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EXECUTIVE SUMMARY

The key findings herein presented which are based on the 196 system and school leaders
trained between November 2012 and April 2013 are:

1. Planning among system and school leaders is good but implementation is

generally weak.

. Leadership is finding it difficult to make the transition from training that
is knowledge based to one which is competency based.

. The performance mean for Principals in the programme was higher than
that for Education Officers.

4. Although leadership is plural, ineffective leadership as provided by the

principal is the reason several of the underperforming schools have been
so rated.

Submitted by:

)

Maurice D. Smith, Ed.D
Principal Director
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INTRODUCTION

1.1 Background

The Government of Jamaica has given a high priority to developing leadership in education
and bringing greater accountability to the system. It has stated that it wishes “to improve
school management by providing training in management practices for school board
members, principals and bursars and hold them accountable for the performance of
schools.” This commitment was reaffirmed in the Honourable Minister of Education’s
sectoral presentation to Parliament where he indicated the need to establish a national
professional qualification as a prerequisite for appointment as principal (Holness, 2008).

These statements accorded with the recommendations of the National Task Force on
Educational Reform Jamaica, 2004. The report outlined a new model of governance in
which governance and management at the regional and school levels would be
strengthened through the training and certification of all school managers. The report
stated that to be successful, schools needed (i) a strong and effective Board; (ii) a
responsive principal displaying strong leadership; (iii) responsibility for the management
of the teaching profession by principals, vice principals and heads of department; and (iv)
an articulated shared vision of success around which stakeholders alignstrategic planning
and monitoring to achieve the vision.

The report’s recommendations focused on the need for greater accountability for
principals and boards and for greater responsibility to be given to principals, particularly in
managing the teaching function. To achieve this, it recommended that all principals receive
continuous training in school management and leadership in a variety of accredited
institutions and that board chairmen should be trained and certified in board governance.
The Task Force Report also highlighted the need to rationalise the roles of principals and
territorial education officers, particularly in the context of a modernised Ministry of
Education [MoE]. This has highlighted the need for a stronger focus on developing
leadership and management training for education officers that supports and complements
principals’ and board training and brings greater coherence to leadership development
across the system.

The 2030 Vision Statement for Jamaica emphasises the building of the capacity of school
leaders to achieve effective and sustainable school based management practices. This

underscores the importance of school leadership development. In a number of
consultations held with both Principals’ Associations as well as at meetings in regions,
principals indicated their strong desire to receive additional support that would enable
them to fulfil more effectively their responsibilities as managers. This corroborates the
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concern about the quality of leadership in the island’s schools and the need for more
training opportunities to be provided to schools to ensure that their leaders are better
prepared to discharge their duties effectively.

1.2 An International Priority

Effective school leadership is about transforming attitudes, beliefs and practices so that
greater emphasis is placed on learning, collaboration and accountability. This kind of
leadership will not be achieved only through formal training. A number of countries
including the United Kingdom, Australia, Canada and South Africa have introduced policy
frameworks within which institutions are created to build strong professional networks
and to develop more cost effective training methodologies geared at improving the
leadership skills in schools. (Education For All - Global Monitoring Report, 2005).

The McKinsey Report, 2007, a comparative analysis of successful educational reforms,
recorded that successful systems of education place great emphasis on school leadership
and that they create mechanisms to allow central government to improve the quality of
school leaders or replace low performing principals.

Caribbean territories have moved to place an explicit focus on leadership development
through entities such as the School Leadership Centre of Trinidad and Tobago (SLCTT).
The Centre provides opportunities for principals and teachers to develop the leadership
skills necessary to achieve effective teaching and learning. Backed by the RBTT Education
Foundation, the SLCTT organises training for educators, annually assessing programmes
from selected US and UK universities, services from local Management and as well as
resources from its membership.

1.3 The Characteristics of Effective School Leadership

The quality of leadership and management and the quality of teaching and learning are the
two main determinants of successful schools. This has been demonstrated repeatedly in a
number of education systems through research and inspection reports. The analyses of
reports system wide demonstrate a strong correlation between effective leadership and
improvements in the quality of education and in educational outcomes.Characteristics of
such systems which have given priority to leadership development included:

1 clarity on the expectations and aspirations surrounding school leadership, from
political, public and professional perspectives;

1 responsibility at government level for a comprehensive, coherent and designed
approach to school leadership;
approaches to leadership development that prioritise the facilitation of change and
the empowerment of people; and
leadership development through mentoring, coaching, problem based approaches
and ICT capacity.




NCEL/EPTP/C1-3

Research consensus shows that the characteristics of effective school leaders include:

1 leadership that ensures clear direction for the work and development of the school,
promotes high standards and values and goals to staff, students, parents and
community;
focus on changes most likely to lead to improvement;
planning and decision making that leads to improved teaching and learning;
effective use of data on pupil participation and performance and target setting;
high visibility and access of the leadership team in the school and community;
well focused management systems. improvement planning and monitoring;
sound resource management and financial planning; and
effective partnership working.

1.4  Existing Provisions

To improve the quality of leadership in schools, training opportunities were provided to
ensure that leaders are better prepared to effectively discharge their duties.Under the
auspices of PESP, the Diploma in School Leadership, designed by the Mt. St. Vincent
University (Canada), was delivered to primary school principals, firstly in Canada and
subsequently franchised to through Teachers’ Colleges namely St Joseph’s, Sam Sharpe,
Church and the College of Arts, Science and Education [CASE]. Despite the positive
evaluations of both programmes, there were issues regarding content, organisation and
delivery, particularly in relation to the changing needs of the system. Content areas which
needed strengthening included the use of data and self-evaluation in school improvement
planning; strategic leadership of literacy and numeracy; the management of behaviour and
safety and  security issues; financial management; and, performance
management.Programmes also needed to be more responsive, broad based, less academic
in nature with a greater emphasis on individual development. The mode of delivery of
programmes required principals to be away from school for two days each week in order to
attend classes.

