rather than
information-transmission.

First. PDs need to be built in light of ADEC standards and expectations for
school principals. In that, high need of training was rated in the first five areas, that are
leading strategically. leading teaching and learning, leading the community, leading
people and leading the organization, while a comparatively lower scores have gone to
the sixth skills cluster: selt-leadership.

Secondly. the training needs should be identitied by the learners themselves,
which provides a margin of choice and involvement. In the same sense, the principals'
call for more involvement can promise more sense of commitment and inclusion to the
reform plans.

Thirdly, variation of PD methods; visits to distinguished schools, opportunities to
gain higher degrees and others is highly requested. Generally, educators value

opportunities to work together, retlect on their practices. exchange ideas, and share
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strategies and experiences. Thus. investment of those with distinguished performances
may promote the level of self-motivation and encourage collegiality

Fourth. to ensure that the use of new practices is sustained. regular teedback and
evaluation procedures are essential. Change ot behavior on the side of principals
requires tollow-up on areas ot improvement. and guidance and supervision where
support is needed.  Most ultimately, evaluation procedures have to yield change in
behavior and its eftect on students' outcomes, which is the ultimate and core goals ot any
PD.

Fifth, principals' time inside their schools is more valuable. Hence, there is a
high demand to consider timing of PDs. The planning tor PDs should take into
consideration the availability and workload of principals. since the principals’
contributions to the school during the school day is extremely valuable. Besides, it is
unrealistic to expect change in principals® behaviors at the end ot a workshop, or
training sessions at irregular intervals.

Allin all. what is expected from PD is learning that equips school principals with
skills which prepares them to change; in the absence ot which. PD might be viewed to
some as a waste of time and resources. To conclude, each of the following teatures
should be considered to serve the needs of administrators in the design of programs, to

the highest potential. Some of the fteatures of quality programs include the following:

Clear Focus and Purpose

e Curriculum Coherence

« Instructional Strategies

» Location

o Length and Time Structure

« Linkage to State Initiatives and Program Policies
« Intormation Technology

« Linkage to Organizational History, Values, Mission and Community
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Recommendations

The process of designing an effective professional development program that
target school principals’ practices could be enhanced. Based on literature and the

research tindings, the researcher recommends:

I. To design optimally effective PD, involvement of the school principals (trainees) in
planning and designing PD programs through conduction of needs assessment and
combining it with performance evaluation and the evaluation of prior professional
development programs. This is established in literature and called for by a great number
of the study participants. In this sense. involvement means more willing and fully

engaged learners.

2. Espousing empirical data derived from the educational field that pinpoints real needs
with current international educational trends in order to generate programs in light of our
education objectives and future leadership requirement. In that, focusing on areas of
leadership of teaching and learning, community communication, organization and
people, besides, strategic planning skills. In all, school leadership development

programs need to be built more around leadership skills rather than management.

3. From literature building school leaders incites the need to build self-leaders. This
highlights the need to include new tainting areas that help principals to acquire the skills

of self-management.

4. Among the school principals™ suggestions is the employment of school principals
experiences. Theories of learning and principles of adult learning point to the
importance of constructing new learning experiences that invest on prior knowledge.
Investment of school best and exemplary educational practices is in itself an approach in
professional growth. Allowing for valuable opportunities of collegial sharing is a step in

creating a learning community among school leaders. This is not only crucial for
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facilitating the learning and development processes. but also a chance to recognize
those potential mentors and trainers among principals. In short. experiences ot school

principals should not overlooked.

S. Both literature and study tindings point to the importance of tollowing PD programs
with evaluation ot activities and their eftectiveness in inducing the change in principals’
behaviors. The process of evaluation need to be taken beyond immediate trainee
feedback sheet. Rather, extended observation and technical feedback might help in
guiding principles in adapting the new practices. This support can be oftered in a torm

of coaching. where trainees move to transfer new experiences to their context.

6. Learning new skills and ways in doing something requires both time and effort. The
requirements of extra time and eftorts can add to the principals’ workload, even when
release time is provided. Thus. provision of programs needs careful decisions of timing
that help trainees to practice and apply new knowledge. Based on principals’
suggestions. PD programs can be conducted during the first month or the end of the
school year, where loads of work is less compared to other times of the year. In the
same stream. as part ot building professional leaders. allowing principals to make
decisions on their needs is the core of protessional development. Principals needs are
difterent, and learn differently. Moreover, keeping principals informed of the time and

topics of training gives more sense of flexibility and personal choice.

