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furpose
This study sought to determine the necessary competencies for
secondary-school principalship functions as perceived by educational
administrators in Sabah. A cecondary purpose was to identify the

most feasible time for acquiring the competencies.

Method
The subjects for this study were three groups of administra-
tors: principals, inspectors, and cgntral office personnel. All the
159 secondary-school principals, inspectors, and central office per-

sonnel identified in the study were included.

~nN
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A questionnaire was utilizea to gather the data. Of the 159
respondents, 116 (72 percent) returned the questionnaires. four-
Joint Likert-type scale was used to indicate the essentiality of each
competency statement. Two non-parametric statistical tests (Chi-
square and Kendall's concordance) were utilized in the analysis of

the data.

Results

The respondent groups did not differ significantly in their
perceptions on the essentiality of 41 of the forty-three competencies
included in this study. All these competencies were considered impor-
tant skills although some were perceived as more essential than others.

in the analysis of the procedure for acquiring the competen-
cies, significant differences were noted among the perceptions of the
groups on nine of the competencies. Analysis of the responses in
wnich there was agreement among the perceptions of the respondents
indicated that the groups saw more than one feasible procedure for
acquiring the competencies. The total population saw that five of
the competencies could be develgped through pre-service course work,
twenty-seven through in-service programs, and twenty-eight through

experience on the job.

Recommendations
The following recommendations are offered as a result of the
conciusions drawn from this study:
1. The personnel of the Department of Education who plan for

ore-service and in-service training programs for principals in Sabah
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snould consider the results of this study to arrive at meaningful and
reievant programs for principals.

2. In planning for in-service programs for principals, com-
munication between the inspectors, principals, and central office
personnel shouid be improved.

3. The Department of tducation should provide the principals
with more opportunities tc do advanced course work in educational
administration.

4, Institutions that provide courses in educational admin-
istration should re-evaluate their course offerings so that they are

relevant to the actual work the principals pertorm in the schaels.
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CHAPTER !
[NTRODUCTION

The competency of school administrators is of critical concern
and interest in the school system. This is due to the belief that the
competence of the administrator of a school has a strong influence on
the effectiveness of its instructional program. According to Trump
(1972) the principal does more to influence the quality of the school
arogram than any other person. The accomplishments of teachers and
superintendents are greatly enhanced or restricted by the actions of
the principals.

The movement toward increased accountability and new approaches
to iastruction are stressing the importance of skill competency. The
National Association of Secondary School Principals says, "The princi-
pal is a curriculum analyst, executive, interpreter, manager, mediator,
omcud<man, scholar, strategist, and teacher of teachers” (Weldy, 1979,
g. 198). this 7ocus is act now. “utz (1955) categorized the skills
needed by administrators as conceptual, numan. and techrical skills,
listed in nierarchical order with conceptual skills being related to
top-level management. Human relations skills were associated with the
middle-ievel management, while technical skiils were associated with

the lower level.
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Austin {1974) asserts that the recognition of the change in
ieadersnip roles of the principals has caused a revolution of college
training programs, certification standards, and practices. One such
oractice is a movement toward training and certification programs
S5ased upon the demonstration of the competency to perform the job
sffectively.

in discussing the use of competency specifications for pro-
fessional development, Harris, McIntyre, Littleton, and Long (13979)
assert:

Although we do not take the position that all training
activities must be shaped in the competency mold, well-
designed lists of needed competencies could very well
provide the framework for planning many such activities.
(p. 124)

Castetter (1981) notes that despite significant criticism of
the competency-based movement in teacher education, competency lists
have made a contribution to the personnel function in the development
of improved position guides, and in the improvement of the recruit-
ment, selection, and induction process.

‘nterest in competency-based teacher education has also been
axpressed by educational leaders in Malaysia and the surrounding
countries. The main purpose of the seminar held in Thailand in 1978
oy the Asian Programme of Educational Innovation for Development
(APEID) was to discuss alternative approacnes in the preparation of
educational personnel and the application of new techniques. The dis-
cussion included the need for selecting appropriate competencies and

setting them in a priority order for training programs (UNESCO, 1979).
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Statement of the Problem

Sabah is one of the fourteen states in the Federation of
“alaysia. According to the statistical data in the Department of
Zducation (1977), a iarge numper of secondary schools, vocational
ard teacher-training colleges in Sabah need trained and qualified
Jsersonnel. Taha (1979) confirmed this in nis research concerning
teacher aducation in Saban. The report of Malaysia to the APEID
seminar held in the Philippines on September 1980 indicated that
the Mirnistry of tducation of Malaysia was putting forth effort to
uplift the professional competence of teachers through both pre-
service and in-service education programs (UNESCO, 1980). A well-
designed list of competencies were needed for the planning of such
activities. As far as can be determined, no such research has
undertaken to identify the competencies needed by school principals

in Saban.

The Purpose of the Study

The purpose of this study was to determine the competencies
necessary for administrative functions of secondary schools as per-
ceived by the central office personnel, school inspecters, and

secondary school principals in Sabah.

Sub-purposes

In order to accomplish an adequate treatment of the problem,
the following sub-purposes were identified:

1. To investigate studies undertaken in the area of admin-
istrative competencies and attempt to do a similar investigation in

Saban.
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2. To determine when the respondents perceive the most
feasible time for developing these competencies--during pre-service,
through in-service, or experience on the job.
3. 7o determine how the respondent groups differ in their
perceptions of the importance of the competencies and the procedure

by wnich they are to be acquired.

Significance of This Study

In Sabah there is an increasing awareness among educational
personnel of the importance of in-service education as a means of
professional growth for teachers and administrators. In-service
education programs are organized and conducted in various forms.

The findings of this investigation should be of value to the school
inspectors and supervisors in planning for pre-service and in-service
programs. Tne findings could also be used in supporting new direc-
tions for pre-service and in-service training for principals. Insti-
tutions that prepare individuals for principalship responsibilities
could utilize the findings to determine if their programs are ade-
quately addressing the areas the respondents perceive as being

important.

Delimitations

The population of this study was delimited to the school
inspectors, secondary-school principals, and central office adminis-
trative personnel emploved in the Department of Education of Sabah
in 1981.

No attempt was made to include all conceivable minor compe-

tencies for secondary-school principalship.
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Assumptions
It was assumed in this study that the administrative personnel
of the Department of Zducation, school inspectors, and principals were
the best qualified persons avaiiable to identify the competencies for

the performance of the duties of secondary-scnool principals in Sabah.

Hypotheses

Since the identification of the competencies was based on the
perceptions of the central office administrative personnel, school
inspectors, and principals the following research hypotheses were
nsostulated:

1. There is no significant difference between the perceptions
of the central office administrative personnel, school inspectors,
and principals on the importance of competencies needed for secondary-
school principalship.

2. There is no significant difference between the perceptions
of the central office administrative gersonnel, school inspectors,

and principals on the procedures for acquiring these comoetencies.

Definition of Terms

APEID: The acronym APEID refers to the Asian Programme of Educational

Innovation for Development. I[ts members include Afghanistan,
Australia, 3angladesh, India, Indonesia, iran, Japan, Republic
of Korea, Lao Peopla’s Democratic Republic, Malaysia, Nepal,
Pakistan, Papua New Guinea, Philippines, Singapore, Sri lanka,
Thailand, and Socialist Republic of “ietnam. [ts aim is to

stimulate and encourage educational innovations linked to the

sroblems of national development in the Asian region.
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cantral office administrative personnel: Administrative personnel at

the central office includes the Director of tducation, Deputy
Jirector of Education, Assistant Directors of Education,
Regional Education QOfficers, and Departmental Officers.

Competency: The capacity to perform administrative tasks at a satis-
factory level of performance that satisfies the requirements
of a specified position, such as the secondary-school orinci-
palship, is the meaning for competency.

School inspectors: Educational personnel who are members of the

School Inspectorate Board of Sabah are the school inspectors.
Their main functions are to visit schools and report on all
aspects of the school administration and management to the
state Director of Education and to the Federal Chief Inspector
af schools. They also advise schoel principals and teachers
on how to implement educational policies.

Secondary schools: For the purpose of this study, the term secondary

schools refers to both the junior and senior high schools in

Sabah.

Qrganization of the Study

The study is organized into five chapters:

Chapter [ presents the background of the study, the problem,
the purpose, sub-purposes, and significance of the study, the limi-
tations, the assumptions, the hypotheses, and the definition of
terms.

Chapter II consists of a review of the literature which

includes the educational system of Sabah, the competency-movement,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



7
-ne aaministrative competencies, and the protessional preparation of
principals.

Chapter [!I presents an explanation of the methods employed
in conducting the survey. The presentation includes the subjects,
instrumentation, and procedures followed in collecting and analyzing
the data.

Cnhapter [V reports the findings and interprets the resuilts

wnile chapter V contains a summary of the findings of the study, per-

tinent conclusions, and recommendations.
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CHAPTER II

REVIEW OF RELATED LITERATURE

This cnapter consists of four sections: (1) a survey of the
comcetency-based movement in teacher preparation programs, (2) a sur-
vey of related literature on administrative competencies, (3) a sum-
mary of the professional preparation of principals, and (4) a review
of literatures on the educational system of Sabah. The review of
the literatures on the history, structure, and administration of
education in Sabah was undertaken to provide an understanding of the

educational system.

Competency Movement

“he competency-based movement in teacher oreparation programs
appears to be widespread in the United States. Its origin and extent
are described in this section.

Rosener and Kay (1974) claimed that the competency-based
education movement had its origin in the late sixties. However,
opinions vary regarding what brought forth this movement. Elam (1971)
suggested that the social conditions of the sixties probably contri-
buted to the birth of the competency-based movement. He noted that
the traditicnal teacher preparatory programs were being criticizea

for their inability to prepare teachers to work with minority children.
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Scnmeider {1973) identified the following as the beginning of
the competency movement: (1) the continual and conscientious intro-
spection of the education community, (2) the press for accountability,
‘3) zhe increased focusing of political action on fiscal issues,

(4) the management organizational movement, (5) the press for person-
alization/individuaiization of education departments to develop more
affective certification processes and standards, (7) the investment
of federal funds in competency-based education development efforts,
(8) the readiness of educational R and D, and (9) the increase in
alternative educational systems with resulting need for dependable
measures of comparison.

Houston (1974) believed the movement evolved from the influ-
ence of two factors: the press for accountability and the need for
more personalization. With increasing budgets and restricted funds,
society pressed educators to relate systems input (dollars, personnel,
building, rescurces) to systems output (increased student achievement
related to goals of the society). He also said that the same cultural
press (accountability) had caused the develooment of management by
objectives (MBO), and planning, programming, and budgeting systems
(PPBS).

Rosner and Kay (1974) contended that the concept was spurred
on by increasing demands for accountability, relevance, and cost
effective schooling, while Borich (1977) suggested that the origin of
the movement may have been more "political than substantive”.

The actual extent to which competency-based education was

being impiemented probably cannot be knowr, but Westbrook snd
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Sandefur (1975) concludeda that institutions were continuing to move
toward some competency-based teacher educational model. At the
ederal level, the MNational Council on Education Profession Develop-
ment (1976} recommended the continuance of the study of competency-
Jased education.

The competency-based education movement had also gained inter-
ast in Malaysia. Nong (1977) conducted a study to determine whether
the concept of performance-based teacher education (PBTE) had a poten-
tial application to the Malaysian teacher preparation programs. His
study showed that some elements of teacher education in Malaysia were
nerformance-based oriented. He recommended that a PBTE-type program
starting at a modest size and growing as the need required should be
introduced in Malaysia.

Ahile originating in professional education as a movement to
prepare teachers, competency-based education had also spread to many
other fields: i.e., dentistry, social work, and business (Houston &
Aarner, 1977).

Although the competency movement had not permeated school
administration preparation programs to the extent that it nad in
teacher preparation programs, there were a number of projects such
as Project R.0O.M.E. and studies involved in a systematic identifica-
tion of competencies required for school administrators.

in response to the demand for accountability, Project R.0.M.E.
(Results Oriented Management in Education) was implemented in Georgia
for the purpose of identifying competencies needed by principals.

This project was started at Thomas County during the spring of 1972
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1S part oTf ian on-going Management Objective Program. Project R.O.M.E.
~as involved in the identification and development, and professional
verification and validation of competencies and performance indicators
for building-level administrators in the state of Georgia. One aspect
of this project was the utilization of the identified competencies in
the development and implementation of a field-based training program
model for school principals at Valdosta, Georgia, known as Field
Oriented Competency Utiiization Systems (FOCUS). A report of this
program indicated that principals who nhad participated in the field-
oriented program perceived themselves as more competent at the termi-
nation of the FOCUS program than at its inception. Teachers who
worked directly with the principals on school problems reported the
principals more frequently and more effectively performed indicators
of competency (Ellett, 1976).

Metzer (1976) presented a paper on a practical, research-
based program for the evaluation of administrative performance.
According to nim, a definition of administrative competence and a
reliable measuring instrument for assessing lavels of attainment were
necessary elements of a competency-based program. Basic to the suc-
cess of any competency-based curriculum was the identification of the
required competencies for a particular position. Summaries of admin-

istrative competencies reviewed in this study appear below.

Administrative Competencies

Among the early studies in the area of administrative compe-
tencies was one conducted by the Southern States Cooperative Proaram

in Educational Administration in 1951 (SSCPEA, 1955). This project
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#as ‘unded by the W. X. Kellogg Foundation. The major purpose aof the
study ~as TO obtain some consensus on the competencies needed by edu-
cational administrators. The grcoup identified the following eight
ireas as the functional duties of educational administrators:
(1) instructional and curriculum development, (2) pupil personnel,
(3) community-school leadership, (4) staff personnel, (5) school
slant, {6) organization structure, {7) school finance and business
management, and (8) transportation.

Woodward (1954) conducted a study to determine the competen-
cies needed by school principals, superintendents, and supervisors in
the state of Yirginia. He found that the competencies needed by the
three groups of administrators were similar. His primary conclusion
was that the major portion of the pre-service training programs for
prosnective school administrators should give major emphasis to the
development of competencies in ten task areas: (1) function ana scope
of public education, {2) communication, (3) educational foundations,
(4) human relations, (5) community relations, (6) curriculum,

(7) instruction and guidance activities, (8) supervisory service,
(9) evaluation and research, and (10) related educational agencies.

Lawrence (1958) developed a source book with the assistance
of secondary school principals, supervisors, and university professors
of educational administration. The source book was intended for use
in programming individual learning plans for administrative interns
and included six areas of a principal's responsibilities: (1) budget,
(2) teacher evaluation, (3) community relations, (4) administrative

procedures, (5) scheduling, and (6) comprehensive planning.
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A comprenensive study jointly conducted by the Research
Foundation ana tne Jepartment ot Education at Oklahoma State Univer-
sity dealt with role expectations of principals as perceived by
<eachers, principals, and superintendents. I[n general, the study
revealed similarities among the respondents in their role expecta-
tions for principals in the areas of (1) budget preparation, (2) com-
munity relations, and {3} teacher observation and evaluation (Sweitzer,
1963).

In a study of the priorities of the competencies needed in
educational administration undertaken in 1966, Treblas found that
superintendents of public schools and college professors agreed that
sreparation programs in educational administration snould stress the
importance of: (1) the development of specific understandings and
skills related to subject matter areas and managerial tasks, (2) devel-
opment of general knowledge and skills related to the administration
of the total school programs, and (3) development of human relations
skills.

Alberto (1970) conducted a similar study on the priorities of
competencies in educational administration. His study revealed that
among the top competenc®es considered as very important were skills
in planning, organizing, and evaluating the total school program.
Such competencies were to be developed during pre-service training
programs for educational administrators. Rankad as the next very
important competencies were the development of tact and the ability
to work with other people.

Martin (1972) reported that members of university departments

of educationai administration generally agree that the administrative
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competancy areas needing to be improved through in-service training
praograms for principals were: teacher evaluation, negotiations,
concepts of labor relations in the public scnool setting, instruc-
tional role of the ;rincipal, team teacning, individualized instruc-
tion, educational systems and systems analysis, leadership skills,
development and up-dating of staff, group dynamics, computer tech-
nology. clinical supervision, management problems and skills, due
process, communication skills, the cnanging role of orincipals, and
the metropolitan school principal.

The primary purpose of a study conducted by Cook and Yan
Otten (1972) under the sponsorship of the Kettering Foundation was
to determine the basic competencies needed by principals as perceived
by superintendents, secondary-school principals, and secondary-school
teachers. They identified the following areas of competencies:
(1) districtwide policy development and board of education staff work,
(2) business affairs--budget, accounting, and purchasing, (3) commu-
nity services and community relations, (4) pupil personnel--quidance
and counseling services, (5) student activities, including sports,
(6) pupil control--dJiscipline and attendance. (7) building-Tevel
organization and control of school plant, (8) auxiliary services--
cafeteria, transportation, heaith, and safety, (9) staff personnel--
assignment, working conditions, certificacion, and classification,
(10) staff improvement--evaluation, in-service training, involvement
in policy formulation, {11) program evaluation and planning, curricu-
Tum development, instruction, and (12) research and deveiopment pro-
ject--investigation and testing of new techniques, innovation, and

change.
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McCleary ana Mcintyre (1972) developed a competency-based
curriculum model to assist those who were involved in the preparation
of programs for administrators. This model attempted to classify
competencies to be mastered by the learner in terms of whether they
were primarily technical, conceptual, or human in nature. They
suggested that competencies in each of these areas should be mastered
at some specified level of proficiency, familiarity, understanding,
and application. Their assumptions were:

1. Learning is effective when the things to be learned are
clearly specified--the learner understands what is to be accomplished,
the prerequisite knowledge and skills are known and the learner pos-
sesses them, and the level of performance of whdt is to be learned is
understood by the learner and teacher.

2. Teaching is effective when content (technical skills,
conceptual understanding, and human factors) is identified and inter-
related, when the methods of instruction are appropriate to the nature
of what is to be learned and to the level of achievement desired.

Using the McCleary and Mcintyre model, instructional methodo-
logies could be tailored to fit the competencies to be acquired by
the learner. Factors <hat should be considered are whether the com-
oetencies or skills to be acquired were technical, human, or concep-
tual; and wnether the level of proficiency to be acquired were fami-
Tiarity, understanding, or application.

Dederick (1973) reported that the demand for competency-based
programs to prepare educators was jrowing. To develop a program for

the preparation of school administration he recommended that the
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following competencies be included: (1) initiating and responding to
change, {2) decision making, (3) suppert for instructional and learn-
ing, (4) numan relations and morale, (5) evaluatiny school processes
and products, and (6) responding to problem situations.

Utilizing the perceptions of secondary-school principals in
'ndiana, McDavid (1973) found the following competencies to be valu-
able for beginning principals: (1) understanding of teaching/learning
process, (2) ability to build and maintain student morale, (3) ability
to build and maintain staff morale, (4) ability to effectively commu-
nicate with parents and community, (5) comprehension of general
school-finance problems, (6) decision-making skills, and (7) curricu-
fum and instruction.

In his study of the components cf administrative competencies,
Wilbur (1973) found that important competencies which principals per-
form were concerned with: (1) organizing and budgeting time commit-
ments, (2) selecting, supervising and evaluating staff members,

’3) utilizing others by delegating authority to individuals or groups,
and (4) relieving the fears and doubts of those served or relieving
contflict tensions betweer groups. I[mportant competencies which prin-
cipals coordinate were concerned with: (1) planning and establishing
instructional goals and curricuium, (2) managing change in the school's
operation by increasing student, staff, and community participation in
decision making, (3) interpreting the school's program to the community,
(4) adapting the school's program to a changing society while protect-
ing the rights of all students, staff ard parents in their dealings

~ith the school, and (5) evaluating the curriculum and assessing the

orograms designed to help students and teachers reach their potential.
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Adeihnacnt (1974) studied the competencies of high-school
arincipals in the major urban areas of Florida. His data were col-
lected through personal interviews with fifteen high-school principals.
He found that all of the principals were concerned about their deal-
ings with people--identified as human relations, communications and
school-community relations, and dealing with people from different
racial and cultural backgrounds. They also emphasized the importance
of staffing, student relationships, and curriculum and instruction as
functions of the principals.