1.5 The National College for Educational Leadership (NCEL)

The NCEL was established and given the responsibility to develop excellent leadership in
the island’s public schools and supporting institutions. It leads strategic initiatives to
improve leadership, facilitate the provision of support and create local leadership networks
in conjunction with the Department of School Services [DSS]. It serves the development
needs of school leaders from aspiring to experienced principals and from bursars to board
chairmen.

The rationale for its establishment included the fact that the MoE needed to set and
maintain standards for leadership and ensure that there was proper accreditation, training
and development for aspiring leaders. Additionally, NCEL ensures there is well managed
succession planning, school boards which are equipped for their challenging role and that
education officersare trained particularly in school improvement.
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At the heart of the philosophy of NCEL is the recognition that the preparation of principals
for their demanding roles lacks coherence, that there needs to be a better balance between
knowledge and skills in leadership development and that the MoE needed to have greater
control over the identification and preparation of candidates for the post of principal.

The NCEL was therefore established to improve the quality of leaders and managers in
education. The NCEL will, inter alia (i) transform children’s achievement and well-being
through excellent school leadership; (ii) build national policy and priorities into training;
(iii) identify and develop future school leaders; (iv) bring coherence to existing training
and development leadership programmes in education; (v) enhance the capacity of school
boards to exercise their statutory responsibilities; and (vi) develop the capacity of
education officers to operate effectively in a modernised system.

To support these aims, the NCEL has adopted national standards for school principals
(developed by the Jamaica Teaching Council) as a basis for training; introduced a
programme of the preparation of aspiring principals; developed competency based training
for principals and education officers; broadened the target group for training to include
leadership teams and to enable succession planning; varied training modalities to meet
individual development needs; used the outcomes of appraisal, inspection and other
monitoring to shape training; franchised delivery of some courses to institutions currently
working in the field; and incorporated other components such as mentoring, local support
groups and short courses.

1.6 Target Groups for Leadership Development

The target groups for developmentfall into broad categories namely aspiring principals;
middle managers; school board members; bursars and education officers. Serving
principals who may have been in post for some time but who need to upgrade their skills
and competencies, particularly in the context of developments in the modernised education
system, new national priorities and newly delegated responsibilities are also a target
group for leadership development.
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TRAINING FRAMEWORK

2.1 The Effective Principals’ Training Programme

In an effort to support the continued development of existing principals, the NCEL
introduced an Effective Principals’ Training Programme [EPTP] which is professional
development designed to keep serving principals abreast of the latest developments in
school leadership. The modules are designed to sensitize and prepare persons for the
dynamic role of school leader in a transformed ministry; their training material use hands
on application while keeping an eye on the Education Act and Regulations.The main
objective of the programme is to assist Principals effectively manage the inputs they
receive and improve processes in an effort to gain greater outputs. The programme
provides exposure to eight (8) modules carefully selected from a menu of 17 designed to
build competencies in select areas related to:

Customer Service Oriented School;

Financial Management in Schools;

Human Resource Management;

Improving Education for Boys;

Preparation for the New School Year;

Quality Educational Leadership;

Roles and Responsibilities of the Principal; and
School Planning & Data Management.

All the components of training consist of case study (experiential), presentation, modeling
and practice. The modules are delivered by a carefully selected team of leadership
practitioners whose expertise in the respective field is well noted.

2.2 Standards Based Training

The EPTP is informed by standards for leadership as espoused by NCEL / JTC and are
aligned with the Commonwealth Framework for Professional Standards [CFFPS] as well as
six capabilities as reflected in the literature on school leadership. The standards were
developed to provide a basis for re-scoping the spectrum of leadership development from
pre-service to in-service; help school leaders assess their own competencies and
capabilities with a view of establishing a professional qualification for leadership; guide the
monitoring and evaluation of school leaders; inform the development of policy to support
the training and deployment of school leaders; underpin the establishment of a highly
competent cadre of school leaders; and promote the link between effective leadership and
improved learning outcomes.

The CFFPS promulgates five components namely:
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(i) Professional knowledge - knowledge of the curriculum; the subject matter; the
teaching practice; the education related legislation; methods of communication; and
leading in a changing world;

Professional skills and practice - requisite competencies and standards that enable
school leaders to become talented, effective, capable and professional;

Professional ethics, values and attributes - demonstrate behavioral dispositions
consistent with the role and statutory functions they undertake;

Professional leadership, community and relationships - work collaboratively with
colleagues, communities and stakeholders to create conducive learning
environments; and

Professional learning - participate in a wide range of continuous professional
development activities that will allow their professional and personal growth and
enhance their practice.

The six capabilities of effective school leaders as reflected in the literature include:
(i)  Leading Personal Growth and Development

School leaders are more effective when they are prepared well ahead of assuming
leadership positions (McKinsey, 2010).

Leading Organizational Change

Effective school leaders have a thorough understanding of the education system,
standards, legislations and compliance requirements in which they work (Fullan,
2008). The ability to prioritize, plan, organize, co-ordinate and execute are also
critical requisite skills. Effective leaders build a culture that supports change as they
understand the complex and dynamic interplay of values and beliefs. They continually
articulate a vision, a strategy and a sense of the future, and engage people to seek
their input and ensure they are all headed in the same direction (Fullan, 2001a and
2001b).