7. According to the study findings, school principals suggest linking protessional
development programs with incentives as to enhance quality ot PD and motivate
trainees. Regardless of the type of incentives, it can be a two-sided issue that incites a
careful consideration of the consequences that can ensue. In that, incentives should not
be used to encourage attendance only. Rather, positive participation can be rewarding to

those active principals. and needs to be recognized and rewarded.
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UAE University
Faculty of Education
Department of Foundations of Education

Master of Education Program (Leadership Track)

Dear School principal,

Thank you tor agreeing to participate in this study. The questionnaire you will complete

is part of a scientific thesis to gain master degree in Educational L.eadership under the title of
Assessing tramming Needs of School Principals in Al Ain, United Arab Emirates
(Some lessons from literature and the field)

Please complete this questionnaire to help identity the training needs of school
principals. Your responses will contribute to design a framework for an eftective

professional development program that meets your training needs as a principal.

The questionnaire consists of four parts. The first part compiles demographic
data of the participants; the second part addresses the school principals' perceptions
towards Professional Development programs conducted by ADEC and the Ministry of
Education. The third part comprises 37 statements that form the competencies of school

leaders. Finally, the fourth part consists of open-ended questions.

Your feedback is important. This questionnaire should only take about 15
minutes of your time. Responses will only be utilized for research purposes and none

will be identified individually.
Thank you for taking the time to complete this survey.

For more information or inquiries, please email the researcher at920122 [54(@uacu.ac.ae

The researcher
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| Gender: Male O Female

Degree of Qualitication: Bachelor Maslicrrri L boclorate other:

Your school: cycle Ifeycle 2Ccycle 3

Years of Experience as a principal:

I-3 years 4-8 vears 9-15 years{IMore than |5 years

Please,For each statement below, Tick ( v ) the box
that best shows your degree of agreement

Statements/Scale

strongl
y
disagre
e
disagr
ee
agree

strongl
y
| agree

|. Professional development programs (PD) support your
professional practice in running schools.

| 2. Professional development programs run by the
Ministry/ ADEC address the real needs of school principals.

3. As a principal, you are involved in planning for your
professional development programs

4. Recent PD programs for school principais help you 7c;irr_v7
out the changes underway in UAE schools.

For each item identified below, Tick ( v ) the box
that best shows your need for training.

1. l;rcj:adin;,;istrategicallyﬁﬁv

Statements/scale some. Ioasalg High | V=
t e s mae e e s e — No need d 4 d high
| I need training to be able to: nee v g © need

5. Develop my school’s vision and mission.

6. Establish my school's long-range objectives.

|
| AL N
[ 7. Set action plans to achieve my school’s objectives.

! 8. Plan my school’s budget to meet the objectives of ditferent
| educational programs.

| —— ——
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9. Set evaluation tools to monitor progress of my school

10. Manage a crisis that could suddenly happen in my
school.

2. Leading Teaching and Learning

I need training to be able to:

I'l.  Define expectations for student learning.

12.  Assess the instructional program.

13.  Analyze student data to evaluate results.

14.  Monitor teachers’ performance.

Identify the developmental needs of teachers in my
school.

16. Develop statf in my school.

17. Build a school culture that promotes learning.

3. ljeading the community

I need training to be able to:

18. Handle complaints.

19. Network with the local school community.

20. Involve community partners in ditferent school
operations.

21. Handle media and public relations.

4. Leading people

I need training to be able to:

22. Build a collaborative, protfessional work environment.

23. Delegate responsibilities to others in my school.

24, Set performance standards.

25. Resolve contlicts that might arise in my school.

26. Provide constructive feedback to my teachers, statf, and
students.

27. Enhance job satisfaction among school staft

28. Monitor the progress of my school community toward
achieving the goals and expectations.

S. Leading the organization

I need training to be able to:
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29. Make informed decisions to solve organizational

| ‘ I
problems. 1; ‘
|

[
| 30. Manage human, physical. and tiscal resources.
: B

31. lLeading the change process in my school E ’

32. Employ the use ot Technology creating an interactive
environment.

[ Self - management

I need training to be able to:

33. Manage my time.

34. Reflect on my performance.

= e e e - ———————

35. Listen actively to others.

36. Effectively express my thoughts orally and in writing.

37. Conduct presentations.

Part 111: please, take time to answer the following
questions

38. What are the other training areas that can contribute to enhancing your school leadership
performance?
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39. How can school leadership Protessional Development programs be developed to effectively
improve your performance?

40. Other comments

Thank you for your time and effort
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Appendix B

Arabic version of the questionnaire
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Appendix C

Request of Consent Letter
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