" From the perceptions of superintendents, principals, teachers,
and college professors in the state of Texas, Austin (1973) identified
eight general competency areas for secondary school principals. They
were: (1) organization and administration, (2) curriculum design and
improvement, (3} the instructional process, (4) business and finan-
cial management, (5) student management, (6) personnel managemert,

(7) facilities, equipment, and supplies, and (8) communication.

Burgess and his associates (1975) investigated the leadersnip
and management requirements of principalship functions for the use of
those who are invoived in the preparation of principals through pre-
service and in-service programs. They concluded that principals need
competencies in eight components of the administrative processes;
planning, organization, coordinating, communicating, evaluating, con-
trolling, changing, and stimulating.

Bhandahari (1976) asserted that the foliowing competencies
were necessary for principalship functions:

1. Ensuring that the available resources, both human
and material are adequate for the task ahead.
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2. Deploying the academic and non-academic staff,
delegating duties and responsibilities, and
supervising their work.

3. Planning and organizing for the learning-teaching
orocess including the co-curricula activities.

4. Establisning daily routine procedures.

5. Establishing and maintaining pupil discipline
and providing guidance services.

5. Managing school funds and maintaining accounts.
7. Attending to routine office correspondence.

8. Maintaining human relationship within the school.
3. £Zstablishing school-community relationship.

10. Executing governmental policies and directives.
(p. 17)

Conley (1976) conducted a study to determine the competencies
needed by beginning school principals in Northern [11inois. He util-
ized elementary-school principals, middle or junior high-school prin-
cipals, nigh-scheol principals, and superintendents as his respondents.
4is instrument was developed from the research of McCleary in uJtan,
project R.Q.M.E. in Georgia, anda Cook and VYan Otten in Colorado and
ytah. Twenty-four of the twenty-seven competency statements he used
were identified as needed by the beginning school principals at either
the understanding or application levels of proficiency. Internship,
ore-service, and workshop were indicated as effective procedures for
developing many of ftne competencies.

McIntyre developed a set of thirty-two instructicnal leader-
ship competency statements. Zechman (1977) utiiized these statements
to identify which instructional leadership couipetencies were expected

of the secondary-school principal in the school districts of
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Jennsylviania. [n prioritizing the thirty-two competency statements,
the respondents {(superintendents, principals, and teacners) chose the
foliowing as most critical: (1) assisting in the recruitment and
selection of personnei for instructional responsibilities. (2) defin-
ing goals and objectives, (3) collecting, organizing, analyzing, and
interpreting data concerning tne performance of teachers, (4) assign-
ing or re-assigning instructional staff to optimize conditions for
learning, (3) relating needs of students to school-system goals and
tegal requirements, (6) recommending staff members for re-employment,
promoticn, or dismissal, (7) articulating goals and objectives for
sub-units within the school, (8) establishing communcations with the
school! constituency for the purpose of assessing needs and setting
broad instructional goals, (9) communicating to the professional staff
the feelings and desires of the school constituency and (10) allocat-
ing time and space to various instructional purposes.

3urnnam (1973) used superintendents, school-board presidents,
and high-school principals as subjects in his study to determine the
importance of the functions of high-school principals in the areas of
curriculum and instructional leadership, personnel guidance, school-
community relations, administrative responsibility, evaluation respon-
sibility, and professional improvement. The three groups ranked evalu-
ation responsibility and personnel guidance as first and second, res-
pectively. The ranking of the remaining four categories differed
among the three groups, but the groups' combined responses ranked them
as foiiows: administrative responsibility, professional improvement,

curriculum and instructional leadership, and school-community relations.
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Lyons (1978} utilized the competency-based curriculum model
that was prepared by McCleary and dcintyre in 1972 to determine thne
competencies needed by beginning secondary school principals in North
Carolina. He used both superintendents and principals as his respon-
dents. The respondents were requested to indicate on a four-point,
Likert-type scale (1) the essentiality of forty-three competencies for
beginning principals, and (2) the preferred time each of the compe-
tencies snould be acquired--pre-service course work, internship, or
through experience on the job. The respondents indicated that all
forty-tnree competencies listed in the questionnaire were important
skills for beginning school principals, although some were more essen-
tial than others. They suggested that thirty-five of the forty-three
competencies listed should be acquired at the application level of
proficiency, eight at the understanding level, and one at the fami-
liarity level.

The second research guestion in Lyons' study pertained to the
procedure for acquiring the needed competencies. The respondents
reported that thirty-cie oF the competencies shcould be acquired
through experience in the position, three during the internship, and
ten during the pre-service course work.

SGrant (1978) conducted a study to ascertain and analyze the
relationships that existed among perceptions of senior high-school
principals, their teachers, and their superintendents regarding the
importance of certain key areas of instrutional responsibility of the
principals, and the degree of competency with which the principals

performed their responsibilities. Grant's referent groups were
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rangomly chosen “rom a population located within one nundred miles of
Zorous Cnristi, Texas. The instrument used to determine the percep-
tions was derived from a list of thirty-two competency statements
developed by Mclntyre. The competency statements were divided into
eight areas of key responsibility of high-school principals. They
were: (1) goal setting, (2) staffing, (3) allocating time and space,
{4) allocating materials and equipment, (5) non-instructional services,
(6) community relations, (7) in-service training, and (8) program
evaluation. The thirty-two statements were listed on two survey
instruments. The respondents were requested to make values judgments
on a weighted scale for each of the two instruments. To estimate the
significance of differences, two-way analysis of variance procedures
were used. The results of Grant's study indicated that there was a
nigh correlation between the perceptions of the teachers on the prior-
ity of the eight areas of responsibilities and their avaluation of the
serformance of the principals. The orincipals were perceived as per-
forming best in those areas considered most important by the teachers
and performing lowest in those areas considered least important. The
areas ranked in the top four for both priority and performance by all
three groups were: (1) staffing, (2) community relations, (3) time
and space, and {4) goal secting.

The UNESCO Report (1979) of the Regional Seminar held in
Thailand centered on the alternative approaches in the preparation
of educational personne! for education in Asia and Qceania. The
problems discussed centered around the strategies used by teacher

education institutions on the one hand and by schools on the other
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"N

<0 implement the oroad curriculum goals set up by the dinistry of
Zducation. Arfiliations were required to ensure that teacher educa-
tion institutions do not remain isolated from the real situation of
the scnools and the communities served. It was recognized that in
order for the educational system to contribute to rural development,
educational personnel needed to be trained in the competency of inter-
sersonal relationsnips with the community and its members and in com-
petencies related to work as a change agent within the tolerance
limits of the political, social, and cultural environment of the
population.

Hansen (1980) asserted that instructional leadership should
include the ability to identify the in-service needs of teachers.
Geering (1980) utilized central office staff, principals, and teachers
in the Independent School District 196, Rosemount, Minnesota, as his
respondents. He identified three competency areas that should be
included in an in-service education program for principals of the dis-
trict: scnool-community relations, student counseling and guidance,
and research and development techniques.

Jdne of the most critical challenges facing society today is
the need %o strengthen the ethical standards of the youth. Violent
crime and juvenile delinquency have been ascending. The role of the
schools in this area is becoming cruciai. Cannon (1981) suggested
that schools snould strengthen and expand programs encouraging broad
<tydent participaticn, garsiculzrly 5y those vnn generaily nang back.
thereby providing more students with a sense of personal success. His
suggestions imply that principais must possess competency in this

athical area.
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Trump {1981) wrote a paper indicating that the principal
snould be competent in the area of instructional leadersnip. In
addition to maintaining the operation of the school building, he/she

snould foster and exercise his/her role as an instructional leader.

Professional Preparation of Principals

From his review of literature focused on the effectiveness of
senior high-s~hocl orincipals. demphill (1965) found no single set of
qualities of leadership that could be identified with successful prin-
cipals. He noted, however, that successful principals overwhelmingly
support internship as the most effective way to improve competencies
required for administrative functions.

According to Farquhar and Martin {1572), the predominant ten-
dency in the program contents for administrative preparation since
the mid-fifties nas been away from techniques-oriented suhbjects based
upon practical experience to a theory-based approach drawn from social
disciplines such as sociclogy, social psychology, economics, political
science, and antnropclogy. The school administrator has come to bde
viawed as an applied social scientist whose decision-making and
problem-solving behavior can be more intelligently infcormed by theore-
tical insignts than by procedurai "“cookbooks".

Rasmussen and Hughes (1972) suggested the use of simulation
to acquire competencies. According to them the use of simulation
techniques could aid students of educational administration to "opera-
tionalize theory." The simulation activities could take place during
the formal university courses or at seminars during the internship

period.
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Jsing opubiic secondary-school principals as his respondents
#cDavid (1973) Found that the most valuable background or administra-
tive experience for a person preparing to become a secondary-school
srincipal was to be an intern as an assistant principal or dean.

YcCabe and Compton (1974) noted that informal modes of learn-
ing administrative roles and competencies were more important than
formal modes. According to them there were four informal methods
that emphasized the development of skills: Modeling superordinates,
nerforming administrative-like duties, becoming certified, and learn-
ing on the job.

Cunningham (1974) stated that the preparation of principals
required three important components: (1) knowledge/theory, (2) expe: -
ience, and {3) a disciplined knowledge of seif. The omission of any
of the components could render the person ineffective.

Slate (1975) recommended that students should undergo an
internship experience after the completion of the course work in
aducacional Teadership. Recognizing that certain competencies could
be acquired on the job, he recommended an on-going training program
for school administrators. The program should include visiting other
school systems to observe grouping practices, teaching methods, and
jupil-reporting techniques.

in a 1977 paper, Reed made several comments based on his
review of related Titerature and observations. Among the observa-
tions were: (1) principals were critical of the lack of field orien-
tation in most training programs and (2) internships were considered

to be the most useful training for principals.
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dalters (1979) utilized sixty-five principals from schooi
districts in Pennsylvania and New York to rate a list of thirty-nine
acministrative competencies. The respondents rated the importance
of sach ccmpetency statement, stated the time when the competencies
were acquired, and indicated the degree to which their own prepara-
tion programs nad nhelped in acquiring the competency. Walter's
study indicated that ail but five competencies were acquired prima-
rily on the job. The five competencies cited as being acquired
primarily before entry were tasks in the area of curriculum and
instructior. Most princiﬁéls report;d that theirlbwn academic pre-
paration programs had been of some assistance in acquiring the
competencies.

According to Chaffee and Sloan (1980), an effective program
preparing school administrators should include: (1) knowing what,
(2) knowing how, and (3) having the opportunity to develop skills
that practicing professional were regquired to perform. Competency
development opportunities could be in the form of field experience,
internships, simulation, and role playing.

Arizona State University conducted a two-year study to deter-
mine the school-community competencies for principals (Paddock, 1981).
The project had two major objectives: (1) to identify school-community
competencies and (2) to generate ideas about how competenices might be
acquired. The study found twelve competencies rated as top in impor-
tance. The principals indicated that six of the twelve competencies
should be acquired on the job. These were: (1) role or responsibility

clarification, (2) generating staff support, (3) serve as Iiaison,
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1) neeas assessment supervision, (3) starf recruitment/selection,
and {(6) facility use planning/supervision. Those acquired through
in-service were: ({1l) program evaluation, (2) policy and goal imple-
mentation, and (3) needs assessment supervision. Conflict management
and curriculum planning/supervision ought to be acquired through pre-

service training.

tducational System in Sabah

distorical background

The nistorical background of the educational system in Sabah
is similar tc that of other former colonial states in Malaysia. Two
distinct factors have contributed to the development of the present
educational systems: the English educational system during the colo-
nial periods and the system of education in Malaya after the formation
of Malaysia (Wong & Ee, 1971).

During the colonial period the Christian missionaries took
the lead in establishing schools, usually wnerever a large cnurch
congregation was organized. 3y the start of the twentieth century,
zngiish-language mission schools had been established in nine towns
of Sabah (Vreeland et al., 1977).

The annual report (1977) of the Department of Education of
Sabah indicated that the first government school was established in
1915 at Jesselton (now Kota Kinabalu). The main objective of the
school was to train the sons of native chiefs for government posi-
tions.

Even from the turn of the twentieth century, the government

nas recognized the roles played by the various church organizations
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in tne aevelopment of education in Sabah. Some financial aid was
given to scnools operated by these agencies. 3y 1917 there were
twenty-three mission schools receiving partial government aid (Depart-
ment of tducation of Saban, 1977).
dn July 15. 1946, Saban became a British Crown Colony. It

was then calied the British North Borneo. The first Director of
Zducation was appointed, and a five-year educational development plan
~as drawn to cover the period 1947-1952. Very little information is
available regarding the educational policy of the departmeﬁt of educa-
tion during this period. However, the 1977 annual report of the
Jepartment of Sducation gives the following information about the
colonial plan:

Adithin the framework of tnis plan, provision was made for

a new education policy which aimed to work towards 6 years

of primary education for all and the elimination of il1lit-

eracy. Health sducation and agriculture were to be

stressed in particular. . . . Much importance was placed

on the need to increase secondary education and provide a

source of trained teachers for the colony's schools.

\p. 3)

Aith the formation of Malaysia on September 16, 1963, the

Sabah Education Department became part of the Federal Ministry of
tducation. From this date the Director of Zducation became directly
responsible to the Ministry of £ducation in Xuala Lumpur, the
nation's capital. Since then there has been a rapid move to inte-
grate the Sabah educational system with that of West Malaysia. The
Department of Education of Sabah (1977) further states that the

educational policy is:

a. To provide a free place in school for every
child of srimary school age.
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2. 7o extend Tacilities for secondary education espe-
cially in rural areas.

c. To improve the quality of education in primary and
secondary scnools.

a. To develop tecnnical and vocational training.

2. To extend facilities for teacher-training in order
to cope with the rapid expansion envisaged in the
orimary and secondary enrollments.

7. To introduce B8ahasa Malaysia as the main medium of
instruction. (p. 6)

The Malaysia Act of 1963 made a provision for Sabah to con-
tinue using English as the official language for a period of ten
years (Milne & Ratnan, 1974).

On December 1969, the Sabah Government announced that as of
January 1970, primary schools in Sabah using English as the medium
of instruction were to switch to Bahasa Malaysia (Sabah Times, 1970).
The English language, nowever, would remain as a compulsory subject
in the curriculum.

The demanc for education in Sabah has increased over the
sears (see table 1). To meet this challenge the basic educationatl
objectives cited earlier were reiterated in the Fourth Malaysia Plan--
including: (1) to strengthen the unity of the people within the
nation through the educational system and (2) to impreove the quality
of teaching and learning environment in the area of science and tech-
nology (Department of Etducation, 1980). The Fourth Malaysia Plan

covers the period from 1981 to 1985 (Sabah State Government, 1980).

The structure of educational system

The basic structure of the educational system in Malaysia is

presented in fiqure 1. A majority of the children begin their formal
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TABLE 1
STUDENT ENRCLLMENT

fear Primary School Znrollment Secondary School Enrollment

1960 46,957 3,806
1870 110,607 30,603
1980 141,292 03,085

education of primary school at the age of six. The primary education
continues through six grades. Students desiring further education
after primary school can seek entrance to lower secondary schools.
The lower secondary education consists of three years, forms 1
through 3, at the end of which students take an examination to qualify
for a Lower Certificate of Education. Students who pass the examina-
tion can continue their general academic education in two years of
upper seconda:y school, forms 4 and 5. Among those who qualify for
the Lower Certificate, a small number may take an option to enter
into a combined program of general academic 2nd technical training

in agriculture and commerce (Vreeland et al., 1977).

In form 5, students take the Malaysian Certificate Examina-
tions. Some of the students who pass the examinaciuw =iict a unse-to
three-year program in a college offering technical education or
teacher training. A small proportion go on to pre-university train-

ing in form 6, a two-year academic program consisting of lower form 6
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and upper form 6. Tne upper form 6 students are eligible to sit for
the digher 3cnool Certificate examinations, and those who can pass

are 2ligible to enter university (Vreeland et al., 1977).
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Figure 1: Basic structure of the educational structure in Malaysia

The administration of education

The overall responsibility for the administration of schools

in Malaysia lies with the Ministry of Education. As mentioned above,
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at the time of the Federation of Malaysia in 1963 the Sabanh tducation
Department became part of the Federal Ministry of Education. Hence-
forth, the Director of Education of Sabah is directly responsible to
the Federai Ministry of Education in Kuala Lumpur, the nation’s capital
(Department of Education of Sabah, 1977).

The department is administered by a central office and a
regional office staff. According to the organizational chart pre-
nared by Jamali Kassen (1981), there are six educational regions in
Sabah. Each of these regions is under an education officer with a
staff of school supervisors for lanquage, science, and mathematics
(Department of Education of Sabah, 1977).

The responsibility of reporting on all aspects of school
administration and management to and from the Director of Education
and the Malaysian Chief Inspector lies with the Regional Chief Inspec-
tor. The inspectorial group also advises principals on how to imple-

ment educational policies (Department of Education, 1977).

Summary

The review of the literature indicated that competency-based
movements were growing in the training of school administrators. The
iiterature further indicated that basic to the success of any
competency-based program was the identification of the competencies
required for a particular position.

Generally, the literature reviewed indicated that increasing
attention nad been focused on the characteristics or competencies of

principals. Some competencies were described in functionai terms

and others in behavioral terms. For examplie, some articles listed
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competencies as job function--planning, preparing budgets, and evalu-
ating personnel. Other articles presented a principal's competencies
in terms of personal skills such as ability to lead, to communicate,
ar to delegate. In this study an attempt was undertaken to investi-
gate principals' competencies in terms of personal skills.

A common thread found in the literature was the recognition
that competencies needed for principalship must be identified for
establishing the pre-service and in-service training needs of princi-
pals, and for developing a program for students in educational admin-
istration.

Methods used in the professional preparation of schecal prin-
cipals had taken the forms of internship, simulation, problem solving,
and visitation. There appeared, however, a growing consensus that
internship and in-service training were more effective than pre-
service course work taken in preparing principals for their job.

A review of the history of education in Sabah revealed that
there were two factors that had influenced the development of its
educational system--the English educational system and the system of
aducation in Malaya (West Malaysia). The administration of education
is a centralized type with the director of education as the head. The
educational work is expanding and the administration is becoming more
complicated. Such growth demands more competencies on the part of
the principals.

The review of the literature provided sufficient information
for developing the instrument utilized in conducting this research.

Chapter III presents the detailed procedure.
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CHAPTER IIi

METHOOOLOGY

As nas been stated, the purpose of this study was to determine
the competencies needed for principalship functions in Sabah. The
description of the subjects, instrument, procedure, and analysis of

the data are described in this chapter.

Subjects of the Study

Commenting on the determination of competency, McCleary and
McIntyre (1972) pointed out that the "identification of competencies
must include the participation of practising school administrators
if they are to be relevant and properly analyzed into their component
sarts" (p. %6).

it was assumed in this study that the administrative staff of
<he Jepartment of Etducation, school inspectors, and principals are the
best qualified persons available to identify the competencies for the
performance of the duties of secondary-school principals in Sabah.
They constitute the practising school administrators advocated by
McCleary and McIntyre.

The annual statistical report of the Department of Education
of Satah provided the necessary information regarding the subjects for
this study. The statistics indicated that the Department of Education

nad twenty-three school inspectors, @ighty-eight secondary-school

33
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orincipals, zng forty-eignt central office administrative personnel in
1981. For tnis stuay the total population of eacn of the above cate-

jories was used.

Instrumentation

The instrument utilized to generate the data was a modified
questionnaire based on the research by Cook and Van Otten, 1972. They
designed the instrument for the purpose of identifying some of the
prime competencies required to perform the tasks of secondary school
orincipalship in the states of Utah and Colorado. The competency
statements were carefully developed by 2 pnanel of professors, graduate
students, superintendents, and secondary-scnool principals. Subse-
quent researchers nave used this questionnaire. Conley (1976) and
Lyon (1978) modified and utilized the questionnaire to generate the
data for their research.

A panel of eignt judges was chosen to participate in the vali-
dation of the competency statements. The judges are Sabah educators
who were studying in the United States in 1981. Their names are
1isted in appendix A. Prior to coming to the United States two of
them had served as education officers, two as supervisors, three as
principals, and one as a lacturer in a teacher's college. The survey
questionnaire was mailed to each panel member for validation. They
were requested to evaluate each competency statement in terms of its
relevancy for inclusion in the survey instrument. A space was pro-
vided at the end of each category of competencies for the panel mem-
bers to suggest additional items to be included on the final instru-

ment (see appendix B).
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The majcrity of the responses of the judges indicated that
gacn of the competency statements was relevant.