Leading Student Learning

Darling-Hammond et al. argue that leaders influence learning outcomes ‘through
processes that affect the organizational conditions of the school’ (2007, p.9). These
processes are ‘building school community, developing school procedures and plans,
and developing curriculum, instruction and assessment’ (p.9). Elmore’s (2004)
contends that instructional leaders guide and direct instructional improvement and




NCEL/EPTP/C1-3

that pedagogical involves setting ambitious agendas, ensuring good communication
channels and monitoring and evaluating instruction.

Leading Professional Learning Communities

There is substantial evidence available that collaborative professional learning that
connects professionals together is much more likely to change practice and can have a
school-wide influence that positively impacts upon learners (Elmore, 2002). A
professional learning community engages professionals in addressing an issue,
solving a problem or meeting a real need through systematic collaborative enquiry
and innovation that results in better outcomes for learners (Harris, 2009).

Leading for Capacity Building and Sustainability

Reeves (2008) argued that quality and practice of leadership are linked in a consistent
and demonstrable way to improved student achievement; that leadership is inclusive
and thus the definition of leadership must be expanded to include teachers and
leaders at every level, from the classroom to the board room; and that leadership
practices can be taught and learned. Crowther (2009, p.47-48) contends that there is a
strong link between school-based leadership and the enhancement of educational
outcomes. Brauckmann (2008) states that “the workload [now] goes beyond what
one single individual can possibly achieve successfully and there is a need to recruit
and develop a new generation of school leaders with the knowledge, skills and
dispositions best suited to meet the current and future needs of education systems.”
Fink (2011, in press, p.778) believes that succession management must change and
that a ‘hire and hope’ mentality must be replaced by a ‘grow your own’ mindset’ (p.
782). Halsey asserts that succession should not be left to chance.

Leading for Accountability

The analysis of the Office for Standards in Education’s [OFSTED] inspection results in
England which suggest the overall performance of a school almost never exceeds the
quality of its leadership and management. A large number of quantitative studies in
North America show that school leadership influences performance more than any
other variable except socio-economic background and the quality of teaching.

The preceding overview serves as the premise upon which NCEL sought to develop and
offer the modules that comprise the EPTP which has as its main objective assisting
Principals to effectively manage the inputs they receive and improve processes in an effort
to gain greater outputs. The modules are predicated on the standards for Principalship and
consist of cases studies, presentations, modeling and interactive assignments.

Whereas the standards reflect the benchmarks and theoretical fundamentals of leadership
development programmes, the capabilities serve as the proficiencies the College will aspire
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to inculcate in each of the leaders it trains. The leadership standards propagated by the JTC
were designed to provide the knowledge and skills necessary for proficiency in leadership.
They reinforce commitment to high expectations for student achievement while promoting
the school as a true community of learning. The standards are aligned with the MoE’s policy
directions for school leadership. The relationship between knowledge and application is
crucial to each principal’s success and should be emphasized. The performance standards
encompass fifteen major areas as follows:

Assessment - The collecting and analyzing of student performance data to identify patterns
of achievement and underachievement in order to design and implement appropriate
instructional interventions.

Behaviour Management - Implementing and monitoring a behavioural plan which
reinforces appropriate behaviour for students while in the learning community.

Community Involvement and Support - The school as a community of learning involves
parents, and community members as active participants. Everyone collaborates to help the
school achieve its continuous improvement targets and short- and long-range goals.

Curriculum - A system for managing and facilitating student achievement and learning
based upon content and performance standards.

Ethical Behaviour - Acts with integrity, fairness, and honesty in all aspect of carrying out
the responsibility of a principal.

Evaluation - Monitoring the success of all teachers and students in the learning
environment. Utilizing summative and formative evaluation measures to manage and
respond to the needs of the learning process.

Financial Management - Acts in accordance to the Financial Administration and Audit
(FAA) Act and other legislation and regulations as applicable in ensuring the successful
financial management of school funds.

Governance - The process and procedure associated with how the school facilitates and
utilizes the resources for the continuous improvement of the organization.

Planning and Organization - The processes, procedures, structures, and products that focus
the operation of a school on ensuring attainment of standards and high levels of learning
for all students.

Plant Management - Direct key initiatives and appropriate uses of the physical school plant.

Professional Learning - Professional learning is the means by which teachers, principals
and other school and ministry employees acquire, enhance and refine the knowledge, skills,
and commitment necessary to create and support high levels of learning for all students.
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Safety and Security - A system for preventing and managing school violence and reduce
safety risks and liability in an effort to improve relationships in schools and the wider
community.

School Culture - The norms, values, standards, and practices associated with the school as a

learning community committed to ensuring student achievement and organizational
productivity.

Teaching and Learning - Designing and implementing teaching and learning assessment
tasks and activities to ensure that all students achieve proficiency.

Technology - Planning and implementing the integration of technological and electronic
tools in teaching, learning, management, research and communication responsibilities.




Tablel: A Framework for Linking Standards, Capabilities and Modules to ensure
Leadership Accountability

Leadership JTC/ NCEL Corresponding
Capability Leadership Standards EPTP Modules

Leading Personal Ethical Behaviour Princi al s6 Rol e
Growth p
and Development

Leading Community Involvement & Suppor| Preparation for the New School Yeg
Organisational Governance Quality Educational Leadership
Management Planning & Or@nization Towards a Service Oriented Schog
School Culture School Planning & Data Manageme

Leading Student Assessment Improving Education for Boys
Learning Curriculum Conflict & Behaviour Management
Evaluation Effective Classroon®bservation

Behaviour Management

Teaching & Leaning
Technology

Leading Professional
Learning Communities

Leading for Capacity Professional Learning HR: Performance linagement

Building and i : :
Sustainability HR: Emotional Intelligence

. . : School Financial Management
Leading for Legal and Financial Management Creating an Accountable Culture

Fiduciary Responsibility Plant Management
SchoolSafety and Security REGETES (i TR
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DESIGN AND METHODOLOGY

3.1 Leadership Development Action Plan, Field Experience and Professional Portfolio

Each participant by way of reflection and self-assessment is required to articulate how
competence in at least four modules will be developed. Two weeks are allowed for the
submission of a Leadership Development Action Plan [LDAP] which is subject to a review
process aimed at ascertaining compliance with minimum standards (Appendix 1).
Subsequent to the approval of the LDAP, participants are engaged in a three month field
experience in which they implement the strategies geared at helping them develop the
relevant competencies.

At the end of the field experience, a professional portfolio [informed by standards
determined by the JTC] which comprises evidence of competencies developed is submitted
for assessment which is led by a team of two individuals who were trained and certified by
the National Education Inspectorate [NEI] as lead inspectors. A Training Assessment
Report (Appendix 2) is produced and distributed to each participant; his/her Board Chair
and Regional Director who are all expected to use the transcript to inform reflection,
performance management and ongoing professional development processes of EOs and
Principals in their regions and schools.

3.2 Data Requirement

Both quantitative and qualitative data are collated in an effort to determine the
competency rating awarded to participants during the assessment component subsequent
to the field experience. Primary data sources include interviews with the participants and
relevant personnel in the school, QEC or Regional Office. Observations of the context are
also key. Secondary data sources include the LDAP; the professional portfolio with
evidence of success; documentation and other paraphernalia deemed pertinent to the
strategies implemented.

3.3 Population and Sample

All principals are expected to access training under the EPTP. Education Officers [EOs] to
whom are entrusted the responsibility of supervising principals are also exposed to the
programme. Cohorts 1 - 3 comprised 213 participants.
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Table 2: Number of Leaders Exposed to Round 1

Nov. 22 - 24, 2012

March 6 —8, 2013

April 10 -12, 2013

17 EOs and 196 principals were exposed to the eight modules that comprise Round 1.

Table 3: Distribution of Programme Participants by Cohort, Region and Post
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Table 4: Distribution of Programme Participants by Region, Post and Gender

The principals in the sample serve as Principals of Special; Infant; Primary and Infant;
Primary; Technical and High Schools.

Table 5: Distribution of Programme Participants (Principals) by School Type

3.4  Description of Assessment Framework

The framework is informed by:
0 Areas of Focus and Indicators;

0 Measures of Compliance, Relevance and Innovation and Impact; and
0 AFour Point Rating Scale each with Descriptors.

Areas of Focus

The areas of focus are in fact six hour modules which were designed and developed by way
of research, interpretation of MoE policies and focus group discussions.

16
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Table 6: Modules and Performance Indicators

- Well-kept cash receipts/cash book
- Well-maintained vouchers for payment of funds
- An effective petty cash system
- Effective income and expenditure system
- Budget in place
- Bank reconciliation statements current
- Cash management systems are well-developed and monitored
- Proper accounting and reporting procedures in place
- Procurement procedures known and adhered to
- Suitable investment of official funds
- Proper management of official bank accounts (including
lodgements)
- Proper retention and disposal of accounting documents
- Job descriptions are in place
- Employee selection criteria communicated
- Performance standards established and communicated
- Effective Appraisal system in place
- System for feedback on performance implemented
- System for on the job training in place
- System for tracking the performance of boys implemented
- Clear, targeted strategies for teaching boys are in place
- Reduction of gender bias in lessons ensured
- Classrooms arearranged to facilitate boys’ learning
- Programmes / initiatives to support boys’ education developed
- Systems for adequate staff and other HRNeeds; financial
management and preparation of the physical plant developed
- Principal’s Back to School Checklist Used
- An understanding of the role of principal asinstructional leader
demonstrated
- An understanding of school effectiveness demonstrated
- Effective planning is demonstrated
- Strategic planning processes utilised
- The ability to lead change and innovation demonstrated
- High standards for students and staff are set
- Values and vision for the school are modelled
- Strategies in the School Improvement Plan are implemented
- Learning and teaching are led and monitored
-Learning as the centre of strategic planningand resource
management is ensured
-Lead role in strategizing for developing new technologies to
support teaching and learning is taken
- Effective working relationships are created
- Professional development needs of the staff are provided for
- Systems that promote positive behaviours are instituted
- School’s day-to-day activities are well managed

17
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- Good time management in respect to staff and self is evident
- School’s finances are controlled and well managed
-The Board / MOE are provided with accurate reportsand
information on a timely basis
- School community is engaged

- An understanding of available school data is displayed
- Good practices in the effective use of data to promote learning,
staff development and school improvement are in place
- Systems for data gathering and analysis are created

-School’s processes to promote positive customerservice are
reviewed
- An understanding of ‘service leadership’ is demonstrated
- Service-oriented systems for the staff, students, parents and
wider community are designed

Measures of Compliance, Relevance, Innovation and Impact

The measures as indicated are the items by which the review of the portfolios is assessed.