‘n the final draft of tne instrument the competency statements
were rated on a four-point Likert-type scale on the basis of their
essentiality for principalship functions in Saban. A column based
on Conley's research was added to determine the perceptions of the
respondents regarding the most appropriate time for developing the
competencies (see appendix C).

For further refinement and clarity of words, the instrument
was pilot-tested utilizing ten Sabah teachers and principals wno were
studying in the United States in 1981. No significant difficulty was

encounterea by the respondents in completing the questionnaire.

Collection of Data

The respondents for this study included the principals, school
inspectors, and central office personnel in Sabah. Questionnaires
were mailed directly to the principals, school inspectors, and
regional officers an November 25, 1981. Questionnaires for the
central office administrative personnel were mailed to Mr. Herbert
Gaban, a departmental education officar who assisted in distributing
them personaliy to the respondents. The respondents all work in the
same building. A cover letter (see appendix D) and a self-addressed
envelope were enclosed with the instrument. All respondents were
instructed to return the questionnaire to Mr. Gaban who, in turn,
forwarded them to the researcher.

Approximately six weeks after the initial mailing, a follow-

up Tetter was sent to respondents who had not turned in their
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juestionnaires. These procedures resulted in a return of 116 ques-

tionnaires, or 72 parcent {(see table 2).

TABLE 2
RATE OF RETURN OF QUESTIONNAIRES

Position of Number Number Percentage
Respondents Mailed Returned of Return
Central office 18 37 77
Inspectors 23 18 78
Principals 38 51 68
Totals 159 116 72

Analysis of Data

The first step in the analytical procedure was the tabulation
of the data into simple frequency distributions by category. This
~as used for determining the means for all of the competency state-
ments, and as a basis for determining the mode score of the procedure
far acquiring them.

The Chi-square analysis was used ts determine if there were
a significant difference between the way the three respondent groups
rated the competencies and the procedures for acquiring them. A four-
point Likert-type scale was used tc indicate the degree to which the
respondents perceived the importance of each competency statement.

The values assigned on the scale were: 4 = very important; 3 = moder-

ately important; 2 = fairly important; 1 = not important. Significance
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or the rejection or the null nypotheses in this study was set at
the .05 level of probability.

{endali's concordance method was utilized to determine the
degree of correlation between the ranking of the respondent groups
on the administrative task areas on the basis of their importance.

This chapter describes the procedures used in collecting and

analyzing the data. The tabulation and detailed analysis of the data

are reported in chapter I[V.
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CHAPTER 1V
PRESENTATION OF FINDINGS

Ahile this study was primarily to determine the necessary com-
petencies required for secondary school principaiship in Sabah, the
treatment of this problem included the investigation of three sub-
purposes:

1. To investigate studies undertaken in the area of

administrative competencies, and attempt to do a
similar investigation in Sabah.

2. 7o determine when the respondents perceive the most

feasible time for developing these competencies;
during the pre-service, in-service, or through ex-
Jerience on the job.

3. To determine how the respondent groups differ in
their perceptions of the importance of the compa-
tencies, and the procedure by which they are to be
acquired.

The findings relevant to these research questions are presented
in this cnapter. The responses of the principals, inspecters, and
central office personnel were tabulated into simple frequency distri-
butions for descriptive purposes. The responses to all the competency
statements are presented in appendix E. The raw data shown in each
table indicate nhow the respcndents answered each competency statement.

Chi-square analysis was used in this study to investigate

wnether the respondent groups differed significantly in the proportions

38
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3T responses they assigned to indicate the importance of each compe-
tency statement and the procedure for acquiring it.

'n the computation of the chi-square, the observed frequencies
an the ratings "not important” and "fairly important" pertaining to
the essentiality of the competencies were combined. This was done to
ansure that at least eighty percent of the cells had expected frequen-
cies of equal to five or more. Runyon and Haber (1975) suggested that
~#hen the degree of freedom is greater than one then the expected fre-
quency in eighty percent of the cells should equal or exceed five.

The same method was taken with the observed frequencies relating to
the procedure for acquiring the competencies. In the computation of
the chi-square of the essentiality of competencies, four degrees of
freedom indicate that two cells were combined. I[n the computation of
the chi-square on the procedure for acquiring the competencies, two
degrees of freedom indicate that two cells were combined.

To guide in the interpretation of the weighted mean score for
2ach competency statement and the distribution of responses on the
orocedure for acquiring the competency, the following arbitrary rules
were set up: A mean score between 3.50 and 4.00 was considered as
very important; 2.50 to 3.49 as moderately important; and 1.50 to 2.49
as fairly important. The procedure that had the highest percentage of
frequencies was considered as the most appropriate means for acquiring
the competency. However, due to the nature of the distribution of the
observed frequencies, the procedures which had frequency percentage
that were within twenty percent from the highest were aiso considered

as appropriate means for acauiring the competency.
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In the presentation of the results of this study, thne analysis
of the data on the essentiality of the competencies, the procedure for
acquiring them, and the differences and similarities of the percep-

tions of the respondents were oresented simultaneously.

Analysis of Competency Statements

The research questionnaire comorised twelve administrative
task areas and the competency statements were subsumed under each of

these areas. The twelve administrative task areas are:

Pt
.

Policy development
2. 3usiness affairs: budget, accounting, purcnasing

Community services and community relations

(&%)
.

4. Pupil personnel services: guidance, counseling services

(92
.

Student activities, including sports and music

6. Pupil control: discipline and attendance

7. Building-level organization and control, and school plant
3. Auxiliary services: careteria, health, and safety

9. Staff personnel: assignment, working conditions, certi-
fication, and classification

10. Staif improvement: evaluation, in-service training,
involvement in policy development

11. Program evaluation and pianning, curriculum development,
instruction

12. Research and development projects, investigation and
testing of new techniques, innovations and change.

Policv development

The first administrative task area dealt with policy develop-

ment with three competencies subsumed under it. The data in tatle 3
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TABLE 3
RESPONSES TO ADMINISTRATIVE TASK AREA
POLICY DEVELOPMENT
Competency | Respondents | Essentiality x2 Procedure XZ
Principals |{ Very In-service
important Experience
1 Inspectors | Very 2.192 [n-servicge 6.012
important
df = 4 df = 4
Offica Moderately In-service
personnel important Experience
Principals | Moderately [n-service
important Experience
2 Inspectors | Moderately 2.160 | Experience 1.939
important
df = 4 df = 2
Office Moderately [n-service
personnel important Experience
Principals | Moderately In-service
important gExperience
3 Inspectors | Moderately 3.411 | Experience 0.096
important
df = 4 df = 2
Office Moderately In-service
personnel important Experience

indicate the perceptions of the principals, inspectors, and central

3ffice administrative personnel regarding the competencies related to

policy deveiopment.

Competency 1 (work with the school board, school inspectors,

supervisors, and staff perscmnel in the estabiishment, coordination,
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ind interpretation and antorcement of educational policies) was per-
caived 3y the principals and school inspectors as very important.
Although the central office personnel perceived this competency as
only moderately important, tne differences were not significant. With
a1 mean score of 3.31 the groups as a whole perceived this competency
as very important. The mean score for svery competency is found in
the tables in appendix £. The inspectors perceived that this compe-
tency could be acquired through in-service programs, but the princi-
pals and central office personnel considered both in-service and
experience on the job as necessary procedures. The difference, how-
ever, was not significant. As a whole, in-service programs and axper-
ience on the job were perceived as the most appropriate means.

Competency 2 (consult with Department of Education personnel
on educational and organization matters) received a mean score cf 3.25
from all the respondents wnich indicates that the groups perceived
this competency as moderately important. The inspectors viewed exper-
ience on the job as the best means for acquiring this competency,
wnile the principals and central office personne: perceived both in-
service and experience on the job as the best means. As indicated by
the chi-square value, the differences hetween the perceptions of the
Jroups on the essentiality and procedure for acquiring this competency
were not significant. As a whole, in-service and experience on the
job were perceived as the most feasible means for acquiring the com-
petency.

Competency 3 (serve as liaison between the school, the dis-

trict, and the state) was perceived 5y all three groups as moderately
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important witn a mean score of 2.93. T7Tne inspectors perceived experi-
ance on the job as the ideal means for acquiring this competency while
the orincipals and central orfice personnel perceived both in-service
ing experience on the job as necessary. ‘he differences were shown
to oe not significant. As a whole the respondents perceived in-service
programs and experience on the job as the ideal means for developing

this competency.

Summary

Two of the competencies (2 and 3) related to policy develop-
ment were perceiveu by the respondents as moderately important, and
competency 1 was perceived as very important. I[n-service programs
and experience on the job were considered as the best means for devel-

oping all the three competencies.

SBusiness affairs: budgeting., accounting
purchasing

The competency statements in the area of business affairs were

1isted as competency 4, 5, and 6. The data presented in table 4 indi-
cate the perceptions of the principals, inspectors, and central office
personnel concerning the competencies related to business affairs.
Competency 4 (organize, supervise, and manage the business
affairs of the school) was perceived by the inspectcors and central
office personnel as moderately important. Although the principals
perceived it to be very important, the differences in their percep-
tions were shown to be not significant. The perceptions of the res-
nondents as a whole leaned toward very important with a mean score of

3.50. The perceptions of the three groups differed significantly on
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TABLE 4
RESPONSES TO ADMINISTRATIVE TASK AREA
3USINESS AFFAIRS
Competency | Respondents { Essentidlity x2 Procedure xz
Principals | Very Pre-service
important In-service
4 Inosectors | Moderately 2.513 | Pre-service | 22.473*
important
df = 4 df = 4
0ffice Moderately In-service
personnel important
Principals | Moderately In-service
important
5 Inspectors | Moderately 7.895 | Experience 4.956
important
df = ¢4 df = 2
Office Moderately In-service
personnel important Experience
Principals | Moderately In-service
important Experience
6 Inspectors Moderately 2.558 | Experience 2.751
important
df = 4 daf = 2
0ffice Moderately In-service
personnel important Experience

*significant at 0.05 level

the procedure for acquiring this competency.

reflects this significance.

and pre-service programs as the ideal means

The principals

The chi-square of 22.473
perceived both in-service

for developing this compe-

tency, while the inspectors perceived pre-service alone as sufficient.
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Tne central office personnel perceived in-service programs as the best
means Tor acquiring the competency.

Competency 5 (make resources available to the staff: supplies,
money, equipment, atc.) received a mean score of 3.02 indicating that
the groups perceived this competency as moderately important. The
principals perceived in-service programs as the best procedure for
acquiring this competency, but the inspectors believed that the prin-
cipals could acquire this competency through experience on the job.
Office personnel on the other hand considered both in-service and
axperience on the job as necessary procedures. These differences,
nowever, were not significant. As a whole the respondents perceived
both in-service and experience on the job as the best means.

Competency & (utilize resources and money to provide for the
educationai program in his/her school) was perceived by all the groups
as moderately important with a mean score of 3.35. The principals and
central office personnel perceived in-service programs and experience
on the job as the mcst feasible means for developing this competency,
while the majority of the inspectors considered experience on the job
as sutficient. As reflected by the chi-square value, these differ-
ences were shown to be not significant. As a whole the perceptions
of all the groups leaned toward in-service and experience on the job

as the best means.

Summary
Competencies 5 and 6 of the competencies related to business
affairs were perceived by all the respondents as moderately important

and could be acquired through in-service programs and experience on
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the joo. <Competency 4 was perceived as very important, but tne groups

differea significantly on the procadure for acquiring this competency.

Community services and community
relations

The four competencies in the area of community services and
communiiy relations are listed as competency 7, 8, 9, and 10. The
data presented in table 3 indicate how the principals, inspectors,
and central office personnel perceived the essentiality of the compe-
tencies related to community services and community relations, and
the procedures for acquiring them.

Competency 7 (establish a public relations program with the
community--parents, teachers, and students) was perceived by the
nrincipals and inspectors as very important, ard the central office
personnel as moderately important. The chi-square value indicates
that the differences of the perceptions of the three groups were not
significant. Their perceptions as a whole leaned toward moderately
important rating. The respondent groups perceived in-service programs
and experience on the job as the best means for developing this com-
petency. There was no significant difference shown among the three
respondent groups in their perceptions concerning the procedure fTor
acquiring it.

Competency 8 (communicate with school patrons) which received
a mean score of 2.62 was considered by all the respondent groups as
moderately important. Respondents also feit that the acquisition of
this competency could best be gained through experience on the job.

No significant differences were indicated in the perceptions of the
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TABLE 5

RESPONSES TO ADMINISTRATIVE TASK AREA:
COMMUNITY SERVICES AND

COMMUNITY RELATIONS

2
Competency { Respondents| Essentiality X~ Procedure x2
Principals | VYery In-service
important Experience
7 Inspectors | Very 4.747 In-service 2.468
important Experience
df = ¢4 df = 4
Office Moderately In-service
personnel important Experience
Principals | Moderately Experience
important
3 Inspectors | Moderately 0.580 | Experience 2.468
important
df=4 df =2
Office Moderately Experience
personnel important
Principals | Moderately Experience
important
9 Inspectors | Moderately 2.835 Experience 5.981
important
df =4 df =2
Office Moderately In-service
personnel important Experience
Principals | Moderately Experience
important
10 Inspectors | Moderately 6.469 | Experience 1.192
important
df =4 df=2
Office Moderately [n-service
personnel important Experience
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jroups regaraing tne assentiality of this competency and the procedure
for acquiring it.

Competency 9 (mediate disputes among parents, ueachers, staff,
and students) received 32 mean score of 3.25 indicating that the three
groups considered it as moderately important. No significant differ-
ences were snown among the groups in their perceptions regarding the
essentiality of this competency and the procedure for acquiring it.

As a wnole the three groups perceived experience o ¢ne job as tne
best means for acquiring this competency, even though the péincipals
saw that in-service programs could also be effective.

Competency 10 (identify the community forces wnich affect the

operation of the school and the implementation of those forces)
received a mean score of 3.15 which indicates that this competency
was also considered as moderately important. The perceptions of the
groups did not differ significantly on the essentiality of the compe-
tency and the procedure for acquiring it. As with the competencies
within the task area, the respondents as a whole indicated that this
competency could best be acguired through experience on the job,

even though the central office personnel perceived that this compe-

tency could also be developed through in-service programs.

Summary

A1l four competencies related to community services and commu-
nity relations were perceived as moderately important and could be
acquired through experience on the job. For competency 7, an in-

service program was also seen as an effective means.
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Pupil personnel services: guidance
ana counseiing services

The competencies in the area cf pupil personnel services are
listed as competency 11, 12, 13, 14, and 15. The data in table 6
snow the perceptions of tne principals, inspectors, and central office
personnel concerning pupil personnel services.

Competency 11 (utilize counseling techniques and provide a

guidance program for students), with a mean score of 3.34, was con-
sidered by the three respondent groups as moderately important. The
nreferred procedure for acquiring it was through pre-service and in-
service programs. Although the principals and inspectors perceived
in-service programs as the most effective means for acquiring the
competency, the perceptions of the groups as a wnole leaned more
toward the utiiization of both means--pre-service and in-service.

Competency 12 (encourage students to participate in develap-

ing and implementing student programs), which received a mean score

of 3.31, was seen by all three groups as moderately important. Al-
though the groups did not differ significantly in their perceptions

of the essentiality of this competency, they did dirtfer significantly
regarding the procedure for acquiring it. This was reflected in the
chi-square value of 13.13. £Sach group held different opinions regard-
ing the acquisition of tnis competency. While the inspectors pre-
ferred its acquisition through experience on the job, the principals
and central office administrative personnel felt that the most fea-
3iblc means chould be throuqgn in-service programs. The principals
perceived that this competency should aiso be developed through exper-

ience on the job.
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TABLE o

RESPONSES 70 ADMINISTRATIVE TASK AREA:
PUPIL PERSONNEL SERVICES

Competency | Respondents | Essentiality x2 Procedure xz
Principals | Moderately In-service
important
11 Inspectors | Moderately 5.872 In-service 1.4€3
important
df = 4 af = 4
Office Moderately Pre-service
personnel important In-service
Principdals | Moderately In-service
important Experience
12 Inspectors | Moderately 2.026 | Experience | 13.131*
important
df = 4 df =2
Qffice Moderately In-service
personnel important
Principals | Moderately In-seivice
important Experience
i3 Inspectors | Moderately 5.400 | Experience 5.913
important
df =4 ) df = 2
Office Moderately Experience
personnel important
Principals | Moderately Experience
important
14 Inspectors | Moderately 7.585 | Experience 4.111
important
df =4 df =2
Office Moderately Experience
personnel important

*significant at 0.05 level
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TABLE 5--Continued

2
Competency | Respondents | Essentiality x2 Procedure X~
Principals Moderately Experience
important
15 Inspectors | Moderately 4.846 | Experience | 1.341
important
df=4 daf =2
Office Moderately Experience
personnel important

Competency 13 (establish methods for reporting pupil programs)

received a mean score of 3.16. [t was considered as moderately impor-
tant by all the respondent groups. Althougn each of the groups felt
that the appropriate procedure for acquiring the competency was

through experience c¢n the job, the principals perceived that in-service
orograims could also be effective. As a whole the perceptions of the
groups leaned more toward the utilization of both in-service and
axperience on the job as the best means for developing this compe-
tency.

Competency 14 (advocate. speak for, the students wnen appro-

priate), with a mean score of 1.79, was perceived as moderately impor-
tant by all the respondent groups, and they felt that the acquisition
of this competency was through experience on the job. No significant
difference was shown among the groups in their perceptions of the
essentiaiity and procedure for acquiring this competency.

Competency 15 (communicate with students concerning all

aspects of their school life) received a mean score of 3.21 and was
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/vewed 3S nogerately important py tne three groups. As with the
Jtier competencies in this task area, the respondents felt that this
competency could be acguired through experience on the job. Their
serceptions on the essentialitvy of this competency and the procedure

for acgquiring it did not differ significantiy.

Summary

A1l the competencies reiated to pupil personnel services were
nerceived as moderately important. Zxperience on the job was con-
sidered the best means for acquiring competency 13, 14, and 15, and
in-service and pre-service course work for competency 11. The groups
differed significantly in their perceptions on the procedure for

acquiring competency 12.

Student aztivities--including music

and sports

The competencies related to student activities are listed as

competency 16, 17, 18, and 19. The perceptions of the principals,
inspectors, and central office personnel on these competencies are
aresented in table 7.

Competency 16 (organize, coordinate, and administer the total

activities program) was perceived by tne three respondent groups as
moderately important with a mean score of 3.21. There was no signi-
ficant difference in their perceptions cf the essentiality of this
competency. The groups, nhowever, differed significantly in their
perceptions regarding the procedure for acquiring this competency.

This was reflected by the chi-square value of 11.04. The central

cffice personnel considered the acquisition of this competency through
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TABLE 7

AESPONSES TO ADMINISTRATIVE TASK AREA:

STUDENT ACTIVITIES

2
Competency | Respondents | Essentiality X~ Procedure x2
Principals | Moderately Pre-service
important In-service
16 Inspectors | Moderately 6.382 | Pre-service | 11.038*
important
df =4 df = 4
O0ffice Moderately In-service
personnel important
Principals | Moderately Pre-service
important [n-service
17 Inspectors | Moderately 5.747 | Pre-service 11.849~*
important in-service
Experience
df=4 df=4
Office Modeately In-service
Personnel importan:
Principals | Moderately [n-service
important
18 Inspectors | Moderately 20.684# Experience 0.600
important
=4 =
O0ffice Fairly af In-service df =2
personnel important Experience
Principals | Moderately Experience
important
19 Inspectors | Moderately 4.496 | Experience 4.484
important
daf =4 df =2
Office Moderately Experience
Personnel important
*Significant at 0.05 level
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in-service Jrograms, wnile tne scnool inspectors viewed its acquisi-
<ion through pre-service course work. As for the principals, they
indicated that bdoth in-service and pre-service programs were etfec-
tive means for acquiring this competency.

Competency 17 (evaluate the student activities program)

received a mean score of 3.07 and was perceived by the three groups

is moderately important. Although no significant difference were
indicated in their perceptions of the essentiality of this competency,
their perceptions on the procedure for acquiring it did differ signi-
ficantly with a chi-square value of 11.84. While the central office
nersonnel felt that in-service programs would be the most feasible
means for acquiring this competency, the principals saw that both
pre-service and in-service were effective means. As for the inspec-
tors, they perceived that all three procedures (pre-service, in-
service, and experience on the job) could be effective.

Competency 18 (maintain participation standards for student

activity program) was perceived by the principals and inspectors as
moderately important, while the central office personnel saw it as
fairly important. The differences in their perceptions were shown to
be quite significant as reflected by the chi-square value of 20.684.
In the procedure for acquiring the competency, the principais and
central office personnel saw in-service programs and experience on
the job as the feasible means for acquiring it. The inspectors saw
only experience on the job as the best means. As a whole the respon-
dent groups perceived both in-service and experience on the job as

the most feasible means for acquiring this competency.
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competency 19 (maintain a program of spectator control at all

scnool activities), with a mean score of 2.76, was perceived by all
the respondent groups as moderately important and should be acquired
~hrough experience on the job. The perceptions of the three groups
on the assantiality of this competency and the procedure for acquir-

ing it did not differ significantly.

Summary

The perceptions of the groups differed significantly on the
essentiality of competency 18, and on the procedure for acquiring
competency 16 and 17. The rest of the competencies were perceived
as moderately important. Zxperience on the job was considered as

the best means for acquiring competencies 18 and 19.

Pupil control: discipline, attendance

The competencies related to pupil control are listed as
competency 21 and 22. Table 8 indicates the perceptions of the
orincipals, inspectors, and central office personnel on these compe-
tencies.

Competency 20 (establish attendance accounting procedures)

was perceived by all the grcups as moderately important with a mean
score of 3.39. In the procedure for acquiring this competency, the
oprincipals and inspectors saw in-service and experience on the job as
the best means for developing this competency. The central office
personnel saw only in-service as the best means. As a whole the
respondents considered only in-service as the best means. The

groups did not differ significantly in their perceptions on the

essentiality of this competency and the procedure for acquiring it.
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TABLE 3

TO ADMINISTRATIVE TASK AREA
PUPIL CONTROL

. 2
Competency | Respondents | Essentiality b & Procedure xZ
Principals | Moderately In-service
important txperience
20 Inspectors | Moderately 6.965 | Pre-service | 1.258
important Experience
df =4 daf =2
0ffice Moderately In-service
personnel important
Principals | Very Experience
important
21 Inspectors Moderately 4.568 Pre-service | 14.047*
important Experience
df =4 df =4
dffice Very Pre-service
sersonnel important In-service
! Experience

*Significant at 0.05 Tevel

Competency 21 (establish student control and disciplinary pro-

cedures with the assistance of parents, teachers, and students)

received a mean score of 3.55 from all three groups.

This indicates

that the perceptions of the respondents as a whole leaned more toward
very important. Although the groups did not differ significantly in

their perceptions regarding tne essentiality of this competency, they
did show significant difference in their perceptions on the procedure
for acquiring it, with a chi-square value of 14.047. These differ-

ences were indicated as follows: The principals perceived experience
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an -ne ob is the Jest procedure “or acjquiring the competency; the
inspectors saw pre-sarvice and experience on the job as the best
means; and tne central orfice personnel saw that all three procedures

{pre-service, in-service, and experience) could be effective.

Summary

In the area of pupil control, the respondents perceived
competency 20 as moderately important and competency 21 as very impor-
tant. Tney differed in their opinions regarding the procedure for
acquiring competency 21, but agreed that competency 20 could be
acquired through in-service programs.

S8uilding-level organization
and control of school plant

The competencies related to building-level organization and
control of schoo! plant are listed as competency 22, 23, 24, and 25.
The data in table 3 snow tne perceptions of the principals, inspec-
<ors, and central office personnel on the competencies related to
this task area.

Competency 22 (organize and manage a school program which

implements the schoel philosophy) received a mean score of 3.26. All
three groups considered this competency as moderately important. No
significant difference was shown in their perceptions regarding the
essentiality of this competency. In the procedure for acquiring this
competency, the inspectors perceived that pre-service and in-service
programs couid be the best means, while the principals and central
office personnel saw that all three methods (pre-service, in-service,

and experience on the jab) could be effective means. The differences
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in their perceptions, nowever, were snown to be not sigrificant. As a
wnole, the respondents saw all three methods as effective means for
acquiring the competency.

Competencvy 23 (schedule the school academic program) received

a mean score of 3.41. Even though this competency was perceived by

TABLE 9

RESPONSES TO ADMINISTRATIVE TASK AREA
BUILDING LEVEL ORGANIZATION
AND CONTROL OF SCHOOL PLANT

Competency | Respondents | Essentiality x2 Procedure xz
.. Pre-service
Y
Principals ?;dirissly In-service
por Experience
22 Inspectors | Moderately 8.810 Pre-service | 3.697
important Experience
= D - 1 =
Office Moderately df =4 kre ser¥1ce of =4
ersonnel important n-service
p Experience
Principals | Very In-service
important
23 Inspectors | Very 3.501 Pre-service | 10.420*
important In-service
df=4 df =4
Office Moderately In-service
Personnel important
Principals | Moderately In-service
important Experience
24 Inspectors | Very 9.974* | In-service 1.193
important Experienca
- df = 4 - df = 4
Office Moderately In-service
personnel important 9Experience
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TABLE 3--Continued

Competency | Respondents | Essentiality 12 Procedure x2

Principais | Moderately in-service
important Experience

25 inspectors | Very 3.725 ?;f;;i;:ége 6.630
important Experience

df =4 df = 4
Office Moderately In-service
personnel important Experience

*significant at 0.05 level

the principals and inspectors as very important, and by the centrai
office as moderately important, the difTterences were shuwn to be not
significant. The mean score indicates that their perceptions as a
winole leaned more toward moderately important. In the procedure for
acquiring this competency, the groups differed significantly in their
perceptions. Tne cni-square value of 10.420 reflects this perception.
“he principals and centra! office personnel perceived the acquisition
of this competency to be througn in-service programs, wnile the inspec-
tors felt that it should be acquired through pre-service and in-service
orograms .

Competency 24 (manage tie school piant and facilities) was

perceived by theiprincipa]s and central office personnel as moderately
important while the inspectors perceived it as very important. The
chi-square of 9.974 indicates that their perceptions on the essen-
tiality of this competency differad significantly. In the procedure

for acquiring this competency, their perceptions did not differ
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significantly. In-service and experience on the job were percaived Dy
311 the respondents as tne best procedures.

competency 25 (operate the school within the framework of the

taw) was perceived by the inspectors as very important, and by the
asrincipals and central office personnel as moderately important.
Although they appeared to differ in their opinions regarding the
assentiality of this competency, the ditference was shown to be not
significant. The mean score of 3.37 indicates that the respondents
as a wnhole perceived this competency as very important. In the pro-
cedure for acquiring this competency, the respondents as a whole saw
that in-service and experience on the job were the best means. Even
though the inspectors felt that pre-service course work could also be

effective, the difference did not appear to be significant.

Summary

The perceptions of the groups differed significantly on the
assentiality of competency 24, and on the procedure for acquiring
competency 23. <Competency 25 was considered very important, and
competencies 22 and 23 moderately important. [n-service and experi-
ence aon the job were perceived as the best procedures for acquiring
competencies 22, 24, and 25. Pre-service was also considered an

effective means for acquiring competency 22.

Auxiliary services: cafeteria, health,

and safety

Competencies under the task area of auxiliary services are

listed as competency 26 and 27. The data in table 10 indicate the
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TABLE 10

RESPONSES TO ADMINISTRATIVE TASK AREA
AUXILIARY SERVICES

|
Competency | Respondents | Essentiality xz Procedure XZ
Principais | Moderateiy In-service
i important Experience
26 Inpsectors | Moderately | 3.946 | "®TSerYic® | 7 505
important Experience
df = 4 df =4
0ffice Moderately In-service
personnel important
Principals | Moderately In-service
important Experience
[
i 27 Inspectors | Fairly 3.488 | Experience 2.569
important
df=4 df =4
Office Moderately In-service
i personnel important Experience

*significant at 0.05 level

perceptions of the principals, inspectors, and central office person-
nel concerning the competencies related to auxiliary services.

Competency 26 (organize and manage auxiliary services: cafe-

teria, nealth, and safety) received a mean score of 2.88 indicating
that the respondents as a whole considered it as moderately important,
In the procedure for acquiring this competency, the central office
personnel perceived that in-service was the best procedure, while the
principals perceived that in-service and experience on the job could

hoth be effective means. The inspectors saw that all three procedures
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(sre-service, in-sarvice, and experience) could be effective means.
The cni-square value, however, indicates that these differences were
not significant. The respondents as a whole perceived in-service and
axperience on the job as the best means.

Competency 27 (evaluate auxiliary services) was perceived by

the inspectors as fairly important, and by the principals and office
sersonnel as moderately important. These differences were not signi-
ficant. With a mean score of 2.63 from all the respondents, this
competency was considered moderately important, and the procedure for
acquiring it was through in-service programs and experience on the
job. &Zven though the inspectors telt that experience on the job alone

could be effective, this difference was not significant.

Summary

A1l the competencies related to auxiliary services were per-
ceived by the respondents as moderately important and should be
acquired through in-service programs and experience on the job.
Staff personnel: assignment, working

conditions, certification and classi-
fication

The competencies in the area of staff personnel are listed as
competancy 28, 29, 30, 31, and 32. The data presented in table 11
show the perceptions of the principals, inspectors, and the central
office personnel on the competencies pertaining to this task area.

Competency 28 (develop and improve the staff by attracting

and retaining competent personnel) was perceived by the principals

and office personnel as moderately important, and by the inspectors
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RESPOMSES TO ADMINISTRATIVE TASK AREA
STAFF PERSONNEL

Competency | Respondents | Zssentiality xz Procedure xz
Principals | Moderately In-service
important Experience
28 Inspectors Yery 0.225 Pre-service | 12.188*
important Experience
df = 4 df = 4
Office Moderately Experience
personnei important
Principals | Very In-service
important Experience
29 Inspectors | Very 1.134 ?;3;:?::;;8 >-868
important Experience
personnel important Experience
Principals | Moderately In-service
important Experience
30 Inspectors | Moderately 1.107 Experience 7.890
important
df =4 df =4
Office Moderately In-service
personnel important Experience
Principals | Moderately In-service
important Experience
31 Inspectors | Very 2.573 Experience 6.792
important
df=4 df=4
Jffice Moderately Experience
personnel important
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TABLE 11--Continued

. 2
Competency | Respondents | Essentiality xz Procedure x~
Principals | Yery Experience
important
32 Inspectors | Moderately | 2.930 ?;f;:i;:;ge 6.105
important Experience
Office Very Experience
personnei impartant

*significant at 0.05 level

as very important. The difference in their perceptions was not signi-
ficant. The mean score of 3.48 for this competency indicates that it
~as perceived by all the groups as moderately important. The percep-
tions of the groups differed significantly on the procedure for
acquiring this competency. Although each group saw that experience

on the job was an effective means for developing this competency, the
principals and inspectors saw that in-service and pre-service, res-
nectively, couid also be effective.

Competency 29 (organize, coordinate, and supervise staff

assignments) nad a mean score of 3.53 indicating that the three groups
serceived it as a very important competency, and that it should be
acquired through in-service and experience on the job. There were no
significant differences in the perceptions of the three groups as to
the essentiality of this competency and the procedure for acquiring it,
even though the inspectors and central office personnel saw that pre-

service could also be an effective means.
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competency 30 ‘assist, advise, counsel, and provide guidance

<5 the staff in their personal and school problems) was perceived by
311 the respondents as moderately important with a mean score of 3.41.
No significant differences was snown among the groups in their per-
ceptions on the essentiality of this competency. The respondents as

a wnole saw in-service and experience on the job as the most feasible
means for acquiring this competency. Although the inspectors saw only
axperience on the job as an appropriate means, the difference was not
significant.

Competency 31 (identify the needs and interests of the entire

school staff) was perceived by the principals and central office per-
sonnel as moderately important, and by the inspectors as very impor-
tant. The differences in their perceptions were not significant. As
a wnole the respondents perceived this competency as moderately impor-
tant with a mean score of 3.47 and should be acquired through experi-
eance on the job. Although the principals saw also in-service as an
=sffective means for developing this competency, this difference was
not significant.

Competency 32 (foster and maintain staff morale) received a

mean score of 3.55 from all the respondents indicating that they
serceived this competency as very important. The perceptions of the
groups on the essentiality of this competency did not differ signi-
ficantly even though the inspectors saw it 2s moderately important.
The groups saw experience on the job as the best means for acquiring
this competency. Although the inspectors saw that pre-service and
in-service could also be effective means, this difference was not

significant.
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Summary

740 OT tne competencies related to staff personnel were con-
sidered is very important and the rest as moderately important. txper-
ience on the job was perceived as the best means for acquiring the
various competencies except for competency 28 where the opinions of
the groups differed significantly. In-service was also considered
effective for competencies 29 and 30.
Staff improvement: evaluation,

in-service training, and involvement
in nolicy formation

The competencies in the area of staff improvement are listed
as competency 33, 34, 35, and 36. The data presented in table 12
indicate the perceptions of the principals, inspectors, and central
office personnel relating to staff improvement.

Competency 33 (evaluate school personnel) had a mean score of

3.24. [t was perceived by all the groups as moderately important and
shouid oe acquired through pre-service and in-service programs. Their
nerceptions on the essentiality of this competency and the procedure
for acquiring it did not diffar significantly.

Competency 34 (keep teachers abreast on current educational

improvements) received a mean score of 3.29. The three respondent
groups considered the essentiality of this competency as moderately
important, and that it should be acquired through in-service programs.
The perceptions of the groups did not differ significantly on the
essentiality and the procedure for acquiring this competerncy.

Competency 35 (encourage teachers to practice creative and

innovative techniques) received a mean score of 3.38 from all the
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TABLE 12

RESPONSES 7O ACMINISTRATIVE TASK AREA
STAFF IMPROVEMENT

| ' . 2
Competency | Respondents | Essentiality x~ Procedure xz
Principals | Moderately In-service
important
33 Inspectors | Moderately 3.274 ?:?;:i;¥l;e 8.631
important Experience
df =4 df = 4
Office Moderately Pre-service
personnel important In-service
Principals | Moderately [n-service
important
34 Inspectors | Moderately 4.526 In-service 2.790
important
df=4 df = 4
Office Moderately In-service
personnel important |
1
Principals |{Moderately In-service
important
35 Inspectors | Very | 7.915 In-service 6.094
important Experience
df = 4 df=4
Office Moderately In-service
personnel jmportant
Principals | Moderately In-service
important
. 4
36 Inspectors | Very 1.978 In-service 718
important Experience
df =4 df =4
O0ffice Moderately In-service
personnel important | : :
A e
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28
r~aspgonagents. Althougn tne inspectors perceived it as very important,
the raspondents as a wnole saw it as moderately important. The dif-
ference in their perceptions was not significant. The perceived pro-
cedure for acquiring this competency was in-service programs. The
inspectors saw that experience on the joo could also be effective,
sut this difference was not significant.

Competency 36 (involve the scnool statff in the development

and re-evaluation of educational goals and objectives) was perceived
by the principals and office personnel as moderately important, and

Jy the inspectors as very important. 7The diffcrence in their percep-
tions was not significant. With a mean score of 3.34, this competency
was considered by all the respondents as moderately important and
could be acquired through in-service programs. The perceptions of

the groups on the procedure for acquiring this competency did not
differ significantly even though the inspectors saw that experience

on the job could also be an effective means.

Summary

ATl four competencies related to staff improvement were per-
ceived as moderately important and should be acquired through in-
service programs, except for competency 33. Pre-service and in-service
were considered as the best procedures for acquiring competency 33.

Program evaluation and planning,
curriculum development, instruction

The competencies related to program evaluation and planning
are listed as competency 37, 38, 39, and 40. The data presented in

taple 13 show the perceptions of the principals, inspectors and
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central office personnel on the competencies relating to this task
araa.

Competency 37 (plan and evaluate the instructicnal and curri-

cular orograms with the assistance of parents, teacners, and students)
~as perceived by all the respondents as mcderately important with a
mean score of 3.32. Althougnh they did not differ in their perceptions
regaraing the essentiality of this competency, they aiffered signifi-
cantly in their perceptions concerning the procedure for acquiring it.
Tne chi-square value of 12.109 indicates this. The principaﬁs and
central office personnel “elt that the acquisition of this competency
snould be througn in-service programs, while the inspectors indicated
that it snould be acquired through pre-service course work. The prin-
cipals also saw that in addition to in-service programs, this compe-
tency could also be developed through experience on the job.

Competency 38 (assess program needs involving teachers and

students) was considered by all the respondents as moderately impor-
tant with a mean score of 3.01. They were of the opinion that this
competency could be acquired through in-service programs and experi-
ence on the job. The groups did not differ significantly in their
perceptions concerning the essentiality of this competency and the
procedure for acquiring it, even though the inspectors saw only exper-
jence on the job as the best procedure.

Competency 39 (provide curvicular and instructional leader-

ship) received a mean score of 3.37 indicating that the respondent
groups perceived it as moderately important. The perceptions of the
groups did not differ significantly on the essentiality of this com-

petency. Althcugh the inspectors saw only pre-service and in-cservice
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TABLE 13

RESPONSES TQ ADMINISTRATIVE TASK AREA
PROGRAM EVALUATION AND PLANNING,

CURRICULUM DEVELOPMENT,

AND INSTRUCTION

Competency | Respondents | essentiality xz Procedure xz
Principals | Moderately In-service
important Experience
37 Inspectors | Moderateiy 3.280 | Pre-service |12.109*
important
0ffice Moderately af =4 In-service df =4
personnel important
Principals | Moderately [n-service
important txperience
38 Inspectors | Moderately 6.977 | Experience 5.287
important
Qffice Moderately df =4 In-service df =4
personnel important Experience
Principals | Moderately Pre-service
important [n-service
Experience
39 Inspectors | Yery 4.325 | Pre-service | 2.697
important [n-service
Office Moderately df =4 Pre-service af =4
nerscnnel important In-service
Experience
Principals | Moderately [n-service
important Experience
40 Inspectors | Moderately 3.412 | Pre-service | 6.277
important [n-service
Experience
! Office Moderately df =4 In-service df = 4
i personnel important

* significant at 0.05 level
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orograms as .ne Dest procedures ror acquiring this competency, tne
jroups as 3 wnole saw all three procedures as effective. NO >iyni-
ficant differences were snown among the groups in their perceptions
of tne procedure for acquiring this competency.

Competency 40 {supervise and coordinate education programs

and experiences) was perceived by all the respondent groups as moder-
itely important with a mean score of 3.28. The perceptions of the
groups did not differ significantly on the essentiality and on the
srocedure for acgquiring this competency. As a wnhole the respondents
saw in-service and experience on the job as the best means for acquir-

ing this competency.

Summary

All four competencies related to program evaluation and plan-
ning, curriculum development, and instruction were perceived as moder-
ately important. The groups differed significantly in their percep-
zions on the procedure for acquiring competency 37, but agreed that
in-service and experience on the job could be effective means for the
rest of the competencies. They also agreed that pre-service could
31so be an effective means for acquiring competency 39.
Research and development projects,

investigation and testing of new
techniques, innovations and change

The competencies related to the task area of research and
development are listed as competency 41, 42, and 43. The data pre-
sented in table 14 indicate the perceptions of the principals, in-
spectors, and central office personnel on the competencies pertaining

- - - - ls -
v0 this task aread.
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TAgLz 14

RESPONSES TO ADMINISTRATIVE TASK AREA
RESEARCH AND DEVELOPHENT PROJECTS,
INVESTIGATION AND TESTING OF NEW
TECHNIQUES, INNOVATIONS AND
CHANGE

Competency | Respondents iEssentiality x2 Procedure x2
Principals | Moderately In-service
important
i 41 Inspectors | Moderately 5.297 Pre-service | 10.349*
important
df =4 df = 4
0ffice Moderately In-service
personnel important Experience
Principals | Moderately In-service
important Experience
42 Inspectors | Very 6.057 In-service 0.717
important Experience
df = 4 df = 4
Office Moderately in-service
personnel important Experience
Principals | Moderately [n-service
important txperience
‘
13 [nspectors | Moderately 3.501 In-service 4.075
! important Experience
}
! df=4 df =4
! Office Moderately In-service
; personnel | important Experience
t

*significant at 0.05 Tevel

Competency 41 (employ professional research techniques and

findings in the solution of educational problems), which received a

mean score of 2.78. was perceived by the three groups as moderately
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important. The perceptions of the groups on the essentiality of this
competency daid not differ significantly, but they did differ signifi-
cantly on tne procedure for acquiring it. The principals indicated
that the procedure 7Tor acquiring this competency should be through
in-service programs, while the inspectors saw that it should be
through pre-service course work. The central office administrative
personnel saw that tnis competency snould be acquired through both
in-service and experience on the job.