Table 7: Compliance, Relevance, Innovation and Impact Measures

All tasks completed

Format adhered to

Cover sheet

School Address

Date

Name of Principal

Table of contents

A brief profile of the EQ/Principal

Brief overview of the QEC/School

Timely submission of LDAP

Timely Completion of tasks in plan

Evidence of the strategies implemented

Evidence presented to validate outcomes
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B. RELEVANCE and INNOVATION
How effectively does the EO/Principalconceptualise and
demonstrate his understanding of the agreed tasks?

Goals outlined for each area of focus

SMART objectives aligned to each topic

Communication with stakeholders and partners

Implementation of strategies as planned

Effective monitoring of plan

Documentation of processes and outcomes

C. IMPACT
What is the impact of the strategies implemented?

Was there any meaningful improvement in the effectiveness or
efficiency of the school’s operations?

0 Was there increased accountability?

0 Were there positive adjustments in the school’s culture or
ethos?

Were there any new or improved policies or procedures
established?

Were there improvements to the document management
systems?

0 Was there any improvement in the use of data?

Was there any improvement in student outputs? (where
applicable)

0 Students’ social awareness or development

0 Students’ attendance and punctuality

0 Students’ behaviour and attitudes

0 Academic performance

Was there any improvement in teacher outputs?

0 Teachers’ Attendance and punctuality

0 Teachers’ behaviour and attitudes

0 Teacher performance (use of resources, methodology,
lesson planning, team work, etc.)

Was there any impact on parental awareness or involvement?

1 Has attendance to PTA meetings improved?

I Have more parents attempted to/made actual contact
with the school/teachers?

9 Has there been greater parental involvement in school
activities?

Are there any improvements to the support given to
the students by their parents?




Four Point Competency Rating Scale

Though a four point rating scale is what is employed, the specific performance indicators allow for an objective and easily
determined final rating for each module.

Knowledge

1

Falls well below expectation

Table 8: Rating Scale and Performance Indicators

2
Below expectation

COMPETENCE RATING

3

Skills

the indicator

Limited knowledge base for

Meets expectation

4

Needs to extend knowledge of

best practices for the indicator

Exceeds expectation

Strategies

Few skills noted

Limitations in skills as
demonstrated

Sound knowledge of research and
best practices for the indicator

Skills are of good standard and are

Wide and deep knowledge of the
research/best practices in the indicator

or school culture

Strategies not implemented
or have no impact on student
achievement, teacher growth

Strategies applied are ineffective
or has gaps

often demonstrated

Strategic professional practice

The skills and knowledge have been well-
developed in other team members so that
they can demonstrate this with proficiency

Innovation

Approach to the area is not
strategic. Few or negative
results

Few strategies implemented.
Limited positive results in terms of

Professional practice could serve as a
model for others

Involvement

of
School

Community

Little outside involvement in

decision-making and problem
solving

student achievement, teacher
growth or school culture

Rarely includes others in decision-
making and problem solving

Strategies employed are meaningful
and result in positive outcomes and

impact on student achievement,
teacher growth and/or school culture

Strategies employed have a direct, positive
and lasting impact on student

achievement, teacher growth or school
culture

Leadership
Capacity

Limited development of
others’ leadership capacity in
this area

Leadership capacity is sometimes
developed in others

Inclusive approach is effectively used

in decision-making and problem
solving to inform and/or gain the
support of many stakeholders

Key stakeholders are able to explain the
process by which decisions are made or
problems are solved as a result of their

inclusion in the process

Leadership capacity is developed
in others

Leadership capacity has been significantly

developed in others




3.5  Leadership Development Pathway

¥

Select EO/Principal for
training based on data

v

Enrol EO/Principal in training
proaramme
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\2

EO/Principal submits Leadership
Development Plan (LDAP)

LDAP
approved?

Evaluate EO/Principals' Level
of competence

Non-compliance triggers MoE
accountability measures

Implement LDAP

Referred to CEO/School
Board Chair for intervention

Figure 1

10-15 weeks
Field Experience
completed?

Present Portfolio

Competent?

Certified in relevant
modules

Licensure




RESULTS

4.1  Demographics

12 EOs and 77 Principals comprised Cohort 1. Regional Directors were asked to identify the
participants by virtue of performance; school size; location; school type; and years of experience.
Cohort 2 included 5 newly appointed EOs and 24 Principals of schools deemed by the NEI as
being in need of immediate support. 95 Principals who were appointed between 2011 and 2013
comprised Cohort3.

Table 9: Number in Cohort by Post

Cohort 1 comprised 36 males and 53 females while Cohort 2 was made up of 12 males and 17
females. There were 34 males and 61 females in Cohort 3.

Table 10: Number in Cohort by Gender

89 36 53
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Cohorts 1 - 3 comprised 17 EOs.

Table 11: Number of EOs by Cohort and Region

Cohorts 1 - 3 comprised principals of 114 Infant, Primary and Primary and Infant Schools; 38
Primary and Junior High as well as All-Age; and 43 Technical and High Schools.

Table 12: Number of Principals by Cohort, School Type and Region

4.2 Performance

LDAP Submission

For Cohort 1, only 70 (78%) of participants submitted LDAPs for review. Plans were received
from all participants who comprised Cohort 2. 96% of principals in Cohort 3 submitted plans.
Overall, plans were received from 91% of sample of which approval was given to 82% (171
persons) as the plans met minimum standards.
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Table 13: % LDAP Submission by Cohort

Portfolio Submission
Only 55% of the 213 participants who comprise the sample have submitted a professional portfolio.