Competency 42 (initiate long-range planning procedure involv-

ing teachers and students) received a mean score of 2.97, indicating
that the respondent groups as a wnole considered this competency as
moderately importarnit. The perceptions of the groups did not differ
significantly on the essentiality of this competency and the procedure
for acquiring it. In-service and experience on the job were perceived
as the best procedures for acquiring this competency.

Competency 43 (initiate and encourage professional research)

nad a mean score of 2.64 from all the respondents. The perceptions of
the groups aid not differ signiticantly on the essentiality of this
competency and the procedure for acquiring it. The groups as a wnole
perceived it as moderately important and shouid be acquired through

in-service and experience on the job.

Summary
A1l the competencies related to research and develapment pro-
jects were considered as moderately important. The groups differed

significantly in their percentions on the procedure for acquiring
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competency 41, dut agreed that in-service and experience on the job

would be tne best means for the rest c¢f thne competencies.

Ranking of the Twelve Administrative
Task Areas

The respondents were also requested to rank the administrative
task areas on the basis of their essentiality for secondary-school
arincipalship functions. This was done to determine the magnitude
oT the competency areas in terms of priority. The ranking score for
egach task area was computed by dividing the aggregate score each res-
pondent group had assigned to each task area by the total number of
respondents in each group. The data presented in table 15 indicate
the scores received by each task area.

Using this technique the ranking of the twelve administrative
task areas was generated. The data presented in tables 16, 17, and
.8 indicate the ranking of the principals, inspectors, and central
office personnel, respectively, in descending magnitude.

[n order to determine whether the rankings of the three
groups had some agreement, the data were subjected tc statistical
analysis. Kendell's coefficient of concordance was utilized to
determine the degree of correlations between the rankings. The for-

mula used was:

W = 125
m‘ENz- Ni

sum ot squares of rank sums for N items,

n

where S
m = the number of group rankings,

N = the number of items rated.
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TABLE 15

RANKING SCORES OF THE TWELVE ADMINISIRATIVE TASK ARLAS
BY PRINCIPALS, INSPECTORS, AND
CENTRAL OFFICE PERSONNEL

Adwinistrative Task Area Principals' Inspectors’ Central Office
Ranking Ranking Personnel Ranking

1. Policy development 6.05 (6th) 3.83 (2nd) 7.30 (9th)

2. Business affairs; budget, accounting, 5.84 (4th) 5.29 (Ath) 6.22 (3rd)
purchasing

3. Community services and community relations 6.79 8th; 7.78 8th; 7.22 (8th)

4. Pupil personnel: guidance, counseling 6.41 (7th 7.83 (9th 6.54 (7Lh)
services

5. Student activities, including sports and 7.44 (11th) 8.33 (11th) 7.78 (11th)
music

6. Pupil control: discipline and attendance 5.90 (5th) 7.11 (7th) 5.16 (2nd)

7. Building level organization and control, 6.85 (Yth) 6.94 (6th) 6.32 (4th)
and school plant

8. Auxillliary services: cafeteria, trans- 8.77 (12th) 8.72 (12th) 7.86 (12th)
portation, health, and safety

9, Staff personnel: assignment, working 5.39 (3rd) 6.50 (5th) 6.34 (b5th)
conditions, certification, and
classification

10. Staff improvement: evaluation, in-service 4.97 (2nd) 4.00 (3rd) 6.38 (6th)
training, involvement in policy formation

L1, Program evaluation and planning, curri- 4.64 (1st) 3.78 (1st) 4.84 (1st)
culum development, instruction

12, Research and development projects, 7.13 (10th) 8.11 (10th) 7.43 (10th)

investigation and testing of new tech-
niques, innovations and chanye
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TABLE 16

RANKING OF THE TWELVE ADMINISTRATIVE
TASK AREAS BY PRINCIPALS

-

Program evaluation and planning, curriculum development, and
instruction

2. Staff improvement: evaluation, in-service training, involve-
ment in policy development

Staff personnel: assignment working conditions, certification,
and classification

Business affairs: budget, accounting, purchasing

Pupil control: discipline and attendance

901icy development

Pupil persannel services: guidance and counseling servicss
Community services and community relations

Building level organization and control, and school plant
Research and development projects, investigation and testing of
new techniques, innovations and change

Student activities, including sports and music

Auxiliary services: cateteria, health, and safety

W
.

'—4
O WO~ O UL
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TABLE 17

RANKING OF THE TWELVE ADMINISTRATIVE
TASK AREAS BY INSPECTORS

1. ?rogram evaluation and planning, curriculum development, and
instruction

2. Policy development

3. Staff improvement: evaluation, in-service training, invalve-
ment in policy formation

4. Business affairs: budget, accouting, purchasing

5. Staff personnel: assignment, working conditions, certification,

and classification

6. 3uilding level organization and control, and school plant

7. Pupil control: discipline and attendance

8. Community services and community relations

9. Pupil personnel services: guidance and counseling services

10. Research and development projects, investigation and testing of
new techniques, innovations and change

11. Student activities, including sports and music

12. Auxiliary services: cafeteria, health, and safety
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TABLE 18
RANKING OF THE TWELYE ADMINISTRATIVE TASK AREAS

B8Y CENTRAL QFFICE PERSONNEL

-
.

rogram evaluation and planning, curriculum development, and
instruction

2. Pupil control: discipline ind attendance

3. 3usiness affairs: budget, accounting, purchasing

4. 3uilding level organization and control, and school plant

5. Staff personnel: assignment, working conditions, certification,
and classification

6. Staff improvement: evaluation, in-service training, invoivement

in policy formation

7. Pupil personnel services: quidance, counseling servicas

8. Community services and community relations

9. Policy development

10. Research and development projects, investigation and testing of
new techniques, innovations and change

11. Student activities, including sports and music

12. Auxiliary services: cafeteria, health, and safety

Using this formula the correlation coeeficient between the
rankings of the principals, inspectors, and central office personnel
w~as found to be J.8393.

Since N is greater than 7, the chi-square test was utilized
to test the significance of the coefficient of concordance W. The
formula that was used is x~ = m(N - 1)4¥. Using this formula the
chi-square was calculated to be 29.47 which is significant at the 0.05
Tevel of confidence. T7his indicates that with a coefficient correla-
tion of 0.833, there is a significant agreement between the rankings
of the principals, inspectors, and central office personnel on the
administrative task areas.

Although as a whole there was a high correlation of agreement

in the rankings of the three groups, it was observed that there were
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noticeanlie dirferences in their rankings of some of the task areas.
Administrative task area 1 (policy development) was ranked sixth by
the crincipals, second by the inspectors, and ninth by the central
office personnel. Administrative task area 6 (pupil control: disci-
nline and attendance) was ranked seventh by the principals and inspec-
tors, wnile the central office personnel ranked it third. Adminis-
trative task area 7 (building level organization and control, and
school plant) was ranked by the principals and inspectors as sixth,
while the central office personnel ranked it fourth. The principals
and inspectors ranked administrative task area 10 (staff improvement:
evaluation, in-service training, involvement in policy formation) as
third, while the central office personnel ranked it sixth.

The data presented in table 19 indicate the rankings of the
three groups combined. The groups perceived administrative task
area 11 (program evaluation and planning, curriculum development,
and instruction) as top in importance, and administrative task area
3 (auxiliary services: cafeteria, nealth, and safety) as the least.

Summary of the Essentiality of the

Competencies and the Procedure
for Acquiring Them

The data that have been presented in the various tables demon-
strated that the principals, inspectors, and central office personnel
did not differ significantly in their perceptions of the essentiality
of the forty-three competencies except for competency 18 and 24.

When the perceptions of the three groups were combined, six of the
forty-one competencies in which they agreed were considered as very

important (competencies 1, 4, 21, 25, 29, and 32), and thirty-five
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TABLE 19
COMBINED RANKING OF ADMINISTRATIVE TASK

ArcAS BY PRINCIFALS, INSPECTORS, AND
CENTRAL OFFICE PERSONNEL

et
.

Program evaluation and planning, curriculum development, and
instruction

3usiness affairs: budget, accounting, purchasing

Staff imprcvement: evaluation, in-service training, involve-
ment in policy formation

Pupil control: discipline and attendance

Building level organization and control, and school plant
Policy development

Staff personnel: assignment, working conditions, certification,
and classif.cation

Community services and community relations

Pupil personnel services: guidance and counseling services
Research and development projects, investigation and testing
oT new techniques, innovations and change

Student activities, including sports and music

Auxiliary services: cafeteria, health, and safety

W
D)
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were considered as moderately important (competencies 2, 3, 5, 6, 7,
3, 9, 10, 11, 12, 13, 14, 15, 16, 17, 19, 20, 22, 23, 26, 27, 28, 30,
31, 33, 34, 35, 36, 37, 38, 39, 40, 41, 42, 43). No competencies were
identified by the respondents as fairly important or as not needed.

The administrative task areas in which the various competen-
cies were subsumed were ranked according to their essentiality.
Analysis of the ranking showed that there was a significant agreement
among the rankings of the principals, inspectors, and central office
nersonnel. The prioritization of the administrative task areas was
therefore based on the combined rankings of the three groups.

The data was also anaiyzed to determine the perceptions of
the respondents on the procedures for acquiring the competencies.

The perceptions of the three groups differed significantly on the
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Jrocedure for acquiring nine of the competencies: 4, 12, 16, 17, 21,
23, 28, 37, ana 41 (see cahle 20). In the analysis of the rest of

the competencies in wnich there was agreement in their perceptions,

it was noted that the groups perceived more than one procedure for
developing some of the competencies. [n some cases, all three pro-
cedures were considered by the groups as effective means. The com-
Jetencies that the groups perceived could be deveioped through pre-
service were 11, 20, 22, 33, 39. A majority of the competencies were
perceilved to be acquired through in-service and experience on the joo.
Competencies that could be acquired through in-service programs were
1, 2, 3, 5, 6, 7, 11, 13, 18, 20, 22, 24, 25, 26, 27, 29, 30, 33, 34,
35, 36, 37, 38, 39, 40, 42, and 43, and those that could be acquired
through experience on the job were 1, 2, 3, 5,6, 7, 8, 9, 10, 13, 14,

15, 18, 19, 22, 24, 25, 26, 27, 29, 30, 32, 36, 37, 38, 42, and 43.

Research Hdypotheses

3ased on the purpose of this study two nypotheses were formu-
lated to guide in the pursuit of this research. The research hypoth-
25es were:

1. There is no significant difference between the perceptions
of the central office personnel, inspectors, and principais on the
assentiality of the competencies needed for secondary scnhool princi-
pals in Saban.

2. There is no significant difference between the perceptions
of the central office personnel, inspectors, and principals on the

procedure for acquiring these competencies.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



3l

TABLE 20

SUMMARY OF THE PERCEZPTIONS OF THE PRINCIPALS,
“NSPECTORS, AND CENTRAL OFFICE PERSONNEL

ON PROCEDURES IN WHICH THEY
OIFFERED SIGNIFICANTLY

Competency | Respondent Perceived Procedures
Groups
Principals re-service In-service EIxperience
) Inspectors Pre-service
Office In-service
personnel
Principals In-service Experience
i2 Inspectars CAperience
Office In-service
| personnel
;,7
i Principals Pre-service In-service
T 16 Inspectors Pre-service
f Office [n-service
: personnel
Ih . )
: Principals Experience
i 21 Inspectors Pre-service Zxperience
Office Pro-service In-service Experience
personnel
Principals In-service
23 [nspectors Pre-service [n-service
Office In-service
personne;
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TABLE 20--Continued

I
i . :
iCompetency | Respondent ! Perceived Procedures
Groups

Principals in-service

28 Inspectors Pre-service Experience

0ffice Experience
personnel

Principals In-service Experience

37 Inspectors Pre-service

Office In-service
personnel

Principals [n-service

31 Inspectors Pre-service

Office | In-service Experience
personnel

The data presented in tables 21 to 63 in appendix E indicate
that the perceptions of the central office personnel, inspectors, and
srincipals differed significantly at the 0.05 level of significance on
the essentiality cof competencies 18 and 24. This leads to the rejec-
tion of nypothesis ! o~ competencies 12 (maintain participation
standards for student activity programs) and 24 (manage the school
plant and facilities). Hypcthesis 1 is retained for the rest of the
competencies.

In the procedure for acquiring the competencies, the percep-

tions of the principals, inspectors, and central office personnel

differed significantly at the 0.05 Tevel of significance on competencies
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17, 21, 23, 28, 37, 41. dypothesis 2 is rejected in the

srocedure Tor acguiring tne tollowing competencies:

‘.
'

-

2.

16.

21.

23.
28.

37.

41.

Organize, supervise, and manage the business affairs of
the school

Zncourage students to participate in developing and imple-
menting student programs

Organize, coordinate, and administer the total activities
program

zvaluate the student activities program

gstablish student .ontrol and disciplinary procedures
with the assistance of parents, teachers, and students

Schedule the school academic program

Develop and improve the staff by attracting and retaining
competent personnel

Plan and evaluate the instructional and curricular pro-
grams with the assistance of teachers and students

tmploy professional research techniques and findings in
the solution of educational problems.

This chapter presented the analysis of the data to answer the

major and sub-purposes of this research. The summary of the findings,

conclusions, and recommendations are presented in chapter Y.
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CHAPTER ¥

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

summary

The purpose of this study was to determine the basic compe-
tencies needed for secondary-schcol principalship duties in Sabah as
perceived by principals, inspectors, and central office personnel.
In order to treat the investigation adequately the perceptions of
the groups on the procedures for acquiring the competencies were
sought for, and the correiation of perceptions among the groups were
analyzed. [t was expected that the findings of this study would be
of value to the school inspectors and departmental officers in plan-
ning Tor in-service programs for principals and to institutions that
prepare individuals for principalship responsibilities.

The review of literature conducted as a background for this
study revealed that the competency-based program for training school
administrators is growing. Tne literature claimed that basic to the
success of any competency-based program was the identification of
competencies required for a particular position. In general, the
literature reveaied that increasing attention had been focused on
the competencies of principals. Much attention had been devoted to
dafining and listing competencies necessary for principalship duties

for a particular location. Competencies were listed in general and

34
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in very specific terms. Some articles listed competencies as job
functions and others listed them in terms of paersonal skills.

The literature recognized the competencies needed for princi-
2alship duties shouid be identified for establishing pre-service,
internsnip, or in-service programs. There was a growing consensus
that the most Jroductive method for developing the competencies of
orincipals was througn internship or in-service programs.

The instrument that was utilized to generate the data for this
study had forty-three competency statements in twelve administrative
task areas. The guesticnnaires were mailed to eighty-eight secondary-
school principals, twenty-three school inspectors, and forty-eight
central office personnel in Sabah. Usable questionnaires were
returned by 68 percent of the principals, 78 percent of the inspectors,
and 77 percent of the central office personnel. The total response
rate was 72 percent.

Jescriptive statistical procedures were utilized in analyzing
the data which were compiled into simple frequency distributions (num-
her and percentage) by category for each of the forty-three competency
statements. The administrative task areas in wnich the competencies
were subsumed were then rank-ordered in descending magnitude from 1
to 12 to show how the respondents perceived the priority of the com-
setencies by area. Chi-square analysis based cn the frequency distri-
butions was used to test the hypotheses that there were no signifi-
cant differences in the proportions o7 raspeonses the respondent:s nad
assigned on the competencies. The 0.05 level of significance was estab-

1ished for rejecting the hypotheses.
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ihen the responses of the principals, inspectors, and central
orffice nersonnel were analyzed, it was tfound that there was no signi-
ficant aifferences observed among the perceptions of the three groups
on tne essentiality of forty-one (95 percent) of the competencies.
The total responses of the population indicated that six (14 percent)
of the competencies were regarded as very important, and thirty-five
{79 percent) as moderately important. Nc competencies were perceived
as fairly important or as not important. The following list indicates
how the respondenté perceived the essentiality of the forty-one compe-
tencies in which there was agreement in their perceptions:
1. Competencies perceived as very important--listed according to the
original competency numbering.
1. Work with the school board, school inspectors, supervisors,
and staff personnel in the establishment, ccordination, and
interpretation and enforcement of educational policies

1. OJrganize, supervise, and manage the business affairs of thne
school

21. cEstablish student control and disciplinary procedures with
the assistance of teachers, parents, and students

25. Operate the school within the framework of the law
29. Jrganize, coordinate, and supervise staff assignments

32. Foster and maintain staff morale

~N
.

Competencies perceived as moderately important--listed according
o the original competency numbering.

2. Consult with the department of education personnel on educa-
tional and organizational matters

3. Serve as liaison between the school, the district, and the
state

5. Make resources (supplies, m2ney, equipment, etc.) available
to the staff
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13.
14,

15.

37

Jtilize resources and money to provide the education program
in nis/her scnhool

Zstaplisn a public relations program with the community
(parents, teachers, and students)

Communicate with school patrons

Mediate disputes between parents, teachers, staff, and
students

Identify the community {orces which affect the operation of
the school and the implications of those forces

Utilize counseling techniques and provide a guidance program
for students

Encourage students to participate in developing and imple-
mernting student programs

Establish methods for reporting pupil programs
Advocate (speak for) the students when appropriate

Communicate with students concerning all aspects of their
school Tlife

Organize, coordinate, and administer the total activities
program

Zvaluate student activities program

Maintain a program of spectator control at ail school
activities

zstablish attendance accounting system

Organize and manage a school program which implements the
school philosophy

Schedule the school academic program

Jdrganize and manage auxiliary services (cafeteria, nealth,
and safety)

tvaluate auxiliary services

Develop and improve the staff by attracting and retaining
competent personnel

Assisi, advise, counsal, and provide guidance i< the staff
in their persona! ann 3chool aroblems

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



37.

38.
39.
40.
41.

42.

43.

338
:dentify the needs and interests of the entire school staff
Zvaluate school personnel
{eep teacners apreast about current educational improvements

ncourage teachers to practise creative and innovative
techniques

involve the school staff in the development and re-evaiuation
of educational goals and objectives

Plan and evaluate the instructional and curricular programs
Nith the assistance of teachers and students

Assess program needs involving teachers and students
Provide curricular and instructional leadersnip
Supervise and coordinate educational programs and experience

tmploy professional research techniques and findings in the
solution of educational problems

Initiate long-range planning procedure involving teachers
and students

Initiate and encourage professional research

When the competencies, by administrative task areas, were

ranked, a significant agreement among the perceptions of the respon-

dent groups was noted. The priorities of the competency areas were

ranked as follows in descending magnitude:

L.

Staff evaluetion ard planning, curriculum deveiopment, and
instruction

Business affairs: budget, accounting, purchasing

Staff improvement: evaluation, in-service training,
involvement in policy formation

Pupil contrel: discipline and attendance
Building levei organization and control of school plant
Policy development

Staff personnei: assignment, working conditions, certifica-
tion, and classification
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3. Community services and community relations
3. Puypil tersonnel services: guidance, counseling services

10. Research and development projects, investigation and testing
af new techiniques, innovations and change

ii. Student activities, including sports and music
12. Auxiliary services: cafeteria, nealth, and safety

In the section wnhich pertains to the procedure ror acquiring
the competencies, significant differences were noted in the percep-
tions of the principals, inspectors, and central office personnel on
nine (21 percent) of the competencies--4, 12, 16, 17, 21, 23, 28, 37,
and 41. The perceptions of each group on these competencies are
summarized in table 20 on pages 81 and 82. Although there was no
attempt made to investigate the reasons wny the groups differed in
their opinions, the differences in their perceptions do infer that
the three groups nhad different expectations as to where the principals
ought to find answers to the problems they encounter on the job on
these nine competencies.

In the analysis of the remaining competencies in which there
was agreement in their perceptions, the groups saw more than one
srocedure that could be erfective for developing the competencies.
The total population saw that five (12 percent) of the forty-three
competencies could be developed through pre-service course work,
twenty-seven (63 percent) through in-service programs, and twenty-
aight (65 percent) through experience on the job. T7he following list
indicates how the respondents perceived the acquisition of the compe-

tencies which are listed acccrding to the original competency number-

ing.
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1. Clompetencies zhat could be acquired tnrough pre-service:

11. Jtilize counseling techniques and provide a guidance program
for students

20. Establish attendance accounting procedures

22. Qrganize and manage a school program wnich implements the
school philosophy

23. Schedule the school academic program
39. Provide curricular and instructional leadership
2. Competencies that could be acquired through in-service:
1. Work with the school board, school inspectors, superv}sors,
and staff personnel in the establishment, coordination, and

interpretation and enforcement of educational policies

2. ZConsult with department of education personnel on educational
and organizational mattars

3. Serve as liaison between the school, the district, and the
state

5. Make resources (supplies, money, equipment, etc.) available
to the staff

Utilize resources and money to provide the educational pro-
gram in his/her school

O

7. Establish a public relations program with the community
(parents, teachers, and students)

11. Utilize counseling techniques and provide a guidance program
for students

. Establish methods for reporting pupil programs
18. Maintain participation standards for student activity programs
20. Evaluate the student acc vwitiec nroaram

22. Organize and manage a school! program which implements the
school philosophy

24. Manage the school plant and facilities
25. Operate the school within the framework of the Taw

26. Organize and manage auxiliary services (cafeteria, health,
and safety)

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



O
[

2
-4
(R3]

1 i
uxiliary servica

£
n

valuate
29. Jrganize, coordinate, and supervise staff assignments

30. Assist, advise, counsel, and provide guidance to the staff
in their perscnal ana schoel problems

33. cSvaluate school personnel
34. Keep teachers abreast about current educational improvements

35. <Zncourage teachers to practise creative and inngvative tech-
niques

36. Involve the school staff in the development and re-evaluation
of educational goals and objectives

37. Plan and evaluate the instructional and curricular programs
with the assistance of teachers and students

38. Assess program needs involving teachers and students
39. Provide curricular and instructional leadership
40. Supervise and coordinate educational programs and experiences

42. Employ professional research techniques and findings in the
solution of educational problems

43. Initiate and encourage professional research
3. Competencies that could be acquired through experience on the job:
1. Work with the school board, school inspectors, supervisors,
and staff personnel in the establishment, coordination, and

interpretation and enforcement of educational policies

2. Consult with department of education personnel on educational
and organizational matters

Serve as liaison between the school, the district, and thne
state

W
.

3. Make resources (supplies, money, equipment, etc.) available
to the staff

§. Utilize resources and money to provide the educational program
in nis/her school

7. Establish a pubiic relations program with the community
(parents, teachers, and students)
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3. Clommunicate with school patrons
3. Mediate disputes between parents, teachers, and students

10. Identify the community forces which affect the operation of
the school and the implications of those forces

13. <EZstablish methods for reporting pupil programs
14. Advocate (speak for) the students when appropriate

15. Communicate with students concerning all aspects of their
school life

18. Maintain participation standards for student activity programs

19. Maintain a program of spectator control at all school activ-
ities

22. Organize and manage a school program which implements the
school philosophy

24. Manage the school plant and facilities
25. Operate the school within the framework of the law

26. Organize and manage auxiliary services (cafeteria, health,
anda safety)

27. <tvaluate auxiliary services
29. Jrganize, coordinate, and supervise staff assignments

30. Assist, advise, counsel, and provide guidance to the staff
in their personal and school problems

32. Foster and maintain staff morale

36. Invoive the school staff in the development and re-evaluation
of educational goals and objectives

37. Plan and evaluate the instructional and curricular programs
with the assistance of teachers and students

38. Assess program needs involving teachers and students
39. Provide curricular and instructional leadership
42. Initiate long-range planning procedure

43. Initiata and encourage professional research
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Conclusions

The following conclusions are drawn from the results of this
stuagy:

i. All forty-three basic competencies included in this study
are considered important skills for principalsnip functions in Sabah,
although some competencies were perceived as more essential than
others. Those competencies that are considered as very important per-
tain to: (a) the establishment, coordinatiun, interpretation, and
enforcement of educational policies, (b) organization, supervision, and
management of business affairs of the school, (c) establishment of
student contrel and disciplinary procedures, (d) organization, coordi-
nation, and supervision of staff assignments, (e) operation of the
school within the framework of the law, and (f) maintenance of staff
morale.

2. The respondent groups perceived in-service programs and
experience on the job as the most effective means for developing
these competencies. [n-service was perceived as a strong preference
for developing all the competencies listed in the areas of (a) policy
development, (b) auxiliary services, {(c) staff improvement, and
(d) program evaluation, including the wajority of the cocmpetencies
listed in the areas of (1) business affairs, (2) building level organ-
ization and control of school nlant, and (3) research and development
projects. All the competencies listed in the area of community serv-
ices and community relations, and a majority of those listed in the
areas of (a) pupil personnel services, (b) student activities, and

4

tc) staff personnel were perceived as competencies that could be
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developed tnrougn axperience on the job. It is noted that wnile the
respondents in :this study indicated almost equal preference for in-
service and experience on the job as the feasible means for developing
the competencies, the respondents in Lyons' study (1978) indicated a
strong preference for experience on the job.

3. Pre-service course work was not perceived by the groups
as a strong preference for developing the competencies. [t is also
noted that this finding tends to support the conclusion reached by
Lyons in his study of competencies needed for beginning principals
in North Carolina. The few competencies which the respondents per-
ceived could be acquired through pre-service course work pertain to:
(a) the utilization of counseling techniques, (b) establishment of
attendance accounting procedures, (c) implementation of the school
philosophy through organization and management of school programs,
{d) scheduling of the school academic program, and (e) curricular and

instructional leadership.

Recommendations

The following recommendations are offered as a result of the
conclusions drawn from this study:

1. The data from this study should be utilized by educational
Jdersonnel who plan for the pre-service and in-service programs for
orincipals in Sabah. This could provide a direction to the planners
in their attempts to have relevant training programs for principals.

2. Communicdation between the inspectors, principals, and
central coffice personnel shouid be improved particularly in the areas

of (a) business affairs, (b) pupil oersonnel services, (c) student
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activities, (d) pupil control, {e) building level organization and
control of school olant, (f) staff personnel, (g) program evaluation
and planning, ana (nh) research and development projects. The three
groups differed significantly in their perceptions of the procedure
Tor acquiring twenty-one percent of the competencies listed in these
areas. [t appeared that in some areas the principals expected in-
sarvice programs to provide them the answers to the problems they
encounter on the job, wnile the inspectors expected pre-service or
experience on the job to provide them the answers. Improvement in
the communication could be done through seminars or workshops.

3. The department of education shouid include in their in-
service training programs for principals the following administiative
task areas: (a) policy development, (b) auxiliary services, (c) staff
improvement, (d) program evaluation and planning, (e) business affairs,
(f) building level organization and control of school plant, (g) researcnh
and development projects. Most of the competencies listed in these
areas were perceived by the respondents to be acquired through in-service.
Priority should be given to (a) program evaluation and planning,

{b) business affairs, (c) staff improvement, which the respondents
ranked as the three top priorities in essentiality.

4. It was noted above that pre-service was not preferred for
developing most of the competancies. Although no attempt was made to
investigate the reasons why the respondents did not consider pre-service
as a feasible means, the following possible reasons are suggested:

(a) It is possible that most 27 the principals were placed into princi-

palship positions without first having taken formal education in the
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irea JT aducational administration. They thererore could not appreciate
are-service training. (b) It is also possible that wnat they had
learned through pre-service training were not relevant to the actual
cuties they perform as principals. With these possible reasons in mind
the department of education should provide the principals with more
opportunities to do advanced course work in the area of educational
aaministration. Later, a follow-up study could be undertaken to deter-
mine wnetnar their perceptions on pre-service remain the same and why
they do not prefer this proceudre.

5. Institutions that provide courses in educational adminis-
tration should include the following competency areas in their course
offerings: [a) pupil personnel services, (b) pupil control, (c) build-
ing level organization and control of school plant, and (d) program
evaluation and planning. The few competencies perceived by the respon-
dents to be acquired through pre-service are listed in these areas.

6. A follow-up study could be conducted using the results of
this study as the criteria to determine the level of performance of
orincipals and to assess their specific needs for further training.

7. A similar study in different states in Malaysia could also
De conducted to determine if the Tindings are pervasive across the

country or if they are peculiar to the area researched.
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NAMES AND ADDRESSES OF PANEL QOF JUDGES

1. Mr. Afandi Angkangon
185-3, Evergreen Terrace
Carbondale, [1linois 62901

2. Mr. Abdul Rahmarn Juman
175-5, Evergreen Terrace
Carbondale, [11inois 62901

3. Mr. Haji Ruhimir. Adzin
186-8, Evergreen Terrace
Carbondale, [1linois 62901

4. Mr. Liew Cyn Chung
189-5, tvergreen Terrace
Carbondale, [11linois 62901

Mr. Yasin Amit
187-6, Evergreen Terrace
Carbondaie, [111nois 02901

w
.

Mr. Othman Menudin
186-2 tvergreen Terrace
Carbondaie, [11inois 62901

[e ]}
’

Mrs. Hasnah bte QOatuk Abdul Rahman
708 W. Mil1, Ivy Hall #202
Carbondale, [11inois 62901

~4
.

3. Mr. Edmund Siagian
A-49 Beechwood Apartment
3errien Springs, Michigan 49103
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COMPETENCIES STATEMENTS

The foliowing tweive areas of competencies have consistently
teen identified a3 highly important by previous studies of secondary
school principals. Please indicate your opinion with a check (Vv )
whether each of the competency statement is relevant or not relevant

for the study of competencies needed by secondary school principals
in Sabah. Include other suggestions in the spaces provided.

;2:8:::::::::3::33’:============================::=:=========:ﬂ====
Jot
Bolicy Zevelopment 2elevanz televant

1. %Wori with the school board, school inspectors,
supervisors, and staff perscnnel in the estab-
lishment, coordination, and interpretation
and enforcenan: of schonl dolicies.

2. Consult with department of education personnel
on educational and organizational matters.

3. Serve as liaison between the school, the dis-
trict, and the state.

2usiness Affairs: Zudget, accountinz, Purcnasing

1. Orzanize, supervise, and manage the business
affairs of the school.

2. ¥ake resources (supplies, noney, aquipment
etc. ) available to itne staff.

3. Utilize resources and =money %o provide the
educational program in nis/her school.

h.

Cormnunity Services and Community Relations

1. Establish a public relations program with the
comunity (parents, teachers, staff, and
students).

2. Cormunicate with school patrons.

3. HYediate disputes between parents, teachers,
staff and students.

L. Identify the community forces which affect
the operation of the school and the impli-
cations of those forces.
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ot
2upil Personnel: Guidance, Counseling Services Aelevant Relevant

1. Jtilize counselinz techniques and provide a zuidanc
program Zor students.

e in developinz and

ct

-~ - - - =t - - S
Z. Incourags sciudents o particizz

i
implementing student prograns.
3. Zstablish metrnod for reporting pugil programs.

<. Advocate the students wnen appropriate.

|| ]

. Somrmmicate with students concerning all aspects ol
<Zeir scnool life.

Student Activities -- including music and scor*s

coorcinate, and adiainister the tnial
’ ’
£S prozrai.

2. Zvaluate the student activities program.

\
3. Maintain a program of spectator control at all
scnool activities.

4. daintain participation standards Jor student
activity crograms.

Pupil Control: Discipline, Attendance

1, Zstablish attendance accounting procedures.

2. Establish student control and disciplinary procedures
with the assistance of parents, teachers, and students.

Zuildinz Level Organization and Conrol of School Plant

1. Organize and manage a school program which implements
the school pnilosophy.

2. Schedule the school academic progran.

3. anage tke school plant and facilities.

|1
|1

1. Operate the school within the framewvork of the law,

e

Auxiliary Services: Cafeteria, Transportation, Zealth and Safet;

1. Organize and manage auxiliary services (cafeteria,
transportation, health, and saiety).

. zvaluate suxiliary services.
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St3fl Personnel: assignnent, sorkinz conditions, Relevant Relevant
Certification, and Classification

.,

1. Zevelop ancd impreove the staff by atiracting and
retaining compatent parsonnel.

(A%]
L]

Jrzanize, coordinate, and supervise staff assiznments.

(WY )
.

Assist, advise, counsel, and provide guidancs to the
stail in their personal and school problems.

=
.

Identily <he needs and interests of the entire scnool
stais. -

. Toster and maintain siaff morals.

N

Qv

tarf Inorovameni: Zwaluation, In-service Zraininz,
invoiveasant in Folicy rormatvion

1. Zvaluate school personnel.

2. Keep teachers abreast of current educational improvements.

3. Zncourage bteachers to practise creative and innovative
techniques.

4. Involve the school staff in developing educatioral
goals and objectives,

-

S

rrogram Svaluation and Planmning, Curriculum Develooment,
Instruction

1. Plan ard evaluate the instructional and curricular
programs with the assistance of parents, teachers,
and students.

2. Assess program needs involving teachers, parents, and
students.

3. Provide curricular and instructional leadership.

4. Supervise-and coordinate educational programs and
experiences.

lesearch and Jevelopment Projects, Investigation and
Testinz of lNew Technisgues, Innovation and Change

1, Employ professional research techniques 2nd f{indings
in the solution of educational problems.

2. Initiate long-range planning procedures involving
parents, teachers, and students.

3. Initiate and encourage professicnal research.
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QUESTICHNAIRE CX COMPETENCIES NERDED BY SECONDARY-SCHOOL PRINCIPALS

-The purpose of this questionnaire is to determine the competencies
needed for szcondary-school principalship in Sabah. It consists of three
sections. Bach section should be answered following its own instruction.

Section 1: Information about the respondents.,
1. Position:

DMirector, Deputy Director, and Assistant Director of Education;
Departmental Secretary/Officer; and Regional Education Officer.

Schcol Inspector

Principal

2. Years of experience: ___ __ In your current position.
——_ In other educationsl administrative work.
3. Highest level of educational attainment and other professional training:
SC/MCE; HSC/STP; or equivalent
Bachelor's Degree

Master's/Doctorate Degree

Teacher's Training Certificate

Diploma in Education

Section II: Rat of ¢ tencies and the procedure for a them,

This section consists of 43 competencies which are frequently
considered necessary for the function of school principals. Column A
shows a rating of scale to indi:x.e the importance of each competency
for principalship functions in Ssbah, and column B shows a rating to
indicate when you feel the competency shculd be acgquired; hafore enter-
ing the principalship work (pre-service), during internship or in-eervice
training, or experience on the job. Circle your rating using the follow-

ing guide.

Column A Column B

lk = Very important 1 = Preeservice coursework
3 = Moderately important 2 = In-service training

2 = Fairly important 3 = Experience on the job

1 = Not important
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A secondary-school principal in Sabah should have the ability to:

Poligx Dsvelopment

(1) 1 2 3 L Wwork with the school board, school inspectors, 1 2 3
supervisors, and staff personnel in the estab-
lishment, coordination, and interpretation and
enforcement of educational policies.

(2) * 2 3 4 Consult with Department of Education personnel 1 2 3
on educational and organizational matters.

(3) 1 2 3 L Serve as liaison between ths school, the district 1 2 3
and the state.

Business Affairs: Budget, Accounting, Purchasing

(4) 1 2 3 L Organize, supervise, and manage the business 1.2 3
affairs of the school.

(5) 1 2 3 L Make rescurces (supplies, money, aquipment, etc) 1 2 3
available to the staff.

(6) v 2 3 L Utilize resources and money to provide the 1 2 3
educational program in his/her school.

Cosmunity Services and Commuaity Relations

(1) 1 2 3 L BEstablish a public relations program with the 1 2 3
community (parents, teachers, and students).

(8) 1 2 3 4 Communicate with schocl patroms. 1 2 3

(9) 1 2 3 L4 Msdiate disputes between parents, teachers, 1 2 3
staff, and students.

(10) 1 2 3 L Idemtify the community forces which affect the 1 2 3

overation of the school and the implications
of those forces.

'Pugil Personnel Services: Guidancs, Connae&ns Services

(11) 1+ 2 3 L Utilize counseling techniques and provide a 1 2 3
guidance progrsa for students.
(12) 1 2 3 L4 Bncourage students to participate in develop- 1 2 3

ing and implementing student programs.
(13) 1 2 3 L Establish methods for reporting pupil programs. 1 2
() 1 Advocate the students when appropriate. 1 2 3

(15) 1

NN
w
[

Commumicate with the students concerning all 12 3
assects of their school life.
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2 323 £ 5
Student Activities -- including Music and Sports
(16, 1 2 3 & Organize, coordinate, and administer the 12 3
total activitles program.
(17) v 2 3 L &Evaluate the student actiwiiies program. 12 3
(18) 1 2 3 L Maintain participation standards for student 12
activity programs.
(19) v 2 3 L Maintain a program of spectator control T2 3
at all school activities.
Pupil Control: DiscinlinelfAttendénce
(20) 1 2 3 k Zstablish attendance accounting procedures. 1 2 3
(21) + 2 3 L GZstablish student control and disciplinary 1 2 3
procedures with the assistance of parents,
teachers, and students.
Suilding level Organization and Control of School Plant
(22) ' 2 3 L Organize and manage a school program which 1 2 3
implements the school philosophy.
(23) ' 2 3 U4 Schedule the school academic program. 1 2 3
(2k) 1 2 3 L Manage the school plant and facilities. 1
(%) ' 2 3 L Operate the school within the framework 1 2 3
of the law.

suxiliary Services: Cafeteria, Transportation, Health and Safety

(26) 1 2 3 L Organize and manage auxiliary services 1 2 3
(cafeteria, health, and safety).

(27) 1 2 3 kL GEvaluate auxiliary services. 12 3

Staff Personnel: Assignment, Adorking Conditions, Certification
and Classification

(28) 1 2 3 L4 Develop and improve the staff by attracting 1 2 3
and retaining competent personnel.

(29) 1 2 3 L Organize, coordinate, and supervise staff 1 2 3
assignments.

(3¢) 1t 2 3 U Assist, advise, counsel, and provide guidance i 2 3
to the staff in their personal and school

problems.

(31) 1 2 3 L Identify the needs and interests of the 1 2 3
entire school staff.

(32) 1 2 3 L Foster and maintain staff morale. 12 3

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



Column A: Importance 104 Columm 5: Procedure

[ 3
b O © ©
3 728
- « > ©
fe B G L
Y e N 0 K
o 532 s I &
$EE £ i
Staff Improvement: Evaluation, In-service Training, Involvement
in Policy Formation
(33) * 2 3 L Evaluate school personnel. 1 2
(3L) v 2 L Keep teachers abreast of current educational 1
improvements.
(35) 1 2 3 L BEncourage teacners to practise creative 1t 2 3
and innovative techniques.
(3) 17 2 3 L Involve the school staff in the development 1 2 3
and re—evaluation of educational goals and
objectives.
Progxam Evaluation and Planning, Curriculum Development,
Instruction
(37) 1 2 3 L Plan and evaluate the instructional and t 2 3
curricular programs with the assistance of
parents, teachers, and students.
(38) 1 2 3 L Assess program needs involving teachers, 1T 2 3
parents, and students.
(39) ' 2 3 L Provide curricular and instructional 12 3
lsadership.

(LO) 1 2 3 L Supervise and coordinate educational programs 1 2 3
and experiences.

Research and Development Projects, Investigation and Testing T 2 3
of New Technigques, Innovations and Change

(L) 1 2 3 L4 Baploy professional research techniques and 1 2 3
findings in the solution of educational
problems.

(,l2) 1 2 3 4 Initiate long-range planning procedure iz 3
involving parents, teachers, and students.