Table 14: % Portfolio Submission by Cohort

Non-Compliance

Several reasons for non-compliance have been advanced by programme participants. The data
reported have been collated by way of email, telephone correspondences and face to face
interaction.
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Table 15 - Stated Reasons for Non-Compliance

Change of QEC

Culture Change is reciprocal

No time

No interest

Too many duties

In a multi-grade school and need administrative support

Too experienced for training

Retiring in 1 — 3 years

Didn’t they know they were required to follow through

Assessment

Of the 17 EOs in the sample, nine of the eleven who are compliant have been assessed. The

remaining two are scheduled for January. These eleven represent 64% of the number of EOs
exposed to Round 1.

Table 16: Number of EOs Assessed by Cohort and Region
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Of the 196 Principals in the sample, 76 of the 107 who are compliant have been assessed. The
remaining 31have been scheduled. The compliant principals represent 54% of the number of
principals exposed to Round 1.

Table 17: Number of Principals Assessed by Cohort and Region

Competence Ratings Awarded

Of the 85 participants assessed, 49 (23%) performed creditably whilst 16% (36) did not meet
minimum performance standards.

Table 18: Competence Ratings Awarded by Cohort
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The performance mean for each cohort was 2.8; 2.5; and 3.1 for Cohorts 1, 2 and 3 respectively.
Given the makeup of each cohort, it is no surprise that the performance mean was highest
among newly appointed Principals [Cohort 3] versus those in inspected underperforming
schools [Cohort 2] and a heterogeneous group of Principals [Cohort 1].

Table 19: Performance Mean by Cohort and Post

The performance mean for each region and post indicates that the Principals outperformed EOs.
Region 3 is the only region in which both EOs were compliant and whose performance was
deemed to meet and or exceed expectation. A closer analysis reveals that the strongest
performance came from Regions 1, 4, 5 and 6.

Table 20: Performance Mean by Region and Post
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The performance of Primary and Junior High as well as All-Age school Principals lagged behind
that of their counterparts in other school types. It must be noted however that the mean for
Primary Schools would have been higher except for the presence of a large number of multi-
grade school principals whose score negatively impacted the category.

Table 21: Performance Mean by Region and School Type

Modules

Financial Management and Quality Educational Leadership were most pursued by EOs and
Principals.

Table 22: Most Pursued Modules

Financial Management in Schools

Quality Educational Leadership

Preparation for the New School Year

Towards a Service Oriented School

Human Resource Management

School Planning and Data Management

Roles and Responsibilities of the Principal

oO|lw|lw| U v |o | N |

Improving Education for Boys
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CONCLUSIONS
Summary of Key Findings

LDAP submission rates among cohorts are higher than implementation rates;
Compliance of EOs was 10% higher than Principals (65% and 55% respectively);
Almost half of the participants in the sample are non-compliant for several reasons. An
inability to manage and integrate activities into their regular responsibilities (38 of 77
responses) as well their not having an interest (19 of 77 responses) were the most
frequently occurring reasons;
Qualitative data emerging from observation and assessment teams suggest that the low
competency rates among EOs and Principals may be attributed to a(n):

0 poor conceptual understanding of their roles;

0 absence of a systems approach to the execution of their duties in the QECs and

schools;

0 inability to transition from knowledge to competency based performance;

0 absence of orientation and mentoring;

0 lack of evidentiary support.
Performance mean for Principals was 1.9. On the other hand, performance mean for EOs
was 1.4;
Performance of experienced EOs was stronger than newly appointed ones;
The performance of female leaders appeared to be stronger in all regions with the
exception of Regions 1 and 6;
The performance of Principals of Primary and Junior High as well as All-Age Schools is
below expectation;
Several of the schools deemed to be underperforming and in need of immediate support
have non-compliant or principals that received low competence ratings;
Given the frequency of the modules (School Financial Management and Quality
Educational Leadership) selected, it would appear that there is greatest need for training
and support in these areas; and
Of note is the fact that across all regions, the performance means of system and school
leaders in the programme tended to mirror student performance data;

Implications

Whereas

planning is a need that can be addressed through training, reflection, self-assessment and
implementation are the missing links which the system must address;

in most cases, leaders in theory know what standards of performance are expected, the
deficits lie in their ability to convert said standards into strategic outputs;

the sector has been emphasising performance, equal emphasis is required for mind-set
and behaviour change which needs to be institutionalised;

29
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the presence of several school types across the system poses a number of challenges for
system leadership;

the MoE is unable to hold to account non-compliant or underperforming principals, an
appropriate regulatory framework is needed; and

there is a gap between system and school leadership, the technical competencies needed
to drive school improvement are underserved.

Recommendations

Given NCEL’s mandate to develop excellent system and school leaders, several of the issues
identified and subsequently reported on have either been incorporated into its approach to
content design and delivery for all categories of leadership. The impact of training would be
significantly enhanced if the appropriate measures and systems are in place. As a consequence
therefore, in response to the aforementioned implications, NCEL hereby proposes that it will:

l

research the issue of male leadership in education as the data indicate that the
performance mean of female leaders at least twice of that of the males;

commission a study of the impact the training has had on the schools’ ability to improve
institutional performance;

align its Coaching Programme now being designed to support the EPTP;

introduce a Principals’ Club as a medium to raise the profile of Principalship and reward
its membership which shall be conferred upon merit;

support an explicit strategy developed to focus on multi-grade schools;

reintroduce the orientation programme for new EOs with a strong focus on performance
based management;

Additionally, NCEL also recommends that (the):

~

Regional Directors become accountable for the performance and professional
development of Education Officers and Principals;

DSS at the regional level provide mentorship to male principals;

Profile of the EO be revisited to include school leadership experience and that increments
as well as promotion be linked to certification based on demonstrative competence;
Profile of the Principal be reviewed and that performance appraisal instruments be
competency based and aligned with performance indicators;