(413) * 2 3 4 Initiate and sncourage professional research. 1 2 3
PLEASE ADD OTHER COMPETENCIES YOU FEEL ARE IMPORTANT
() v 2 3 4 1 2 3

L5) 1 2 3 L4 1 2 3
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Section III: Ranking of Administrative task Areas

The following is a list of twelve administrztive task areas
of secondary school principalship. Please rank them from 1 %o 12 in
terms of theli importance as you perceive tnem for a principal. The
area you feel is most important would be rsted 1 and the least im-
portant is 12.

Administrative Task Areas Ranking of Importance

1. Policy development
2. Business affairs: budget, accounting, purchasing
3. Community services and community relations

4. Pupil personnel services: guidance, counseling
jervices

5. Student activities, including sports and music
6. Pupil control: discipline and attendance

7. Building level organizaticn and control, and
school plant.

3. Auxillary services: cafeteria, nealth and safety.

3. Staff personnel: assignment, woriking conditions,
certification, and classification.

10. Staff improvement: evaluation, in-service train-
irg, involvement in policy development.

11. Program evaluation and planning, curriculum
development, instruction.

12. Research and development projects, investigation
and testing of new ‘echniques, innovation and
change.
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A-72 Maplewood Apartment
Berrien Springs, MI 49103
October 7, 1981

I am a graduate student of Andrews University taking education
majoring in educational administration. At present [ am working
on my dissertation research which pertains to competencies needed
for secondary school principalship duties in Sabah.

Before putting the survey instrument into its final form, the
competency statements nave to be scrutinized for relevancy valid-
ity for use in Sabah. DOue to your experience in and familiarity
with tne educational work in Sabah, you have been selected as
one of the panel of judges for the validation of this instrument.
Please read through the enclosed questicnnaire and indicate your

respcnse.

Thank you very much for your cooperation. The erfort you are
putting into this is greatly appreciated.

Yery Sincerely,

Charles Gaban
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A-72 Maplewood Apartment
Berrien Springs, MI 19103
U.S.A.

November 20, 1981

Jear Fellow czducator,

A Research Questionnaire to Determine the
Necessary Job Competencies for 5econdary
Schoul Principaliship in Sabah

! am a graduate student of Andrews University under the sponsorship of
Sabah Foundation. At present I am working on my dissertation research
which pertains to competencies needed for secondary school principal-
ship in Sabah.

[ am sure that you are aware of the current movement oV competency-
based programs for the preparation of educational leaders. The
enclosed questionnaire is an attempt to determine which competencies
are necessary for secondary school principals in Sabah. As an educa-
tor [ am requesting you to evaluate these competencies according to
the instruction given.

This researcn is a partial fulfiliment of the requirements of the
education course [ am pursuing at Andrews University. However, it is
expected that the results of this study wili be of value tc the educa-
tional personnel in Sabah wno deal with the pre-service and in-service
programs for principals.

This study is very necessary for the completion oFf my course. 1ihus |
am seeking for your cooperation. [ appreciate it if this question-
naire could be completed and mailed within three days after you nave
received it. A self-addressed envelope is enclosed for you to use to
return this questionnaire to Mr. Herbert Gaban. [ have requested him
to receive and to forward them to me.

Thank you ¥or your cooperation in this undertaking.

lery sincerely,

Charles Gaban

cc: Mr. Herbert Gaban, Department of Education, KK
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A-72 Maplewood Apartment
Berrien Springs, MI 49103
December 29, 1981

On November 20 you were mailed a copy of a survey instrument designed
to collect data on the competencies for secondary school principal-
ship duties in Saban. My record, however, indicates that I have not
received the questionnaire [ sent to you.

This research is very important for the completion of the course [

am pursuing at Andrews University. It is also necessary that every
questionnaire [ nave sent out is returned to me to increase the
validity of this research. Thus [ am pleading for your cooperation
to participate in this undertaking.

gnclosed is another copy of the questionnaire in case the first one
did not reach you. A salf-addressed and stamped envelope is provided
for your convenience to return it to Mr. Herbert Gaban. [ have
requested him to receive and to forward them to me.

Thank you for your cooperation.

JYery sincerely,

Charles Gaban

cc: Mr. Herbert Gaban, Department of Education, KK
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RESPONSES 10 COMPLTENCY 1:

[ABLE 21

WORK WITH THE SCHOOL BOARD, SCHOOL INSPECTORS
SUPERVISORS, AND STAFF PERSONNEL IN THE ESTABLISHMENT, COORUDINATION
AND INTERPRETATION AND ENFORCEMENT OF EDUCATIONAL POLICIES

Essentiality Procedure
Not Fairly Moderately }Very Mean Pre-service | In-service [ Experience
important | important |important [important
No. | % No. | % No. % No. | % No. % No. | % No. | %
2 3 6 10 | 12 20 41 67 | 3.51} 61 Principals 14 23 27 | 44 20 | 33
0 0 1 5 3 17 14 78 | 3.72 | 18 Inspectors 3 17 12 | 67 3117
37 Office .
1 3 4 11 {10 27 22 59 | 3.43 personnel 6 16 14 | 38 17 ] 46
3 3 11 9 | 25 22 77 66 | 3.51|116 Total 23 20 53 | 46 40 | 34
x4 = 2.192 df = 4 x* = 6.012 df = 4
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RESPONSES TO COMPETENCY 2:

[ABLE 22

CONSULT WITH DEPARTMENT

OF EDUCATION PERSONREL ON EDUCATIONAL AND
ORGANIZATIONAL MATTERS

Essentiality Procedure
Not fairly Moderately |Very Mean Pre-service | In-service | Experience
important |important ]important |important
No., | % No. | % No. % No. | % No. % No. | % No. | %
1 2 / 11 | 30 49 23 38 | 3.23] 61 Principals 2 3 33 | 54 26 |43
0 0 2 11 6 33 10 56 | 3.44) 18 lInspectors 1 6 6 | 33 11 | 61
; . 37 Office .
1 3 5 13 | 16 43 15 41 | 3.22 personnel 1 3 18 | 48 18 | 48
2 2 14 12 | 52 45 48 41 | 3.25]116 Total 4 3 57 | 49 55 | 47
x? = 2.160 df =4 x* = 1,939 df = 2
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TABLE 23

RESPONSES TO COMPETENCY 3:
THE SCHOOL, THE DISTRICT, AND THE STATE

SERVE AS LIAISON BETWEEN

Essentiality Procedure
Not Fairly Moderately [Very Mean Pre-service | In-service [Experience
important [important |important |important
No. | % No. | % No. % No. | % No. 4 No. | % No. { %
5 8 16 26 22 36 18 {20 {2.87] 61 Principals 1 2 25 | 41 35 57
0 0 1 6 9 |50 8 144 |3.39] 18 Inspectors 0 0 7 139 11 |61
. . 37 Office . o .
3 8 8 22 1 19 |51 7 {19 [2.81 personnel 0 0 15 | 11 22 159
8 7 25 22 ] 50 1|43 33 |28 |3.29 {116 Total 1 1 47 | 40 68 |59
x* s 8,411 df = 4 x* = 0,096  df = 2
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RESPONSES TO COMPETENCY 4:

TABLE 24

ORGANTZE, SUPERVISE, AND MANAGL
THE BUSINESS AFFAIRS OF THE SCHOOL

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service | Experience
important | important |important |important

—— -t — ———————-——J—————--v——————

No. | % No. | % No. % No. | % No. [ % No. | % Mo. | %
| 2 6 331 14 23 40 66 | 3.52| 61 Principals 26 43 25 41 10 16

l 6 2 11 2 11 13 72 1 3.39] 18 Inspectors 11 61 6 33 1 6

. 37 Office . .

1 3 3 8] 11 30 22 59 | 3.46 personnel 2 5 23 62 12 32

3 3 11 91 27 23 75 65 | 3.501116 Total 39 34 54 47 23 20

x? s 2.513 df = 4 x? =22.47 df = 4
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TABLE 25

RESPONSES 1O COMPETENCY 5: MAKE RESOURCES (SUPPLIES, MONLY,
EQUIPMENT, ETC.) AVAILABLE TO THE STAFF

Essentiality Procedure

Not Fairly Moderately |Very Mean Pre-service | In-service
important {important |important |important

Experience

—

No., | # No, | % No. % No. | % No. % No. | % No. { %
2 3 13 21 23 38 23 38 {3.10 ] 61 Principals 0 0 38 68 23 |38
4
0 0 i 6 11 61 6 33 3.28 | 18 Inspectors 0 0 7 39 11 |61
, , . 37 Office ]
4 11 9 24 16 42_3 8 22 2.76 personnel 1 3 15 40 21 57
6 5 23 20 50 43 37 23 13.02 |116 Total 1 1 60 52 K5 147
x* = 7.895 df = 4 x* = 4,95 df = 2
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VTABLE 26

RESPONSES 10 CUMPETENCY 6:

IN HIS/HER SCHOOL

UTILIZE RESOURCES AND MONLY
TO PROVIDE THE EDUCATIONAL PROGRAM

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service [ In-service | Experience
important |important |important [important
No. | % No., | % No. % No. | % No. 4 No. | % No. | %
0 0 5 8 25 41 31 [ 51 {3.43] 61 Principals 2 3 28 46 31 |5l
0 0 21 1 7 39 9 {50 {3.39| 18 Inspectors 1 6 4 22 13 { 72
37 Office |
| 3 6] 16 14 3& 16 |43 | 3.22 personnel 2 6 16 4 19 |51
1 1 13 | 11 46 40 56 |48 [ 3.35(116 Total 5 4 48 41 63 |54
x? = 2.558 df = 4 x* = 2.757 df = 2
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|ABLE 27

RESPUNSES T COMPETENCY 7: ESTABLISH A PUBLIC RELATIONS PROGRAM
WITH THE COMMUNITY (PARENTS, TEACHERS, AND STUDENTS)

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service | Experience
important [important |important |important
No. | % No. { % No. A No. | % No. % No. | % No. | %

1 2 6 10| 15 25 39 |64 |3.51] 61 Principals 12 20 19 31 30 |49

0 0 1 6 7 39 10 |56 | 3.50] 18 Inspectors 2 11 7 39 9 |50

37 Office

2 5 6 16 11 30 18 [49 [3.22 personnel 4 11 16 43 17 |46

3 3 13 11 33 28 | 67 |58 |3.41]116 Total 18 16 42 36 5 | 48
x2 s 4.747 df = 4 x% = 2,468 df = 2

S11
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RESPONSES 1O COMPETENCY 9:

TABLE 29

MEDIATE DISPUTES BETWEEN PARENTS,
TEACHERS, STAFF, AND STUDENTS

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service |Experience
important [important |important |[important
No. | % No. | % No. 3 No. | % Na. % No. | % No. | %
1 P4 8 13 23 38 29 47 | 3.31} 61 Principals 4 7 14 23 43 | 70
! . -
0 0 3 17 10 55 5 28 12,94 ] 18 Inspectors 2 11 0 0 16 | 89
: 37 Office .
0 0 6 16 i3 35 18 49 | 3.24 personnel 2 5 14 38 21 57
1 1 17 15 | 46 39__J 52 45 | 3.281116 Total 8 7 28 24 80 |69
x? s 2.83% af = 4 x? = 5,981 df = 2

—
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RESPONSES TO COMPETENCY 10:

TABLE 30

WHICH AFFECT THE OPERATION OF THE SCHOOL
AND 1HE IMPLICATIONS OF THOSE FORCES

TIDENTIFY THE COMMUNITY FORCES

Essentialily Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service {Experience
important [ important |[important |[important
No. | % No. | % Ho. % No. | % No. % No. | % No. | %
1 2 8 13 ] 23 | 38 29 147 {3.31] 61 Principals 4 7 19 | 31 38 |62
1 6 3 16 9 50 5 28 | 3.00] 18 Inspectors 2 11 5 | 28 11 |61
7
. , 37 Office . )
L3 |1 30|14 |38 |11 |30 295 personnel 4 |11 14 | 38 [ 19 |51
3 3 22 19 | 46 40 45 39 | 3.15{116 Total 10 9 38 | 33 68 {59
x* = 6.469 df = 4 x2 = 1.192 df = 2
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TABLE 31

RESPONSES 10 COMPETENCY 11: UTILIZE COUNSELING TECHNIQUES
AND PROVIDE A GUIDANCE PROGRAM FOR STUDENTS

Essentiality Procedure
Not Fairly Moderately [Very Mean Pre-service | In-service [Experience
importanc | important |important |important
No. | % No. | % No, % No. | = No. % No. | % No. | %
1 2 8 13 | 20 33 | 32 |52 [3.36] 61 Principals 19 31 32 52 10 | 16
0 0 4] 0] 10 b6 8 |44 |3.44] 18 Inspectors 6 33 10 56 2 11
37 Office e
1 3 3 8 | 19 48' 15 {41 |3.27 personnel 13 35 16 43 8 |22
2 2 11 91 48 | 41 55 |47 |3.341116 Total 38 33 58 50 20 |17
? = 1.466 df = 4

4 X

x* s 5,872 df

611
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RESPONSES TO COMPETENCY 12:

TABLE

32

TO PARTICIPATE IN DEVELOPING AND
IMPLEMENT ING STUDENT PROGRAMS

ENCOURAGE STUDENTS

Essentiality Procedure
Not lfairly Moderately |Very Mean Pre-service { In-service |txperience
important | important |important {important
No. | % No. | % No. % No. | % No. % No. | % No. | %
0 0 6 10 | 26 43 | 29 | 47 | 3.37] 61 Principals 4 7 31 51 26 |42
0 0 3 17 6 33 9 |50 {3.33( 18 Inspectors 1 6 2 11 15 | 83
3 ; 37 Office . ” 5 |-
1 3 5 13 17 46 14 36 | 3.19 personnel 0 0 25 64 12 | 32
1 1 14 12 | 49 42 | 52 | 45 }3.31]116 Total 5 4 58 50 53 |46
X% s 2,026 df = 4 x? = 13,131 df = 2

021



"uoissiwiad Inoyum payqiyosd uononposdai Jayung “Jeumo ybuAdoo ayp jo uoissiwtad ym psonpoidey

IABLE 33

RESPONSES 10 COMPETENCY 13: ESTABLLISH METHODS
FOR REPORTING PUPIL PROGRAMS

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service | Experience
important {important |important [important
No. | # | No. | % | No. £ | No. | % No. | % No. | % No. | % .
Ny

—

0 0 6 10 | 36 59 19 31 | 3.21] 61 Principals 6 10 29 47 26 43

0 0 2 11 8 44 8 44 | 3.33| 18 Inspectors 0 0 5 28 13 | 72

; . 37 Office . .

318 6 16 | 17 46 11 30 | 2.97 personnel 2 5 13 | 35 22 | 60

3 3 14 12 | 61 53 38 | 33 | 3.16|116 Total 8 7 47 41 61 | 53
x? = 5,400 df = 4 x* = 5913 df = 2
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RESPONSES TO COMPETENCY 14:

TABLE 34

THE STUDENTS WHEN APPROPRIATE

ADVOCATE (SPEAK FOR)

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service [Experience
important |important |important |important
No. | % No. | % No. % No. | % No. % No. | % No. | %
2 3 16 26 | 31 51 12 20 1 2.87] 61 Principals 1 2 11 18 49 80
0 0 7 39 8 44 3 17 | 2.78] 18 Inspectors 1 6 3 16 14 78
. ; 37 Office .
3 8 1 19 | 26 10 1 3 [2.99 personne) 3 8 11 30 23 162
5 4 30 26 | 65 56 16 14 | 2.79 (116 Total 5 4 25 22 86 |74
x* = 7.585 df = 4 x* = 4,111 df = 2

¢l
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TABLE 35

RESPONSES TO COMPETENCY 15:
CONCERNING ALL ASPECTS OF THEIR SCHOOL LIFE

COMMUNICATE WITH STUDENTS

Essentiality

Procedure

Not Fairly Moderately {Very Mean Pre-service | In-service | Experience
important [important jimportant |important
No. | % No., | % No. /) No. % No. % No. | % No. | %
0 |o0 7 11129 |48 } 25 |4l | 3.29] 61 Principals 9 | 15 11 | 18 | 41 |67
0 0 1 51 12 67 5 28 | 3.22| 18 Inspectors 0 0 4 22 14 78
1 , 37 Office ‘ ,
1|3 7wl |4 [12 |32]3.08 personnel 2 5 | 12 | 33 | 23 |62
1 1 15 13 | 58 50 42 36 | 3.21{116 Total 11 g 27 23 78 | 67
x% = 4,646 df = 4 x4 = 1,341 df = 2

€2l
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RESPONSES TO COMPETENCY 16:

IABLE 36

ORGANIZE, COORDINATE,
AND ADMINISTER THE TOTAL ACTIVITIES PROGRAM

Essentiality Procedure
Not Fairly Moderately [Very Mean Pre-service { In-service {Experience
important {important |important |important
No. | % No. | % No. 74 No. | % Mo. % No. | % No. | %
1 2 9 15 | 27 44 | 24 39 {3.21] 61 Principals 22 36 26 43 13 |21
1 5 3 17 3 17 11 61 | 3.33] 18 Inspectors 10 56 5 28 3 117
. . . 37 Office . . .
1 3 5 14 19 b; 12 32 (3.13 personnel 5 14 20 54 12 | 32
3 3 17 15 | 49 42 | 47 41 |3.21 (116 Total 37 32 51 44 38 |33
x% s 6.382 df = 4 x4 = 11.038 df = 4

1

ve
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TABLE 37

RESPONSES TO COMPETENCY 17: EVALUATE THE
STUDENT ACTIVITIES PROGRAM

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service { In-sarvice [Experience
important | important |important |important
No. | % No. | % No. % No. | # No. ) No. | % No. | «
2 3 5 8] 34 56 20 33 | 3.13] 61 Principals 17 28 28 | 46 16 | 2¢
1 5 1 51 12 67 4 22 | 3.06} 18 Inspectors 5 28 5 1 28 8 |44
. 2.89] 37 Uffice e
1 3 ) 19 | 24 65 5 13 personnel 3 8 26 70 8 |22
4 2 13 11 { 70 60 29 25 | 3.07 1116 Total 25 22 59 51 32 |28
x2 = 5,747 df = 4 x* = 11.849 df = 4

6l



"uoissiwuad noyum payqgiyosd uononpoidal Jayung “yaumo JybuAdoo suy; Jo uoissitad ypm psonpoiday

RESPONSES TO COMPETENCY 18:

TABLE 38

MAINTAIN PARTICIPATION
STANDARGS FOR STUDENT ACTIVITY PROGRAMS

Essentiality Procedure
Not Fairly Moderately [Very Mean Pre-service | In-service | Experience
important {important |[important [important
No. | % No. | % No. % No. | % No. % No. | % No. | %
0 0 10 16 | 33 54 18 130 | 3.13} 61 Principals 5 8 25 41 31 | 51
1 5 1 5 14 78 2 11 [ 2.94| 18 Inspectors 2 11 5 28 11 |6l
37 Office . :
1 3 19 49 13 35. 4 14 | 2.46 personnel 1 3 16 43 20 | 54
2 2 30 25 | 60 52 24 22 12.91{116 Total 8 7 46 40 62 {53
x* s 20.684 df = 4 x? = 0.600 df = 2

-
4

g2t
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RESPONSES 10 COMPETENCY 19:

TABLE

39

MAINTAIN A PROGRAM OF
SPECTATOR CONTROL AT ALL SCHOOL ACTIVITIES

Essentiality

Procedure

Not Fairly Moderataly |Very Mean Pre-service | In-service | Experience

important |important |important |important

No. | % No. | % No. % No. | % No. % No. { % No. | %
2 J 15 25 1 35 57 9 156 | 2.83] 61 Principals 2 3 12 20 47 77
1 5 3 17 1 10 56 4 22 | 2.94} 18 lInspectors 1 5 5 28 12 |67
g {11 {12 | 32)18 |49 | 3 | 8|2.54f370ffice 3] 8 {13 |a |s

personnel
7 6 30 26 | 63 54 16 14 | 2.79 1116 Total 6 5 30 26 80 69
x? 4,496 df = 4 x% = 4,484 df = 2

-

=~
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RESPUNSES TO COMPEVENCY 20:

TABLE 40

ATTENDANCE ACCOUNTING PROCEDURES

ESTABLISH

Essentiality Procedure
Not Fairly Moderately {Very Mean Pre-service | In-service | Experience
important [important |important |important
No. | % No. [ % No. % No, | % No. % No. | % No. | %
1 2 8 13 15 24 37 61 3.441 61 Principals 16 26 28 46 17 28
0 0 1 6 8 44 9 50 | 3.39| 18 Inspectors 6 33 8 44 4 22
_ 37 Office
3 8 6 16 6 16 22 59 | 3.27 personnel 11 30 19 51 7 19
4 3 15 113 1 29 25 68 59 | 3.39(116 Total 33 28 55 47 28 |24
x? s 6.956 df = 4 x? = 1.258 df = 2
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TABLE 41

RESPONSES TO CUMPETENCY 21: ESTABLISH STUDENT CONTROL
AND DISCIPLINARY PROCEDURES WITH THE ASSISTANCE
OF PARENTS, TEACHERS, AND STUDENTS

Essentiality Procedure

Not Fairly Modervately [Very Mean Pre-service [ In-service [Experience

important |important |important |[important

No. /) No. % No. | %
35 57

No. | % No. { % No. % No. | %
2 3 4 7 9 15 46 |75 |3.62 ) 61 Principals 8 13 18 30

-
2 11 3 17 3 17 10 |55 }3.17 ] 18 Inspectors 9 50 1 6 8 |44
1 3 3 8 5 13 28 |76 |3.62 ) 37 Office 12 32 11 30 14 {38
personnel
4
5 4 110 9 17 15 84 172 |3.55 (116 Total 29 25 39 26 57 149
x* = 4,568 df = 4 x* = 14.047 df = 4

-
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IABLE 42

RESPONSES TO COMPETENCY 22: ORGANIZE AND MANAGE A SCHOOL
PROGRAM WHICH IMPLEMENTS THE SCHOOL PHILOSOPHY

Essentiality Procedure
Not fFairly Moderately {Very Mean Pre-service | In-service | Experience
important {important |important [important
No. | % No. | % No. % No. | % No. % No. | % No. | %
h_
1 1 8 13 | 20 33 | 32 62 13.36 ] 61 Principals | 22 36 25 41 14 |23
1
0 0 4 22 2 11 12 57 13.44{ 18 Inspectors 9 50 7 39 2 |11
. 37 Office i
1 3 12 32 10 2( 14 38 [3.00 personne] 10 27 16 43 11 {20
2 2 24 21 | 32 28 | 58 50 ]3.26 |116 Total 41 35 48 4] 27 |23
x* = 8.810 df = 4 x* = 3.697  df = 4

Oel
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TABLE 43

RESPONSES 10 COMPETENCY 23: SCHEDULE THE
SCHOOL ACADEMIC PROGRAM

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service [Experience
important |important }important |important
No. | % No. | % No. % No. | % No. % No. [ % No. { %
N &
0 0 7 11 15 25 39 64 | 3.52 ] 61 Principals 8 13 41 67 12 120 -
1 5 2 11 3 17 12 67 |3.55| 18 Inspectors 8 45 6 33 4 122
37 Office .
0 0 6 16 17 46 14 38 13.22 personnel 7 19 25 68 ) 13
———
1 1 15 13 35 30 65 56 [3.41 1116 Total 23 20 72 62 21 18
x? = 8.501 df = 4 x% = 10.420 df = 4
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RESPONSES 10 COMPETENCY 24:
SCHOOL PLANT FACILITIES

e by e e

1ABLE 44

MANAGE THE

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service [ Experience
important {important |important [important
No. | % No. | % No. y3 No. | % No. % No. | % No. | %
1 2 6 10 | 28 46 26 42 3.30 ] 61 Principals 7 11 31 51 23 38
-T
0 0 3 17 5 28 10 55 13.67 | 18 Inspectors 3 17 ] 39 B |44
. N 37 Office
1 3 8 21 | 21 57 / 19 12.92 personnel 6 16 18 49 13 |35
2 2 17 15 | 54 47 43 37 |3.29 {116 Total 16 14 56 48 44 ]38
x* s 9,974 df = 4 x* = 1.193 df = 4

4%
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TABLE 45

RESPUNSES 10 COMPETENCY 25: OPERATE THE SCHOOL
WITHIN THE FRAMEWORK OF THE LAW

Essentiality Procedure

Not Fairly Moderately ‘\;e-u:yh“w' Mean Pre-service | In-service | Experience

important |important |important |important

No. | % No, | % No. % No. | #% No. 4 No. | % No. | %
2 3 4 7 22 36 33 {54 [3.40 L—G_i Principals 6 10 33 54 22 |36
0 0 1 6 4 22 13 |72 {3.61 | 18 Inspectors 6 33 6 33 6 |33
o [o & fe2 |12 |32 |17 fa6 [320 3 :;Lf;gzne] 6 | 16 | 16 | 43 | 1b |41
2 |2 |13 {10 ]| 38 | 33 | 68 |59 |3.57 {116 Total 18 | 16 | 55 | a7 | 43 |37

x? = 6.630 df = 4

n
D

x% = 5,725 df

£el
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RESPONSES TO COMPETENCY 26:

TABLE 46

ORGANIZE AND MANAGE AUXILIARY SERVICES
(CAFETERIA, TRANSPORTATION, HEALTH, AND SAFETY)

Essentiality Procedure
Not Fairly Moderately [Very Mean Pre-service { In-service |Experience
important {important {important [important
7]
No., | % Na, | % No. 4 No. | % No. % No. | % No. | %
2 3 15 25 28 46 16 126 [2.95] 61 Principals 10 16 25 41 26 |43
1 6 8 44 6 33 3 |17 2.61] 18 Inspectors 6 33 5 28 7 139
. 37 Office . :
0 0 8 24 19 SL 8 |22 12.92 personnel 3 8 21 57 13 135
4 3 32 28 i 53 46 27 123 [2.86 {116 Total 19 16 51 44 46 |40
x2 = 3.946 df = 4 x% = 7.606 df = 4

PET
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TABLE 47

RESPONSES TO COMPETENCY 27:

EVALUATE AUXILIARY SERVICES

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service { In-service [ Experience
important {important {important [important
No. | % No. | % No. % No. | % No. % No. | % No. | %
2 3 20 |33 29 48 10 16 |2.77 1 61 Principals 7 11 24 39 30 49
4
2 |1 ler | 2|1 3 |17 |e.s3 | 18 Inspectors | 3 | 3 | 4 | 22 | 11 | sl
37 Office
1 3 18 | 48 14 38 4 11 }2.51 personnel 5 14 16 43 16 43
5 4 49 (42 45 39 17 15 12.63 [116 Total 15 13 44 38 57 49
x* = 9.488 df = 4 x? = 2,569 df = 4

Gel
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TABLE 48

KESPONSES TO COMPETENCY 28: DEVELOP AND IMPROVE THE STAFF
BY ATTRACTING AND RETAINING COMPETENT PERSONNEL

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service | Experience
important | important |important |important
No. | % No. | % No. % No. | % No. % No. | % No. | %
1 2 8 13 18 29 34 |5 [3.39] 61 Principals 9 15 28 46 24 39
0 0 2 11 5 28 11 |61 {3.50] 18 Inspectors 7 39 2 11 g | 50
} ) 37 Office .
1 3 4 11 11 39 21 |56 }3.40 personnel 10 27 8 22 19 | 51
2 2 14 12 34 29 66 |57 [3.41 {116 Total 26 22 38 33 52 | 45
x* = 0.225 df = 4 x* = 12.188 df = 4

9tT
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RESPONSES TO COMPLTENCY 29:
AND SUPERVISE STAFF ASSIGNMENTS

TABLE 49

ORGANIZE, COORDINATE,

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service | Experience
important [1important |important [important
Mo, | % No. | % No. % No. | % No. % No. | % No. | %
2 3 5 8 13 21 41 |67 |3.52 | 61 Principals 7 11 31 51 23 38
1 5 2 11 3 17 12 | 67 |3.56 | 18 Inspectors 6 33 5 28 7 39
) , 37 Office
0 |o | 3 | 8] 9|2 |25 |68 |3.68 personnel 8 | 22 |15 |4 |14 |38
3 3 10 J 9 25 22 /8 67 |3.53 {116 Tatal 21 18 51 44 44 38
x* = 5,868 df = 4

df = 4

LE1
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TABLE 50
ASSIST, ADVISE, COUNSEL,

RESPONSES TO COMPETENCY 30:
AND PROVIDE GUIDANCE TO THE STAFF IN

THEIR PERSONAL AND SCHOOL PROBLEMS

Essentiality Procedure

Not Fairly Moderately |Very Mean Pre-service | In-service | Experience

important | important |important |important

No. | % No. | % No. 4 No. | % No, % No. | % No. | %
1 2 8 13 18 29 34 15 [3.39] 61 Principals 5 8 25 41 31 51
1 5 1 5 6 33 10 |56 [3.381] 18 Inspectors 4 22 3 17 11 61
1|3 |2 | 5|13 | 3| 2 |57 [346]? gglggne] 7 |19 | 17| 46 | 13] 3
3 3 11 9 37 32 65 156 [3.411116 Total 16 14 45 39 55 47

x? = 1.107 df = 4 x* = 7.890 df = 4

8E1
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RESPONSES TO COMPETENCY 31:

TABLE 51

IDENTIFY THE NEEDS

AND INTERESTS OF THE ENTIRE SCHOOL STAFF

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service |Experience
important | important |important |important
No. | % No. | % No. % No. | % No. % No. { % No. | %
2 3 8 13 13 21 38 [ 62 |3.43 | 61 Principals 8 13 24 39 30 48
0 0 1 6 6 33 11 | 61 |3.55] 18 lnspectors 5 28 3 17 10 56
. 37 Office . .
0 0 4 11 11 3Q 22 59 |3.49 personnel 5 13 8 22 24 65
2 2 13 11 30 26 71 | 61 |3.47 |116 Total 18 16 35 30 64 55
x% = 2.573 df = 4 x? = 6.792 df = 4

6€1
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TABLE 52

RESPONSES TO COMPETENCY 32: FOSTER AND
MAINTAIN STAFF MORALE

Essentiality Procedure
Not Fairly Moderately [Very Mean Pre-service | In-service | Experience
important {important |important }important
No. | # No, | % No. % No. | % No. % No. | % No. | %

-y —

1 2 8 13 12 20 40 | 66 | 3.50) 61 Principals 7 11 1l 18 43 |70

1 5 1 5 5 28 11 | 61 | 3.44] 18 Inspectors 4 22 7 39 7 139
37 Office ,

0 0 3 8 5 lfl 29 |78 | 3.70 personnel 6 16 9 24 22 160

2 2 12 10 22 19 80 | 69 | 3.55({116 Total 17 15 27 23 72 | 62

2

X 6.105 df = 4

x2

]
-9

2.930 df

&

or1
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TABLE 53

RESPONSES TO COMPEIENCY 33:

EVALUATE SCHOOL PERSONNEL

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service | Experience
important | important |important |important
No. | % No. | % No. % No. | % No. 4 No. | % No. | %
0 ]0 8 |13} 33 54 | 20 |33 [3.20] 61 Principals | 15 | 25 33 | 54 13 |21
0 0 0 0 11 61 7 |39 {3.39] 18 1 spectors 5 28 5 | 28 8 144
37 Office
1 3 5 13 | 18 49 13 135 [3.16 personnel 14 38 18 | 49 5 13
1 1 13 11 | 63 54 40 |34 [3.24{116 Total 34 29 56 | 48 26 |22
2 x* = 8.631 df = 4

U
-3

X 3.274 df

182!
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RESPONSES TO COMPETENCY 34:

1ABLE 54

KEEP TEACHERS ABREAST
OF CURRENT EDUCATIONAL IMPROVEMENTS

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service | Experience
important |important |important |important
No. | % No. | % No. % No. | % No. % No. [ % No. { %
1 2 8 13 20 33 32 152 (2.70] 61 Principals 5 8 38 62 18 30
0 0 2 11 6 33 10 | 56 | 3.44] 18 Inspectors 3 17 10 55 5 28
) , 37 Office .
1 3 6 16 18 49 12 132 |3.11 personnel 7 19 19 51 11 30
2 2 16 14 44 38 54 147 |3.291116 Total 15 13 67 58 34 29
x? = 4,526 daf = 4 x* = 2,790 df = 4

el
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TABLE b5

RESPONSES TO COMPETENCY 35: ENCOURAGE TEACHERS
TO PRACTISE CREATIVE ANU INNOVATIVE TECHNIQUES

Essentiality Procedure

Pre-service | In-service | Experience

Not Fairly Moderately |Very Mean

important |important |important |important

No. | % No. | % No. % No. | % No. % No. | % No. | %
1 2 7 11 20 33 33 |54 13.39 ] 61 Principals | 13 21 32 53 16 26
0 0 1 5 3 17 14 {78 |[3.72 | 18 Inspectors 1 6 8 44 9 50

. : 37 Office
1 J 5 13 17 46 14 138 [3.19 personnel 4 11 22 59 11 30
2 2 13 11 40 34 61 |52 |3.38 |116 Total 18 16 62 53 36 31
Z = 6,094 df = 4

x% = 7.915 df = 4 X

13 A1
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TABLE 56

RESPONSES 10 COMPETENCY 36: [INVOLVE HE SCHOOL STAFF [N
THE DEVELOPMENT AND RE-EVALUATION OF EDUCATIONAL
GOALS AND OBJECTIVES

Essentiality Procedure
Not Fairly Moderately [Very Mean Pre-service { In-service | Experience
important [important [important [important
No. | % No. [ % No. 4 No. | % No. % No. | % No. | %
2 3 7 11 22 36 30 149 [3.31] 61 Principals 6 10 35 57 20 33
0 0 1 5 7 39 10 |56 {3.50 | 18 Inspectors 1 6 9 50 8 44
. 37 Office
1 3 6 16 )1 BQ 19 |51 [3.30 personnel 8 22 19 51 10 27
3 3 14 12 40 34 59 |51 [3.34 {116 Total 15 13 53 46 38 33
x% = 1.978 df = 4 x? = 4,718 df = 4

148!
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RESPONSES TO COMPETENCY 37:

TABLE 57

PLAN AND EVALUATE THE

INSTRUCTIONAL AND CURRICULAR PROGRAMS WITH THE
ASSISTANCE OF TEACHERS, AND STUDENTS

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service { In-service | Experience
important [important |important [important
No. | % No. { % No. 3 No. | % No. % No. | % No. |.%
2 3 10 16 22 36 27 | 44 | 3.21 61 Principals 31 21 28 46 20 33
0 0 4 22 10 56 4 |22 }|3.00] 18 Inspectors 9 50 5 28 4 22
37 Office
I 3 7 19 16 43 13 {35 |3.11 personnel 4 11 23 62 10 27
3 3 21 18 48 41 44 | 37 |3.15[116 Total 26 22 56 48 34 29
x? s 3.280 df = 4 x* = 12,109 df = 4

St1



‘uoissiuuad noyum panqiyosd uononpoidal Joyung “seumo JybuAdoo ay) Jo uorssiwied ypm paonpoiday

RESPONSES TO COMPETENCY 38:
INVOLVING TEACHERS, AND STUDENTS

TABLE 58

ASSESS PROGRAM NLEDS

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service | Experience
important |important |important [important
No. | % No. | % No. % No. | % No. % No. | % No. | %
1 2 156 | 25 24 39 21 134 {3.07} 6! Principals 5 8 35 37 21 35
0 0 1 6 13 72 4 122 {3.11} 18 Inspectors 4 22 5 28 9 50
. 37 Office
2 5 8 | 22 17 4§ 10 127 |2.95 personnel 6 16 16 43 15 4}
3 3 24 | 21 53 46 35 |30 [3.01 {116 Total 15 13 56 48 45 39
x? s 6.977 df = 4 x* = 6,287 df = 2

ot1
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TABLE 59

RESPONSES TO COMPETENCY 39: PRUVIDE CURRICULAR
AND INSTRUCTIONAL LEADERSHIP

Essential ity Procedure

Not Fairly Moderately |Very Mean Pre-service | In-service [Experience

important | important |important |importunt

No. % No. % No. % No. %
1 2 9 15 18 29 33 |54 13.36] 61 Principals 18 29 23 38 20 33

No. % No. % J No. | %

0 0 0 0 8 44 10 [ 56 |3.56 | 18 Inspectors 8 44 7 39 3 17

1 |3 16 {16] 11 ] 20| 19 |51 |3.30] 37 Office 10 {27 {16 a3 | 11130
_ personnel
2 12 V15 (13 ] 37 ] 32 ] 62 |53 |3.37 |116 Total 16 31 | 46 | 40 | 34 | 29
x2 s 4,325 df = 4 x? = 2.697 df = 4

AN
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TABLE 60

RESPONSES TU CUMPETENCY 40: SUPERVISE AND COORDINAVE
EDUCATIONAL PROGRAMS AND EXPERIENCES

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service [Experience
important | important | important |important
No. | % No. | % No. % No. | % No. 4 No. | % No. | %
2 3 8 13 28 46 23 |38 [3.18 ] 61 Pyincipals 6 10 33 54 22 36
1 5 | 5 5 28 11 |61 ]3.44 ] 18 Inspectors 5 28 6 33 7 39
37 Office .
0 0 5 13 14 3& 18 {49 [3.35 personnel 4 11 23 62 10 2]
3 3 14 12 47 15 52 |45 |3.28 |116 Total 15 13 62 53 39 34
x% = 6.277 df = 4

1
-

x* s 3.412 df

8t1
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TABIE 61

RESPONSES TO COMPETENCY 41: EMPLOY PROFESSIONAL RESEARCH
TECHNIQUES AND FINDINGS IN THE SOLUTION
OF EDUCATIONAL PROBLEMS

Essentiality Procedure

Pre-service | In-service | Experience

Not Fairly Moderately [Very Mean

important {important |important |important

No. | % No. | % No. % No. | % No. ) No. | % No. | %
5 8 114 23 29 48 13 {21 |2.82 ] 61 Principals| 17 28 30 49 14 23
0 0 6 33 6 33 6 [33 |3.00 | 18 Inspectors 9 50 5 28 4 22

. 37 Office . . .
4 11 | 11 30 18 49 4 |11 [2.59 personnel 8 22 12 32 17 46
9 8 {3l 27 53 45 23 120 }2.78 [116 Total 34 29 37 32 35 30
X2 = 5,297 df = 4 x? = 10.349  df = 4

EHT
oV
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TABLE 62

RESPONSES TO COMPETENCY 42: INITIATE LONG-RANGE PLANNING
PROCEDURE INVOLVING TEACHERS AND STUDENTS

Essentiality Procedure
Not Fairly Moderately |Very Mean Pre-service | In-service | Experience
important |important |important |important

No. | % No. | % No. 4 No. | % No. 4 No. | % No. | %

3 5 10 16 28 46 20 [ 33 | 3.07] 61 Principals 8 13 27 44 26 43

0sSi

0 0 4 22 9 50 5 128 | 3.56| 18 Inspectors 2 11 7 39 9 50

37 Office
b3 s A1) a2 | 32 9 |24 |2.78 personne] 6 16 | 141 381 17 ] 46
4 |3 {29 25| 49 | 42 | 34 |29 }2.97]116 Total 16 14 | 48 | 41 | 52 | 45
X2 = 6,057 df = 4 x* = 0.717 df = 4
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RESPONSES 10 COMPETENCY 43:

TABLE 63

ENCOURAGE PROFESS IONAL RESEARCH

INLTIATE AND

Essentiality Procedure
Not Fairly Moderately [Very Mean Pre-service [ In-service {Experience
important {important |important |important
No. | % No, [ % No. 73 No. | % No. ) No. | % No. | %
5 8 |19 31 26 43 11 |18 {2.70} 61 Principals 5 8 25 41 31 51
1 5 4 22 10 56 3 }17 |2.831] 18 Inspectors 3 17 6 33 9 50
" e 37 Office .
6 16 | 12 32 16 43 3 8 |2.59 personnel 7 19 17 46 13 35
12 10 | 35 30 52 45 17 |15 |2.64 116 Total 15 13 58 50 53 46
x? 3.501 df = 4 x% = 4.075 df = 4

161
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