Career pathways for principalship be introduced;

DSS follows through with using the TAR to inform the appointment process for
Principals;

Legal and policy framework being designed makes explicit provisions for and linkages
between and among professional development of system and school leaders;
performance and accountability;

Required accountability measures be implemented; and

College be adequately staffed to expand its training portfolio to the remaining system and
school leaders.
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APPENDICES

Appendix 1 - Assessment Instrument

Leadership Development Action Plan

SECTION A. Demographics

Date of submission of LDAP:

Date of assessment:

Assessor(s):

PARTICIPANT

A Principal

A Education Officer

Name:

Name:

School:

Region:

Address:

Address:

Contact numbers:

Contact numbers:

AREAS OF FOCUS

A Financial Management in Schools

A Roles and Responsibilities of the Principal

A Human Resource Management

A School Planning and Data Management

A Preparation for the New School Year

A Towards a Service Oriented School

A Quality Educational Leadership

A Improving Education for Boys

SECTION B. Compliance to the requirements of the plan
Compliance refers to the candidate’s completing of the LDAP to the specific requirements

outlined by NCEL.

Metrics / Observables:

A Leadership Development Action Plan
A Records of submission date(s)

A. COMPLIANCE

Comments

All tasks completed

Format adhered to

Review of

Portfolios

Cover sheet

School Address

Date

Name of Principal

Table of contents
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A brief profile of the Principal/EO

Brief overview of the school/QEC

Timely submission of LDAP

Timely Completion of tasks in plan

Evidence of the strategies
implemented
 Evidence presented to validate
outcomes
Comments:

Rating
Judgement: A Exceeds A Meets A Below A Well below
(TICK) Expectation expectation expectation expectation

Relevance and innovation
How effectively does the principal/EO conceptualise and demonstrate his understanding of
the agreed tasks?

Metrics / Observables:

A Leadership Development Action Plan

A Observation

A Interviews with key school personnel

A Documents such as minutes of meetings, school calendar, financial records, etc.
B. RELEVANCE and INNOVATION Y N Comments
Area of focus

i Goals outlined for each area of focus

I SMART obijectives aligned to each topic

Communication with stakeholders and partners

1 Implementation of strategies as planned

I Effective monitoring of plan

I Documentation of processes and outcomes

Comments:

Rating

Judgement: A Exceeds A Meets A Below A Well below
(TICK) expectation expectation expectation expectation

Impact

How effectively did the activities achieve the desired objectives?
- Effectiveness of the strategies outlined in the LDAP

- Impact on standards

Metrics / Observables:
A Leadership Development Action Plan
A Observation
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A Interviews with key school personnel
A Documents such as minutes of meetings, school calendar, financial records, etc.
A School policy documents

Cl. IMPACT
Were the goals from the modules achieved?

I Were there any improvements in the Principal/EQ’s skills in the following areas:

Financial Management in Schools

Human Resource Management

Preparation for the New School Year

Quality Educational Leadership

Roles and Responsibilities of the Principal

School Planning and Data Management

Towards a Service Oriented School

H. Improving Education for Boys

C2. IMPACT
What were the impacts of the strategies implemented?

 Was there any meaningful improvement in the effectiveness or efficiency of
the school’s operations?

0 Was there increased accountability?

0 Were there positive adjustments in the school’s culture or ethos?

0 Were there any new or improved policies or procedures established?

0 Were there improvements to the document management systems?

0 Was there any improvement in the use of data?

9 Was there any improvement in student outputs? (where applicable)

0 Students’ social awareness or development

0 Students’ attendance and punctuality

0 Students’ behaviour and attitudes

0 Academic performance

e Was there any improvement in teacher outputs?

0 Teachers’ Attendance and punctuality

0 Teachers’ behaviour and attitudes

0 Teacher performance (use of resources, methodology, lesson
planning, team work, etc.)

I Was there any impact on parental awareness or involvement?

 Has attendance to PTA meetings improved?

I Have more parents attempted to/made actual contact with the
school/teachers?

9 Has there been greater parental involvement in school activities?

Are there any improvements to the support given to the students by
their parents?

Comments:

Rating

Judgement: A Exceeds A Meets A Below
(TICK) expectation expectation expectation

A Well below
expectation




Methodology

Select the sources of the evidence used to assist in the assessment process and list the persons interviewed,
documents reviewed and observations made during the process.
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A PERSONS
INTERVIEWED

A DOCUMENTS
REVIEWED

A OBSERVATIONS

SUMMARY OF ASSESSMENT

AREAS OF FOCUS

A Financial Management in schools

NOTE: Competence must be demonstrated in at least 4 areas
to be deemed “meets expectation” overall

A Human Resource Management

A Preparation for the New School Year

Select the box which best represents the performance of the
candidate after reviewing all the evidence collected

A Quality Education Leadership

A Meets
expectation

A Exceeds

A Roles and responsibilities of the Principal

expectation

A School planning and data management

A Well below
expectation

A Below
expectation

OVERALL RATING

A Towards a service oriented school

A Improving education for boys

AVERAGE

Falls well below
expectation(s)

Below
expectation(s)

Meets
expectation(s)

Exceeds expectations(s)

Limited knowledge base
for the indicator

Few skills noted

Approach to the area is not
strategic
Few or negative results

Strategies not
implemented or have no
impact on student
achievement, teacher
growth or school culture

Little outside involvement
in decision-making and
problem solving

Limited development of
others’ leadership capacity
in this area

Needs to extend knowledge of
best practices for the indicator

Limitations in skills as
demonstrated

Strategy applied is ineffective or
has gaps

Few strategies implemented.
Limited positive results in terms
of student achievement,
teacher growth or school
culture

Rarely includes others in
decision-making and problem
solving

Leadership capacity is
sometimes developed in others

Sound knowledge of research and
best practices for the indicator

Strategic professional practice

Skills are of good standard and are
often demonstrated

Strategies employed are meaningful
and result in positive outcomes and
impact on student achievement,
teacher growth and/or school culture

Inclusive approach is effectively used
in decision-making and problem
solving to inform and/or gain the

support of many stakeholders

Leadership capacity has been
significantly developed in others

Wide and deep knowledge of
the research/best practices in
the indicator

Professional practice could
serve as a model for others

Leadership/skills in this area has
a direct, positive and lasting
impact on student achievement,
teacher growth or school
culture

Key stakeholders are able to
explain the process by which
decisions are made or problems
are solved as a result of their
inclusion in the process

The skills and knowledge have
been well-developed in other
team members so that they can
demonstrate this with

proficiency

Areas for further consideration
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Ethical issues (if any)

Assessors’ Signatures

Name: Signature:

Name: Signature:

For Official Use Only
Received by: Date:
Reviewed by:

Signature:

Recommendation:A Repeat Round One A Move on to Round Two

NCEL EVIDENCE RECORDING FORM

Appendix 2 - TrainingAssessment Report

Candidate: Assessor initials :

Type of evidence: A Document review A Interview A Discussion A Observation A Other

Interviewee: Document: Time:

Context:

Evidence:

Summary:

A Well below
expectation

Judgement: | . " ) " .
& A Exceeds expectation A Meets expectation A Below expectation




NCEL/EPTP/C1-3

Date of Training: Date of Assessment:

Assessors:

CANDIDATE DETAILS

A Principal A Education Officer

Contact numbers: Contact numbers:

AREAS OF FOCUS

A Financial Management in Schools A Roles and Responsibilities of the Principal

A Human Resource Management A School Planning and Data Management

A Preparation for the New School Year A Towards a Service Oriented School

A Quality Educational Leadership A Improving Education for Boys

OVERALL RATING FOR CANDIDATE:

A Well below

A Exceeds expectation A Meets expectation A Below expectation .
expectation
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SUMMARY OF FINDINGS

AREAS OF FOCUS

Rating
(1-4)

A Financial Management in schools

A Human Resource Management

A Preparation for the New School Year

A Quality Educational Leadership

A Roles and Responsibilities of the Principal

A School Planning and Data Management

A Towards a Service Oriented School

A Improving Education for Boys

AVERAGE

1

2

OVERALL RATING

Instructions:

Select the box which best represents the performance of the
candidate after reviewing all the evidence collected

A Meets
expectation

A Exceeds
expectation

A Well below
expectation

A Below
expectation

3

4

Falls well below
expectation(s)

Below
expectation(s)

Meets
expectation(s)

Exceeds
expectation(s)

No knowledge base for the area

Only a few skills noted

Approach to the area is not
strategic
Few or negative results

Strategies not implemented or
have minimal impact on
student achievement, teacher
growth or school culture

Little stakeholder involvement
in decision-making and problem
solving

Limited development of others’
leadership capacity in this area

Limited knowledge of
best practices for the
area

Limitations in skills as
demonstrated

Strategy applied is
ineffective or has gaps

Few strategies
implemented.
Limited positive results
in terms of student
achievement, teacher
growth or school
culture

Rarely includes others
in decision-making and
problem solving

Leadership capacity is
sometimes developed
in others

Sound knowledge of research
and best practices for the are

Strategic professional practice

Skills are of good standard and
are often demonstrated

Strategies employed are
meaningful and result in
positive outcomes and impact
on student achievement,
teacher growth and/or school
culture

Inclusive approach is effectively
used in decision-making and
problem solving to inform
and/or gain the support of
some stakeholders

Leadership capacity has been
significantly developed in
others

Demonstrates in-depth
knowledge of the research/best
practices in the area

Professional practice is well
developed and could serve as a
model for others in the field

Leadership skills in this area
have the potential for a direct,
positive and lasting impact on

almost all the relevant
stakeholders. For example, in
the areas of student
achievement, teacher growth
and/or school culture

Most key stakeholders are able
to explain the process by which
decisions are made or problems
are solved as a result of their
inclusion in the process

The skills and knowledge have
also been well-developed in
other team members so that

they can demonstrate this with

proficiency
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Section A.
COMPLIANCE

Was the Leadership Development Portfolio done to the required standards?

Was there sufficient evidence presented in the plan to prove completion of the Action Pan?

Rating:

A Exceeds expectation
A Meets expectation
A Below expectation

A Well below expectation

Summary:

Section B

Innovation and Relevance
How effectively did the Principal/Education Officer conceptualise the task?
How well did the Principal/EO demonstrate understanding of the agreed tasks?
How effectively was the plan executed and monitored?
To what degree was there documentation of the process?

Rating:

A Exceeds expectation
A Meets expectation
A Below expectation

A Well below expectation

Summary:

Section C

Impact
To what degree was there improvement in the targeted areas?

Were the goals of the Leadership Development Action Plan (LDAP) achieved?
What were the other impacts of the implementation of the LDAP? (Focus on school
operations, relationships with stakeholders, students’ development and/or teacher

development and performance)

Rating:

A Exceeds expectation
A Meets expectation
A Below expectation

A Well below expectation

Summary

Ethical Issues:

Areas for further consideration:




