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ABSTRACT

L.D. No.: 5229935
Key Words: PROFESSIONAL DEVELOPMENT, CATHOLIC SCHOOLS,
TEACHER LEADERS
Name: MONTHOL PRATHUMARACH
Dissertation Title: A PROFESSIONAL DEVELOPMENT MODEL FOR
TEACHER LEADERS OF CATHOLIC SCHOOLS IN THAILAND
Dissertation Advisor: DR. WIPA MHUNPIEW

This study aimed to (1) explore the System of Catholic School in Thailand, (2) to
identify the current situation of the professional development of Catholic schools in
Thailand, (3) to identify the expectation situation of the professional development of
Catholic schools in Thailand, and (4) to develop a professional development model
for teacher leaders of Catholic schools in Thailand. The qualitative and quantitative
methods were applied during the study which content analysis, questionnaire, and
focus group were taken place in order to find out the system of Catholic schools,
current and expectation situation of professional development in Catholic schools, in
order to develop the model for teacher leaders later on.

The participants of the study were 392 teachers from the representative of
Catholic schools in Thailand. The Content Analysis, Frequency, Percentile, Mean and
the Gap Analysis have been used in the research processes in order to find out the
priority of improvement. A professional development model for teacher leaders was
conducted under the philosophy, vision and mission, goals of Catholic schools with
the factors of Transformational leadership and the six factors of professional
development situations from the findings of the study namely: factor 1- resources,
factor 2 - individual development, factor 3 - teamwork, factor 4 - teacher training,
factor 5 - working environment, and factor 6 - teaching and learning. The benefits of
the model are stressed for school leader in planning on professional leadership and
help promote students” achievement. As the Catholic schools have the teacher leaders
with the high quality in teaching and learning, they can provide the good quality of
teaching, students gained more knowledge and experience in what is expected from
the curriculum. Then, the achievements of students are the final outcomes of the
professional development model. There might take some period of time in order to
fulfill the complete model. In between the processes of running on the activities or
services, the management strategy and the treatment must be concerned.
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CHAPTER I

INTRODUCTION

The Thailand Educational context is currently joined in the periods of the 21%
Century and the ASEAN community. As the country ourselves, Thailand has been under
the period of educational reform according to the Thailand Educational Act B.E. 2542.
The time frame of first reform was counted from the year B.E. 2542-2551 and the second
decade is between B.E. 2552-2561. All educators and administrators have been called by
the Office of Educational Council (2009) for the best ideas and best practices in order to
set up the national education vision, goal, and strategy. Thus, the vision of the reform
shows “quality of a lifelong learning reach to all Thai citizen”, in the meantime, the goal is
set as (1) to develop the quality and content in education, (2) to create the learner’s
opportunity and the chance, (3) the collaboration of all parts of society in order to help
promote for the educational management. The conceptual idea is focused on the quality of
new generation of citizens, quality of the new type of teachers, quality learning
organjzation and educational institutions, and quality of administration bodies. The world,
in the era of globalization, has significantly changed specifically in all regions, in the
social, cultural, economic, political, and educational aspects due to the diffusion of
information and the different aspects of knowledge which link all countries around the
world together through the fast and effective use of modern information technology, in the
field of social communications, trade, services, currency, news information, and culture.
In addition, travel and transportation has been made more accessible and convenient to
man. Thailand has been influenced and affected by the current trends of globalization like
other developed countries. Globalization is a phenomenon that disintegrates time and

space limitations in all dimensions and eventually links every border that geographically



divides one nation to another. Barriers that had blocked the way of interaction between
countries are reduced, allowing an easy access beyond the limits of its geographical
borders. Due to these circumstances, Thailand has made exceptional changes in the
present and hopefully in the future with which if Thailand better accepts these changes, it
will be able to prevent problems that come with the current globalization. Thailand can
develop competitively with the rest of the world. But on the other hand, it could be left
behind if it fails to heed the call for global awareness. Consequently, problems will
continuously arise such as underdevelopment, moral and ethical problems, political
violence, environmental challenges, etc. and may forfeit its own benefits. Therefore,
Thailand needs to stimulate and speed up its development in all aspects to be able to move
towards globalization. The most important element that enhances national development is
human resources, and a body of knowledge necessary to develop a country in which the
main role is to participate in education management to accelerate improvement of the
necessary thinking skills, professional skills, ability to solve individual and social
problems, to be able to guarantee the changes that may arise (Office of The Education
Council, 2007).

The reasons mentioned above are the ones that should prompt Thailand and its
constituents adapt to current changes and intellectual revolution scheme and new values
system of the Thai society that gives priority to the participation of all sectors. Hence, it is
a society that is committed to “people centered development” and employ economy as a
tool to help improve people’s lives and better their quality of life, as well as modify the
way the development is split into integral organization to contribute equality between
economic, social, and environmental development according to the National Economic
and Social Development Plan Chapter 9 (2002-2006). It adheres to the King’s

“Philosophy of Sufficiency Economy” a philosophy which should be applied in the



administration and development of the country. National Economic and Social
Development Plan Chapter 10 (2007-2011), Thailand still has to face with major changes
in many contexts which could be both opportunities and constraints in its development.
Therefore, there is a need to prepare the people and systems that can adapt with changes in
the future and fully grasp the benefits of globalization and create immunity for all sectors
according to the philosophy of Sufficiency Economy

The Thai people need to grasp and envision changes that will happen in the future.
They should have good quality of life because being of good quality is a valuable resource
of the nation and is indeed acceptable. Education is an important tool in developing a
country. Any country with a population of high literacy has better opportunities of
development and has higher chances to succeed iﬁ the future. Looking back to the past
and the current over-all image, Thailand’s educational system has failed to respond fto
deveiopments in terms of international standards. There is, therefore, a need for major
strategies for change such as education reform to enhance people’s attitude toward
education. This strategy should bring about a desire to learn in the four corners of the
classroom in a delightful atmosphere, with wisdom, intellect, the ability to solve problems
and correct judgment of what is best for themselves and society (Dharma, 1998).
Education reform is a very important mission for the future of Thailand because it is an
essential avenue that will allow major changes to unfold. Eventually, education
management takes a pivotal shift in administration to make learning more systematic and
proficient. It gives opportunities for those who gain and loss a better role in the education
process. National Education Act 1999 and Amendment Act Chapter 2, 2002 Section 7,
This regulation for teachers, university professors, and staff allows the creation of teacher

organization and the revocation of professional license including the regulations in



compliance with standards and professional ethics (Office of the National
Education ,2002).

As per education management in the basic 12% year level which is lower than the
Bachelor’s degree which the Office of the Basic Education Committee is responsible,
private schools are considered field of education. Education management is characterized
depending on the operation of the school. Quality students and citizens are the result of
the quality of the school education system. Other than the school administrators who are
responsible for the quality of education of students are the teachers. They are part of the
implementation of school policy and curriculum, to be able to deliver an educational
organization which moves toward a revolution which is credible alongside the school

executive,

Statement of the Problem
The Catholic schools in Thailand began through the proclamation of Christianity
specifically the Roman Catholic faith, by the missionaries during the Ayutthaya period.
Due to these beginnings of Catholic schools, the spread of Christianity has become the
mission and philosophy of Christian Education. The administrative organization and
management structure of the school in a Catholic school are different from the common
educational institution. Catholic education aims to develop human beings in all
dimensions, physical and spiritual, intellectual, emotional, and social. Based on the
teaching of Christ, it should promote the dignity of all human beings, giving witness to
love, service and charity.
To comply with the statutes of the National Education Act, series of 1999,
amended in 2002, Section 15, Catholic education emphasizes three forms of education and

the transfer of credits which the learner has accumulated within the same or different



forms even if the result of the learning is from the same school or not including education
outside the formal system. The education outside the formal system could be vocational
training courses or work experience. Section 22 reiterates that the learner is capable of
acquiring knowledge and skills himself and therefore is deemed equally important. The
learning process should encourage students to develop according to their potentials and
nature. From the guidelines of the National Education Act, Catholic schools should focus
on the holistic development of the learner. Individual learning is a kind of learning that is
according to the learner’s potentials and capabilities. It composes a learning evaluation
that is congruent with the current assessment system which is an evaluation of the basic
capabilities of the learner. The new trends of globalization bring about new sources of
knowledge, particularly information technology or the internet which everyone can have
access and gain instantly knowledge of various discipline. Furthermore, the government
has a policy that stimulate new and constant source of learning which gives participants a
wide variety of resources and the measurement and evaluation consistency. Evaluation
must be based on actual capabilities of the learner. In the future, learning in the classroom
will gradually lessen because every learner has the potential to learn in a wide range of
learning process. Measurement and evaluation of students will need to have criteria to
measure the potential of each learner. Therefore, Catholic schools should prepare and
develop teachers and staff for the future of Christian education. Catholic schools ought to
develop teachers to animate learners using disparate learning strategies.

Considering these contextual changes particularly the National Education Act of
1999 and the amended Chapter 2 series of 2002, the trend of Catholic education has
increasingly become diverse and effective. Teacher development is an exceptional
opportunity for Catholic schools to enact explicitly the philosophy of Catholic Education.

Catholic institutions should strive to create a teacher-development plan that is clear and



achievable. All these changes could be used to compete in the development of education
according to the Catholic education philosophy.

Nowadays, education has been a topic of nation during the past two decades.
Political, social, and educational reform have noted the impact of schools as one vehicle in
bringing about improvement of society for the benefit of all citizens, which is the aim of
all noble reform. Any reform movement cannot begin to consider itself successful, or
be recognized, unless it includes the teacher. In reality, any reform effort has to go
through the teacher who will ultimately determine what is introduced, attempted, and
included in the classroom experience. Teacher, what happens in the classroom, and
activities that help facilitate learning are major influences in students achievement.
The teacher is at the center of what takes place in the classroom. The teacher is responsible
for creating a student-centered, stimulating, and developmentally appreciate learning
environment. As teachers are the architects of the classroom, professional teacher
development and teacher education are the architects of the teacher. Professional
development prepares the teacher to be an active force in improving student achievement.
Professional development must include the teacher in all phases of its advancement. This
is precisely the reason why this research and study was taken to be able to develop the
quality of the school system and the professional development model for teacher

leaders of catholic schools in Thailand.

Research Questions
1. What is the system of Catholic school in Thailand?
2. What is the current situation of the professional development of catholic schools

in Thailand?



3. What is the expectation situation of the professional development of catholic
schools in Thailand?
4. What is the model of professional development that can be use in the

system of catholic school in Thailand ?

Research Objectives
1. To explore the system of Catholic school in Thailand.
2. To identify the current situation of the professional development of catholic
schools in Thailand.
3. To identify the expectation situation of the professional development of catholic
schools in Thailand.
4. To develop the professional development model for teacher leaders of catholic

schools in Thailand.

Theoretical Framework

This study considers the transformational leadership theory as theoretical
framework.

According to Burns (1978), transformational leadership is the process whereby a
person engage with others and creates a connection that raises the level of motivation
and morality in both the leader and the follower. This type of leaderis attentive to
the needs and motives of follower and tries to help follower reach their fullest
potential. This theory emphasizes the importance of leaders® inspiring subordinates’
admiration, dedication, and unquestioned loyalty through articulation a clear and
compelling vision. The transformational leadership theory focuses on development

mutual trust, fostering the leadership abilities of others, and setting goals that go beyond



the short-term needs of the work group. Bass (1985), transformational leadership
motivates followers to do more than expected by raising followers’ levels of
consciousness about the importance and value of specified and idealized goals, getting
followers to transcend their own self-interest for the sake of the team or organization , and
moving followers to address higher-level needs. Transformational Ieadership is grounded
in moral foundations that are based on four aspects of effective leadership, which include
idealized influence, inspirational motivation, intellectual stimulation, and individualized
consideration. A leader who exhibits these qualities will inspire subordinates to be high

achievers and put the long-term interest of the organization ahead.

Transformational Leadership Factors

Factor I: Idealized Influence, act as strong role models for followers, have very high
standards of moral and ethical conduct and can be counted on to do the right thing, be
deeply respected by followers, and provide followers with a vision and a sense
mission.

Factor II: Inspirational Motivation, communicates high expectations to followers,
inspiring them through motivation to become committed to and a part of the shared vision
in the organization.

Facior HI: Intellectual Stimulation, leader stimulates followers to be creative and
innovative and to challenge their own beliefs and values as well as the leader and the
organization.

Factor IV: Individualized Consideration, provide a supportive a climate, acts as coaches

and advisers, and use delegation to help followers grow through personal challenges.



Conceptual Framework
Figure 1: Conceptual Framework of a Professional Development Model for Teacher

Leaders of Catholic Schools in Thailand

Catholic Perspective: Professional
e Context Catholic Schools in
Thailand (Catholic Education

Development

in Thailand, August 2010 — Model for
July 2011) Teach
Leadership Theories cacher
¢ Transformational Ouest Focus Leaders of
Leadership theo » Questionnaire > .
(Bass, 1985) Grovp Catholic
Professional Development Schools in

¢ Continuing Professional
Development: CPD
(Eariey and Bubb, 2004)

Thailand

Teacher Leadership

Definitions of Terms

Catholic Schools in Thailand: schools within the jurisdiction of a diocese which
administrator is a priest or religious and under the supervision of the Office of
the Private Education Committee of the Ministry of Education.

Professional Development: the process of individual and school improvement expecting
to raise the higher achievement of students. The process included initial teacher
training and training opportunities throughout a professional career.

Professtonal Development Model: the process of teacher professional development in
Catholic schools in Thailand.

Teacher Leaders: the teacher whose main duty is to teach and the supply teacher whose

duty is to assist in the various departments of Catholic schools in Thailand.
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Scope of the Study

This research is to study Catholic School with Basic Education (Kindergarten 1 —
Secondary 6) in Thailand. The sample of study based on the criteria in selecting only
schools with 250 teachers as minimum to represent to the research population. While the
study focuses on the professional development on teacher training and training
opportunities throughout a professional career. Moreover, the study will be conducted in
the academic year 2011.

Limitations

The limitation of the study was found during the process of data collection. As the
questionnaires ware distributed between November and December 2011, many areas in
Thailand were inundated including the sample schools at that time. The researcher was
unable to contact and collect the data from 11 schools. The researcher designed to add up
the number of participants of each school from 20 teachers to 50 teachers. Unfortunately,
the participants of the study were 392 teachers which were more than sample size
expected of 379 teachers.

Significance of the Study

I. The Catholic school administrators in Thailand can benefit the professional
development model in developing personnel in the teaching profession.

2. Students can benefit from the knowledge gained from teachers through the
development according to the process of Catholic schools in Thailand.

3. The research tools of this study can be applied into the future research.

4. The professional development model helps promote teacher leaders in Catholic
schools in Thailand to improve the way of teaching and learning that elevated the student

results.



CHAPTERII

REVIEW OF RELATED LITERATURE

This chapter presents the review of related literature. As the objectives of the study
are 1) to explore the system of Catholic school in Thailand, 2) to identify the current
situation of the professional development of Catholic schools in Thailand, 3) to identify the
expectation situation of the professional development of Catholic schools in Thailand, and
4) to develop the professional development model for teacher leaders of Catholic schools in
Thailand. Thus, the contents related to Catholic schools in Thailand, leadership theories
such as Transformational leadership, Authentic leadership, and professional development
are reviewed. This chapter is divided into three parts as the following.

Part I Overviews of Catholic Schools in Thailand
Part II Leadership Theories

Part III Research related

Part I Overviews of Catholic Schools in Thailand

History of Catholic Education in Thailand

Catholic schools in Thailand started during the Ayutthaya era under King Narai the
great in the year 1660. French missionaries affiliated with the Foreign Missions of Paris
received a royal permission to propagate the Catholic faith and were provided
accommodation. The missionaries were allowed to build a church, a rectory, and a school.
In the year 1665, the first Catholic school in Thailand named General College, started its
operations. It was founded by His Excellency Bishop Lambert de la Mottle, It was an

exclusive school for boys teaching academics and ethics. From then on, the missionaries
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started building schools in the provinces, and in 1674, they built the first Catholic school in
Bangkok.

During the Rattanakosin era, another group of French missionaries arrived to open
the first, modern Catholic school, the Assumption College founded by Fr. Colombet in the
year 1885. From that time on, religious from different Catholic congregations dedicated to
Catholic education opened Catholic schools in the country at an increasing rate. Every
school has its own curriculum. The missionary schools taught in either English or French as
medium of instruction until the Ministry of Education announced the use of a single
curriculum. But the ideal of Catholic education is the integral development of the human
person, the physical, intellectual, emotional, and spiritual development according to the
one’s capabilities and potentials. Currently there are 291 Catholic schools in Thailand that

offer basic education. (Catholic Educational Association of Thailand, 2010)

Category of Catholic Schools in Thailand

The Catholic schools in Thailand are divided into three categories based on the
characteristics of the person responsible for the establishment and operations. Nilawan
Saejiw (2003) namely;

1. Diocesan schools are schools located within the jurisdiction of the diocese
managed by diocesan priests or religious congregations under the pastoral care of the

bishop of every diocese. At present, it is currently divided into 10 dioceses as follow:

Archdiocese of Bangkok
The first diocese in Thailand was the Apostolic Vicariate of Siam established at
Ayutthaya on the 4™ of June 1669. It was the first diocese of the international dioceses of

Paris. The diocese is responsible for 11 provinces namely, Bangkok, Nakon Pathom,
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Nonthaburi, Chachoengsao (some parts) Nakon Nayok (Banna village only), Suparnburi,
Samut Prakan, Ayutthaya, and Angthong. There are 119 Catholic schools, 35 of them
belong to the Archdiocese of Bangkok, 29 schools are run by religious congregations, and
55 schools are run by Catholic laity. There are 210,917 students and 13,205 teachers and
lay personnel.

The archdiocese of Bangkok has education management policy “that all parish
church should have a school of its own at least the basic education level” and “all the
priests in the archdiocese should give full support to educational activities” so that
education is a clear manifestation of the propagation of faith of the archdiocese.

Furthermore, the philosophy of education of the diocese is a ;eminder that GOD is
the primary source of goodness and life, and the ultimate goal of life. The fruit of our
labours is LOVE and God has given us the divine law, love of man. This law motivates so
that everything has value and vigor. SERVICE is an instrument of love which manifests
sacrifice and sharing. Jesus Christ is the ultimate and best exemplary of life. The seed of

teachings of God will bear fruit abundantly and becomes a precious gift to humanity.

Diocese of Tharae-Nongsaeng

The propagation of faith in the northeast region started in the year 1881originally
called the Diocese of Laos which sprang out from the Diocese of Bangkok in the 1899.
Nakhon Panom was the centre of the missionary work which covered the northeastern
region and Laos. It covered specifically Wiangkuk village, the northern most part until |
Jampasak in the southern most parts, and from parts of Chiangwang in the eastern part until
Nakhon Ratchasima in the west. Later, in 1936, the district of Wiangjan and Luangprabang

separated as two different dioceses.
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On 21 December 1950, the title Diocese of Laos or Nongsaeng was changed to the
“Diocese of Tharae” which has 15 northeastern provinces under its jurisdiction. In March
25, 1960, it was later named as “Diocese of Tharae-Nongsaeng”. In December 18, 1965, it
received an approval to become an “Archdiocese” responsible for 4 provinces, namely,
Nakhon Panom, Kalasin, Sakhon Nakon, and Mukdahan. There are 16 Catholic schools,
10 of them belong to the archdiocese, 6 schools belong to religious congregations, but none
of the schools is owned by Catholic laity. There are 16,492 students and 717 teachers and
academic personnel.

In addition, the Archdiocese has clear image, determination, and model scheme
towards a common path:

Image: The people of God live united in faith and love. They profess and witness
the life of Jesus for the salvation of mankind.

Determination: The Archdiocese of Tharae-Nongsaeng is determined shape lives
according to the ideals of the gospels. To proclaim the gospels and witness to the life of
Jesus Christ through exemplary, gentle, humble, honest, and disciplined lives. To be united
in doing its mission in an organized and planned manner, service oriented, generous and

compassionate towards others especially the poor and the underprivileged.

Diocese of Ratchaburi

The Diocese of Ratchaburi spread out from the Archdiocese of Bangkok in 1927.
Later in the year 1930, a group of Salesian missionaries arrived in Thailand and took
responsible of the Diocese of Ratchaburi. In 1969, it was divided into two dioceses,
namely the Diocese of Ratchaburi and Diocese of Surat Thani with 4 provinces of
responsibility including Ratburi, Kanjanaburi, Samut Songkram, and Petburi. There are 23

Catholic schools, 17 of them belong to the Diocese of Ratburi, 4 of them belong to
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religious congregations and 2 schools belong to the Catholic laity. There are 35,050
students and 1,821 teachers and academic personnel.

The administrative vision, mission, and policy of the Diocese of Ratchaburi states
according to the Campus Ministry Implementation Plan and Gospel Proclamation of the
Diocese of Ratchaburi, 2011-2015;

Vision: The people of God united in love search, follow, and proclaim Jesus Christ.

Mission: The Church in Thailand is dedicated to shape lives and make them closer
to God by living the gospels and the sacraments. The church is united, collaborative, and
shares goods with each other. It seeks God’s kingdom in the context of social values. It
participates in dialogue among its people and people of other religions. It proclaims Jesus
Christ and witnesses through Christian living, love, and service especially the poor.

Philosophy: The philosophy of the Catholic schools of the Diocese of Ratchaburi is:
“Virtues lead academics to the attainment of happiness.” which means (Education
Committee of the Diocese of Ratchaburi, 2001)

1. Virtue means

1.1 Morality according to Christian ethics
1.2 Morality according to international principles
1.3 Morality according to Thai traditions
1.4 Morality should lead to academic excellence
2. Lead academic to means
2.1 Education should lead to quality according to the needs of the learner,
society, and nation
2.2 Education should lead to students’ acquisition of knowledge and virtues.
2.3 Education should lead to the attainment of knowledge, understanding,

and skills to lead moral and ethical life. Students should know how to prioritize their needs,
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possess the ability to handle life situations, do their duties and responsibilities at work, and
foster better relationship with others in the community.

3. The attainment of happiness means

3.1 The application of acquired knowledge and experiences from
educational trainings to enhance life in the physical, emotional, and intellectual aspects.
Lead good professional life with happiness.
3.2 The capacity to improve self, family, society and nation with happiness

Educational Training policy

1. Promote and develop the readiness of the person with virtues, knowledge,
capabilities, and happiness with gospel values in the Thai manner.

2. Know, support and assist personnel in the attainment of the quality of life and the
exercise of one’s duty with efficiency.

School Administration of the Diocese of Ratchaburi

The Committee on Education of the Diocese of Ratchaburi is divided into 4
administrative divisions, namely, Pastoral Care, Training, Social Affairs, and Media
Relations to comprehensively cover the needs of the diocese.  Catholic school
administration is part of the Training Division which is characterized by a kind of self
administration, mobility, and academic freedom. It is under the direction of the Committee
on Education composed of the licensee, teacher representatives, academic experts, and
alumni representatives.

Education Administration of the Committee on Education is divided into the
Jollowing:

1. The Committee on Education of the diocese administers education by training
personne! through seminars which has been part of the personnel development of the

schools from the beginning.
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2. The Youth activities department is an important office of the diocesan schools in
the formation of young people to make them completely ready for the society. The
department focuses on the young who are growing to become mature individuals. Thisis a
sensitive endeavor in leading them to the right way. The personnel department and the
personnel development are still considered an important factor because the personnel are
significant in the development of all activities to achieve effects effectively.

3. The Welfare department provides concern and importance for all personnel by
developing stability with confidence in their professional life.

4. The Campus Ministry is a department responsible for the development of the
spiritual needs of the personnel such as the moral, ethical, and spirit of goodness according
to religious beliefs of each one.

5. The Quality assurance department is focused on the policies of the Diocese of
Ratchaburi. The department makes schools in the diocese attain its standards according to
the National Education Act 1999. The Act requests that all schools should be certified as
quality schools and assessed its quality of education according to clear principles and
guidelines from the Ministry of Education.

6. The Academic Affairs department. The Committee on Education of the Diocese
of Ratchaburi is accredited by 4 provinces. Catholic schools in the diocese offer activities
where students can get authentic knowledge because all schools consider the Academic
department as the heart of education. It emphasizes quality of education through the
attainment of knowledge which is the most important principle.

Therefore, these policies of education of the Committee on Education will be
diffused to every school. These policies will then be followed-up and verified by the

committee for possible suggestions for improvement. The policies promote mutual support
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among its member schools to be able to attain quality and success in the service of

education.

Diocese of Chanthaburi

The Diocese of Chanthaburi spread out from the Archdiocese of Bangkok on the
18™ of October 1944. It was the first diocese under the pastoral care of an indigenous priest.
There were 8 provinces within its responsibility, namely, Chanthaburi, parts of
Chachoengsao, Nakhon Nayok, Chonburi, Trad, Prajinburi, Rayong, and Sra Kaew. There
are 34 Catholic schools in the diocese, 14 of them belong to the diocese, 13 belong to
religious congregations, and 7 of them are run by the laity. There are 57,262 students and
3,220 teachers and academic personnel.

The Diocese of Chanthaburi employs these guidelines in its pastoral administration
based on the following ideologies:

Education is the holistic development of the person, the physical, mental, emotional,
and social aspects for his complete well-being.

Life is the knowledge and love of goodness to achieve lasting peace and prosperity
and the co-relation between life and religious beliefs, culture and the gospels, knowledge
and morality, which is the conscience of every human being.

The slogan of the diocese is “Knowledge coupled with virtue lead to discipline™.
Knowledge coupled with virtue focuses on the attainment of its goals divided into 2
respects in the management of education which concerns the development of the students.
Students should be skilled, good, and honest. Lead to discipline emphasizes the importance
of self-discipline, responsibility towards oneself and society. It is a kind of training to

make it a notable habit and characteristic of the human person.
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Diocese of Chiang Mai

The change of government into communist socialist system of the mainland China
made the priests of the Sacred Heart of Betharam (the centre is in the south of France)
emigrate from China to Thailand to propagate the faith in the year 1951. The priests were
authorized to take charge of the district of Chiang Mai. In November 17, 1959, the district
became the Diocese of Chiang Mai with 8 provinces within its jurisdiction namely, Chiang
Mai, Chiang Rai, Phayao, Nan, Phrae, Mae Hong Son, Lampang, and Lampun. There are
14 Catholic schools in the diocese, 7 of them belong to the Diocese, 5 schools belong to
religious congregations, and 2 schools belong to the Catholic laity. There are 27,987

students and 1,955 teachers and academic personnel.

Diocese of Udon Thani

The Diocese of Udon Thani split from the Diocese of Tharae in May 7, 1953 and
was canonically erected as a Diocese in December 18, 1965. The Diocese of Udon Thani
has 5 provinces within its jurisdiction, namely, Udon Thani, Nong Khai, Khon Kaen, Nong
Bualampoo, and Loei. There are 31 Catholic schools in the diocese, 12 of them belong to
the diocese, 19 schools belong to religious congregations, and none of them belong to the
Catholic laity. There are 22,611 students and 1,124 teachers and academic personnel.

The Diocese of Udon Thani adheres to the following Catholic principles in its
pastoral care, education, and training:

1. Catholic schools are institutions where training and God’s Kingdom should be
proclaimed in a Catholic atmosphere; catechism should be taught; and where morality and
virtues according to the gospel values should instructed to the students.

a. Train administrators, teachers and personnel about values education and

the real meaning and purpose of Catholic education integrated with culture, faith and life.
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b. Integrate gospel values, morals, ethics, virtues, volunteerism, life, and
prayer in the teaching-learning process and activities with emphasis on love and service.
Students should know how to live with others, strengthen social relationships, and prefer
social rather than individual interests.

c. It is the duty of the parents and school administrators to educate and train
all Catholic students. They have to study catechism to strengthen their faith, nourish life
according to Christian ideals.

d. Provide a responsible for the pastoral care in schools, families, church,
and community which includes the knowledge and practice of religious dialogue and works
of mercy.

e. Provide training on media education, human rights, peace education, sex
education, ecology in Catholic schools.

2. Catholic schools are committed to education for the young who are waiting for

various opportunities for the future.

Diocese of Ubon Ratchathani

The Ubon Ratchani split from the Diocese of Tharae in May 7, 1953. The diocese
is responsible for 7 provinces, namely, Ubon Ratchani, Mahasarakham, Yasothorn, Roi Et,
Srisaket, Surin, and Amnatcharoen. There are 16 Catholic schools, 10 of them belong to
the diocese, 6 schools belong to religious congregations, but none of them belong to the
Catholic laity. There are 18,683 students and 990 teachers and academic personnel.

The Catholic schools of the Diocese of Ubon Ratchathani are an association of
robust institutions with clear goals. The diocese has an open and transparent
administrators’ development program. It is focused on the public well-being to respond to

the trends of globalization. The education system of the diocese is firm and consistent. It
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has its own network of educational institutions developing them to be ‘elite schools’. The
Catholic identity of the schools is strong leadership in the training, morality, ethics, student
development according to their potentials, and the attentiveness of the learner. Catholic
schools focus on the student capability to explore by choosing the subjects they are most
skilled at. They develop student capabilities as the foundation of their future career.

The education committee of the Diocese of Ubon Ratchathani (2011) employs the
following policies on education management of the diocese for the reform of education
according to the objectives of the Constitution and the National Education Act (1999) for
the development of the Thai society as a society of learning offers an equal opportunity for
learning for lifef

1. To be an institute for the catechism of Catholic students to support the Campus
Ministry program of the church according to the intentions of the pioneering missionaries.

2. To teach the sons and daughters of the nation for their holistic development both
mind and body for the benefit of the country according to religious teachings.

3. To create an atmosphere of love and unity according to the ideals of freedom and
love to prepare the students to serve the society with honesty, responsibility, and
dedication.

4. To provide the students enough opportunity to practice individual and social
responsibility, and individual maturity.

5. To nurture mutual trust and sympathy to students of different religious orientation
thus creating reciprocal friendship.

6. Teachers at Catholic schools consider training of students to become confident
and have strong beliefs in their own religion.

7. Promote national cultures which are consistent with different religions
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Looking at these policies, the Diocese of Ubon Ratchathani gives priority to
education because it is the most important factor in human development for the benefit and
progress of the nation. The management of education for all levels in the Diocese of Ubon
Ratchathani is an important factor which will make the children and the young people of
the nation develop and live in harmony and happiness in the society.

Education management of Catholic schools in the Diocese of Ubon Ratchathani:

The Catholic educational institutions of the Diocese of Ubon Ratchathani offer
programs from the Kindergarten, Primary, and Secondary education which are
administered by diocesan priests together with the Congregation of the Lovers of the Cross
of Ubon Ratchathani, Brothers of St. Gabriel, Sisters of St. Joseph under the direction of
the Education Committee of the Diocese of Ubon Ratchathani. It is commitied to the
formation of the youth, the people, and the Thai society for the progress in five aspects
namely, curriculum, personnel, physical operations, community relations, and moral

development.

Diocese of Nakhon Ratchasima

The Diocese of Nakhon Ratchasima split from the Diocese of Udon Thani in April
21, 1965. It is responsible for 3 provinces namely, Nakhon Ratchasima, Chaiyapum, and
Buriram. There are 13 Catholic schools, 10 of them belong to the diocese, 1 of them
belong to a religious congregation and 2 of them belong to the Catholic laity. There are

26,982 students and 1,152 teachers and academic personnel.

Diocese of Nakhon Sawan
The Diocese of Nakhon Sawan split from the Diocese of Bangkok in February 25,

1967. It is responsible for 13 provinces namely, Nakhon Sawan, Kamphaengpet, Chainat,
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Tak, Pichit, Pitsanulok, Petchabun, Lopburi, Singburi, Saraburi, Sukhothai, Uthaithani and
Uttaradit. There are 16 Catholic schools, 8 of them are affiliated with the diocese, 7 of
them belong to religious congregations, and 1 of them belongs to the Catholic laity. There

23,919 students and 1,292 teachers and academic personnel.

Diocese of Surat Thani

The Diocese of Surat Thani split from the Diocese of Ratchaburi in July 12, 1969.
It is responsible for 15 provinces, namely, Surat Thani, Chumporn, Krabi, Trang, Pattani,
Narathiwat, Prajuabkhirikhan, Nakhon Sri Thammarat, Pangga, Pattalung, Phuket, Ranong,
Yala, Songkhla, and Satun. There are 22 Catholic schools, 8 of them are affiliated with the
diocese, 14 of them belong to religious congregations, but none of them belong to the
Catholic laity. There are 41,418 students and 1,962 teachers and academic personnel.

2. Schools owned and managed by religious congregations, such as, St. Paul
de Chartes, Salesians, Brothers of St. Gabriel, Ursuline Sisters, Sisters of the Lovers of the
Cross of Ubon Ratchathani, etc., which are present in all 10 dioceses in Thailand. These
schools are administered by religious priests, brothers, or sisters and the operations depend
on the Superiors of each congregation.

3. Catholic schools owned and managed by the Catholic laity such as St. John’s
University, Pensamit School, Udom Witthaya School, Sarasas Pitthaya School, and others.

These 3 categories of Catholic schools are dependent on the Catholic Education
Association of Thailand under the supervision of the Office of Private Education

Commission of the Ministry of Education.
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Characteristics of Catholic Schools

Catholic schools are schools which are rooted on religion beliefs. The goal and
vision of Catholic schools is the propagation of the Catholic faith by the missionaries which
make them different from the regular schools. Lake (1983) mentioned the unique
characteristics of Catholic schools. Catholic schools adhere to a philosophy that focuses on
a teaching-learning process which aims at human development, both physical and spiritual
because the value of the human person is found in harmony and success with God who is
Call good. The duty of schools to instruct human values to everyone has its origin which
comes from Jesus Christ. God made human beings with dignity and makes human life
meaningful and is deemed the exemplar of all the students. Thanasomboon (1983)
thoughts that this characteristic corresponds of Catholic schools are uniquely characterized
as schools with an atmosphere of lively learning through the ideals of freedom and love
according to the Gospel. Catholic schools are committed to helping young people develop
their personality and at the same time train students to work for the benefit of the nation. In
addition, Catholic schools also teach students to know how to control oneself and live a
disciplined life considering self control leads to both temporal and spiritual success.

Catholic education system aims at the formation of the moral and ethical behavior
of the learner for the development of the human being and the Thai society to be able to
move forward to a sustainable progress. Therefore, Catholic administrators should lead
moral, ethical and exemplary lives. They should have strong Catholic ideals, determinatton,
and love for sacrifice. Administrators should be academically equipped although they
should adhere to the ideals of love and service. Being accepted by the local community,
society, and professional realm is another professional characteristic of a Catholic
administrator. They should have a clear educational vision, mission, and goals. The

administrator who is a priest or a religious should concentrate more on safeguarding virtues
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rather than school administration. The lay personnel in Catholic schools should possess
Catholic ideals, moral and ethical principles, self-motivated, leadership in education
reform, professional standards, and are accepted by the society. They should also have the
spiritual character of a teacher doing their job happily. They should have the academic
expertise and effectiveness in teaching. They should belong to a professional networking
where they can enhance development. Finally, they should get sufficient fringe benefits
according to their professional and social status.
Galaisaban (1996) summarized the unique identity of Catholic education according
to the Second Vatican Council.
1) The goal of Catholic Education is the integral development of the learner, the
intellectual, spiritual, emotional, social, and physical aspects.
2) Teaching religion to strengthen human conscience is the main obligation of
Catholic education.
3) Students should be trained so that they become responsible members of the
society and can overcome all forms of self-seeking behavior.
4) Catholic schools are social organizations which live the Gospel values, such as
collaboration, -ﬁ‘atemity, justice, and unify to the leaders of the Church.
5) Catholic school teachers are the most important resources in the process of

developing the students.

Catholic Educational Philosophy

The philosophy of Catholic education emphasizes the importance of values, human
dignity, human rights, freedom, and social responsibility. Education starts from birth. The
parents are considered the first teachers of the child. The child learns from their parents the

first lessons of life which is to know oneself, the things around him, life experiences, and
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the environment. He learns about others, the society, and the events that occur around him,
He learns about the society around him in the horizontal and vertical level by building good
relationships in the society and between broader societies on the basis of social
responsibility in the personal, social, temporal, and spatial dimensions which is beneficial

towards the society and the world at large.

Vision and Mission of Catholic Education

During a seminar by the Catholic Education Association of Thailand in the
academic year 2000, the vision of Catholic education was eventually formulated:
“Learning individuals, caring community towards human excellence according to
Christian principles.” A set of mission statements were also defined:

1) To create a society of learning with an atmosphere of love, truth, justice, and
peace;

2) To be a living witness of life worthy of human dignity;

3) To create a quality education using the child-centred approach;

4) To relate acquired knowledge with the local culture and wisdom with emphasis
on the meaning of daily life;

5) To offer the poor and the underprivileged access to education as they deserve;

6) To protect family life values; and

7) To promote participation between the home, church, educational institution, and
community for a quality personal development,

Catholic schools should set their goals as schools for all. They should instruct
students through the ideals of love and freedom according to their potentials so that they
learn how to serve others. Catholic schools should be a place where love for God and man

should be preached. It should be a community of love and generosity, or a family deeply
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rooted in love and sharing. Catholic schools aim to develop the behavior of the students.
Students should behave in a way where there is love, compassion, giving, and service to
others. Catholic schools should train students to have a conscience which knows how to
discern the good, bad, truth, and right and what it takes to be a Christian.

The fact that a Catholic school should achieve its goals by engaging a training
process and teacher development strategies in all dimensions, they should design a learning
process which integrates faith, culture, and life combined with morals and values in all
subject areas. Learning should be based on the Catholic beliefs and organize all forms of
volunteer activities. There should be a campus ministry program where students can enjoy
closer relationships among themselves. The condition for a successful school is, the school
is a centre for community education which allows the teachers to develop professionally.
Catholic schools should create an atmosphere of community where the ideals of love and
freedom are present, thus making a community of service and mutual responsibility a
reality.

Part II Leadership Theories
Transformational Leadership Theory

Transformational leadership theory is defined as a leadership approach that causes
change in individuals and social systems. In its ideal form, it creates valuable and positive
change in the followers with the end goal of developing followers into leaders. Enacted in
its authentic form, transformational leadership enhances the motivation, morale and
performance of followers through a variety of mechanisms. These include connecting the
follower's sense of identity and self to the mission and the collective identity of the
organization; being a role model for followers that inspires them; challenging followers to
take greater ownership for their work, and understanding the strengths and weaknesses of

followers, so the leader can align followers with tasks that optimise their performance.
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James MacGregor Burns (1978) first introduced the concept of transforming
leadership in his descriptive research on political leaders, but this term is now used in
organizational psychology as well. According to Burns, transforming leadership is a
process in which "leaders and followers help each other to advance to a higher level of
morale and motivation". Burns related to the difficulty in differentiation between
management and leadership and claimed that the differences are in characteristics and
behaviors. He established two concepts: "transforming leadership" and "transactional
leadership”. According to Burns, the transforming approach creates significant change in
the life of people and organizations. It redesigns perceptions and values, and changes
expectations and aspirations of employees. Unlike in the transactional approach, it is not
based on a "give and take" relationship, but on the leader's personality, traits and ability to
make a change through example, articulation of an energizing vision and challenging goals.
Transforming leaders are idealized in the sense that they are a moral exemplar of working
towards the benefit of the team, organization and/or community. Burns theorized that
transforming and transactional leadership were mutually exclusive styles.

Similarly, Bass (1985) identified a transformational leadership motivates followers
to do more than expected by raising followers’ levels of comsciousness about the
importance and value of specified and idealized goals, getting followers to transcend
their own self-interest for the sake of the team or organization, and moving followers
to address higher—lewfel needs. Bernard M. Bass (1985), extended the work of Burns
(1978) by explaining the psychological mechanisms that underlie transforming and
transactional leadership; Bass also used the term "transformational" instead of
"transforming."‘ Bass added to the initial concepts of Burns (1978) to help explain how
transformational leadership could be measured, as well as how it impacts follower

motivation and performance. The extent to which a leader is transformational, is measured
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first, in terms of his influence on the followers. The followers of such a leader feel trust,
admiration, loyalty and respect for the leader and because of the qualities of the
transformational leader are willing to work harder than originally expected. These
outcomes occur because the transformational leader offers followers something more than
just working for self gain; they provide followers with an inspiring mission and vision and
give them an identity. The leader transforms and motivates followers through his or her
idealized influence or charisma, intellectual stimulation and individual consideration. In
addition, this leader encourages followers to come wp with new and unique ways to
challenge the status quo and to alter the environment to support being successful. Finally,
in contrast to Burns, Bass suggested that leadership can simultaneously display both

transformational and transactional leadership.

Table 1 Leadership Factors

Transformation Transactional Laissez-faire
Leadership Leadership Leadership
Factor 1 Factor 5 Factor 7
Idealized Influence Contingent reward Laissez-faire
Charisma Constructive transaction
Factor 2 Factor 6
Inspirational Motivation Management-by-
exception Active and
passive
Corrective transaction
Factor 3
Intellectual Stimulation
Factor 4
Individualized
Consideration

Source: Northouse, P.G. (2010). Leadership: Theory and Practice. P.177
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In table 1, the model of transformational leadership and transactional leadership
incorporates seven different factors. These factors are also illustrated in the Full range of
leadership model, which is provided in table 1. A discussion of each of seven factors will
help to clarify Bass’s model. and these seven factors will be divided into three parts:
transformational leadership, transactional leadership, and the laissez-faire leadership.

Accordingly, transformational leadership is concerned with improving the
performance of followers and developing followers to their fullest potential (Avolio, 1999;
Bass & Avolio, 1990a). People who exhibit transformational leadership often have a strong
set of internal values and ideals, and influence the followers to act in ways that support the
greater good rather than their own self-interest (Kuhnert, 1994).

Transformation leadership contains four key factors or 4 I’s:

1. Idealized Influence or Charisma — the leaders who act as strong role model for
followers, and have very high standards of moral and ethical conduct and can be counted
on to do the right thing, be respected by followers, who usually place a great deal of trust,
and provide followers with a vision and a sense of mission.

2. Inspirational Motivation — the degree to which the leader articulates a vision that
is appealing and inspiring to followers. Leaders with inspirational motivation challenge
followers with high standards, communicate optimism about future goals, and provide
meaning for the task at hand. Followers need to have a strong sense of purpose if they are
to be motivated to act. Purposing and meaning provide the energy that drives a group
forward. The visionary aspects of leadership are supported by communication skills that
make the vision understandable, precise, powerful and engaging. The followers are willing
to invest more effort in their tasks, they are encouraged and optimistic about the future and
believe in their abilities.

3. Intellectual Stimulation — the degree to which the leader challenges assumptions,
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takes risks and solicits followers' ideas. Leaders with this style stimulate and encourage
creativity in their followers. They nurture and develop people who think independently. For
such a leader, learning is a value and unexpected situations are seen as opportunities to
learn. The followers ask questions, think deeply about things and figure out better ways to
execute their tasks.

4. Individualized Consideration — the degree to which the leader attends to each
follower's needs, acts as a mentor or coach to the follower and listens to the follower's
concerns and needs. The leader gives empathy and support, keeps communication open and
places challenges before the followers. This also encompasses the need for respect and
celebrates the individual contribution that each follower can make to the team. The
followers have a will and aspirations for self development and have intrinsic motivation for

their tasks.

Figure 2 The Effect of Transformation Leadership

TRANSFORMATIONAL LEADERSHIP
Ideallzed Inspirational Intellectual Individualized
+ + +
Influence Motivation Stimulation Consideration
| |
TRANSACTIONAL
LEADERSHIP
Contingent
Reward Expected . Performance
+ > Outcomes v Beyond
Management- Expectations
by-Exception

Source: Northouse, P.G. (2010). Leadership: Theory and Practice. P.180
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In figure 2, transformational leadership produces greater effects than transactional
leadership. Whereas transactional leadership results in expected outcome , transformational
leadership results in performance that goes well beyond what is expected. Lowe kroeck,
and Sivasubramaniam (1996) found that people who exhibited transformational leadership
were perceived to be more effective leaders with better work outcome than those who
exhibited only transactional leadership.

Transactional leadership differs from ftransformational leadership in that
Transactional leader does not individualize the needs of subordinates or focus on their
personal development. Transactional leaders exchange things of value with subordinates to
advance their own and their subordinates’ agendas (Kuhnert, 1994). Transactional leaders
are influential because it is in the best interest of subordinates for them to do what the
leaders want (kuhnert & Lewis, 1987).

Transactional leadership contains two key factors:

1. Contingent Reward — it is an exchange process between leaders and followers in
which effort by followers is exchanged for specified rewards. The leader tries to obtain
agreement from followers on what needs to be done and what the playoffs will be for the
people doing it.

2. Management-by-Exception — leaders involves corrective criticism, negative
feedback, and negative reinforcement. A leader using the active form of management-by-
exception watches followers closely for mistake or rule violations and then takes corrective
action, and using the passive form intervenes only after standard have not been met or
problem. However, both the active and passive management types use more negative
reinforcement patterns than the positive reinforcement pattern.

Accordingly to the model, nonleadership factors or laissez-faire diverges farther

from transactional leadership and represents behaviors that are nontransactional.
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Transactional leadership represents the absence of leadership, abdicates responsibility,
delays decisions, gives no feedback, and make little effort to help followers satisfy their

needs. It means there is no exchange with followers or attempt to help them grow.

Authentic Leadership Theory

Authentic Leadership theory focuses on whether leadership is genuine and real.
Authentic Leadership is a complex process that emphasizes the development of qualities
that help leaders to be perceived as trustworthy and believable by their followers. The
leader’s job is to learn to develop these qualities and apply them to the common goal as
they serve others.

According to Chan (2005), Authentic Leadership will consider on three viewpoints

“by:

1) Intrapersonal Perspective — authentic leadership focuses on the leader and what
goes on within the leader, and incorporates the leader’s knowledge, self-regulation, and
self-concept. Shamir and Eilam (2005) defined authentic leadership based on the leaders’
self-concepts and are related to the actions, and suggested that authentic leadership exhibit
genuine leadership, lead from conviction, and are originals, not copied.

2) Developmental Perspective — is a pattern of leader behavior that develops from
and is grounded in the leader’s positive psychological qualities and strong ethics.
Authentic Leadership is composed of four components on self-awareness, balanced
processing, and relational transparency (Avolio, Walumbwa, & Weber, 2009).

3) Interpersonal Perspective — emphasizes the authentic leadership is rational,
created by leaders and followers together (Eagly, 2005). It does not result from the leader’s
efforts alone, but also from the response of followers. Authenticity emerges from the

interactions between leaders and followers.
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Authentic Leadership identified four components, which include self-awareness,
internalized moral perspective, balanced processing, and relational transparency
(Walumbwa, et.al, 2008). Leaders develop these atiributes through lifelong process that

is often influenced by critical life events.

Figure 3 Authentic Leadership
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Source: Northouse, P.G. (2010). Leadership: Theory and Practice. P.217

1. Self-Awareness — the core values, identity, emotions, motives, and goals are
focused in this self-awareness. The leaders understand of who really are at the deepest level.
Also, being aware and trust your own feeling (Kernis, 2003). The leaders have a clear
vision and objective on what they stand for, the strong action for the decision making are
taking place as a strong anchor.

2. Internalized Moral Perspective — the internal moral standards and values use for
guiding the behavior in the same time let outside pressure to control the action. The
internalized moral perspective is stand as authentic so leaders’ action is consistent with

their expressed beliefs and morals.
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3. Balanced Processing — to understand people’ opinions before making a decision
is more benefit to the leader. According to the balanced processing, both agree and disagree
point of views and the considering of the positions of members are needed to gather before
the decision making of leaders (Kernis, 2003).

4. Relational Transparency — the sharing of core feeling, motive and inclination
between leaders and member, or between the group members themselves in appropriate
manner lead to the trust in between the group. As being open and honest, the individuals
show both positive and negative aspects of themselves to others.

Furthermore, there are other factors such as positive psychological capacities, moral
reasoning, and critical life events that influence authentic leadership.

1) Positive Psychological Capacities — attributes that have an impact on authentic
Leadership four key factors:

Confidence — having self — efficacy — the belief that one has ability to
successfully accomplish a specified task. Leaders who have confidence are more likely to
be motivated to succeed, to be persistent when obstacles arise, and to welcome a challenge
(Bandura, 1997; Luthans & Avolio, 2003).

Hope — based on willpower and goal planning, and their hope inspires
followers to trust them and believe in their goals.

Optimism — the cognitive process of viewing situation {rom a positive light
and having favorable expectations about the future. Leaders are positive about their
capabilities and the outcomes they can achieve (Covey, 1990).

Resilience — to recover from and adjust to adverse situation, and includes the
ability to positively adapt to hardships and suffering.

2) Moral Reasoning — to make ethical decisions about issues of right or wrong

and good or bad and developing the capacity is a lifelong process. Authentic leadership has
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higher levels in order to make decisions that transcend individual differences and align
individuals toward a common goal, and enables authentic leaders to use this ability to
promote justice and achieve what is right for a community.

3) Critical Life Events — can be positive events, like receiving an unexpected
promotion, having a child, or reading an important book; or they can be negative events,
like being diagnosed with cancer, getting a negative year-end evaluation, or having a loved
one die. Shamir and Eilam (2005) states that authentic leadership rests heavily on the
insights people attach to their life experiences. When leaders tell their life stories, they gain
greater self-knowledge, more clarity about who they are, and a better understanding of their
role. Luthans & Avolio (2003) identified that Critical life events also stimulate growth in
individuals and help them become stronger leaders.

However, authentic leadership has several positive features. First, it provides an
answer to people who are searching for good and sound leadership in an uncertain world.
Second, authentic leadership is prescriptive and provides and a great deal of information
about how leaders can learn to become authentic. Third, authentic leadership has an explicit
morél dimension that asserts that leaders ﬁeed to do what is ‘right’ and ‘good’ for their
followers and society. Fourth, authentic leadership is framed as a process that is developed
by leaders over time rather than as a fixed trait. Last, authentic leadership can be measured
with a theory-based instrument.

In summary, authentic leadership is a complex process that emphasizes the
development of qualities that help leaders to be perceived as trustworthy and believable by
their followers. So, the leader’s job is to learn to develop these qualities and apply them to

the common good as they serve others.
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Continuing Professional Development (CPD)

Continuing Professional development (CPD) is the means by which members of
professional associations maintain, improve their knowledge and skills and develop the
personal qualities required in their professional lives (Earley and Bubb, 2004).

CPD encompasses all formal and informal learning that enables individuals to
improve their own practice. Professional development is an aspect of personal development
and, wherever possible, the two should interact and complement each other. The former is
mainly about occupation role development, whereas personal development is about the
development of the person, often the ‘whole’ person, and it almost always involves changes
in self-awareness. Water (1998) explains that it is the development that can occur when
teacher are constructed first and foremost as people, and is predicted on the premise that
people are always much more than the roles they play.

Bolam (1993) defined CPD that any professional development activities engaged in
by teacher which enhance their knowledge and skills and enable them to consider their
attitudes and approaches to the education children, with a view to improve the quality of
the teaching and learning process. Moreover, CPD is an ongoing process building upon
initial teacher training and induction, including development and training of opportunities
throughout a carecer and concluding with preparation for retirement. At different times and
at different stages one or other may be given priority, but the totality can be referred to as
CPD. Development is about improvement, both individual and school improvement.

CPD embraced those educations, training and support activities engaged in by
teachers following their initial certification which aims to:

- add to their professional knowledge;

- improve their professional skills;

- help clarify their professional values;
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- enable students to be educated more effectively

Fbr the professional, Madden and Mitchell (1993) state that CPD can fulfill three
functions:

- updating and extending the professional’s knowledge and skills on new
developments and new areas of practice are to be ensuring continuing competence in the
current job;

- training for new responsibilities and for a changing role such as management,
budgeting, teaching and so on — developing new area of competence in preparation for a
more senior post;

- developing personal and professional effectiveness and increasing job
satisfaction — increasing competence in a wide context with benefits to both professional
and personal roles.

Day (1999) has noted that most definitions of professional development stress that
professional development consists of all natural learning experiences and those conscious
and planed activities that are intended to be of direct benefit to the individual, group or
school and which contribute, through these, to the quality of education in the classroom. Tt
is the process by which, alone and with others, teacher review, renew and extend their
commitment as change agents to the moral purposes of teaching; and by which they acquire
and develop critically the knowledge, skills, and emotional intelligence essential to good
professional thinking, planning and practice with children, young people and colleagues
through each phase of their teaching lives.

General Teaching Council or GTC(2003b) believes that there should be a personal
entitlement to professional development throughout a teacher’s career and one that is not
linked solely to school targets. Teacher need the opportunity to:

- have structured time to engage in sustained reflection and structured learning;
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- Create learning opportunities from everyday practice such as planning and
assessing for learning;

- Develop their ability to identify their own learning and development needs and
those others;

- Develop an individual learning plan;

- Have school-based learning as well as course participation, recognized for
accreditation;

- Develop self-evaluation, observation and peer review skills;

- Develop mentoring and coaching skills and their ability to offer professional
dialogue and feedbacks;

- Plan their longer-term career aspirations.

The GTC argues that teachers need CPD opportunities based on three priority

areas(Jones, 2003):

Figure 4 CPD Framework
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Source: Adjusted from Jones, 2003 as cited in Earley & Bubb, 2004, p.9
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- Individually focused — these activities should focus on a teacher’s own needs
and be identified by the individual teacher as supporting their professional development
and/or career objectives. Appropriate CPD activities might include attending courses,
mentoring, developing a new teaching activity, exchanging ideas and good practice with
colleague, and exchange visits.

- School focused — these activities should primarily be targeted at the
requirements of the school that currently employs the teacher. The CPD requirements
would be identified from the school development plan and relevant activities should largely
be undertaking during the statutory non-pupil contact day, with any additional identified
school — focused activities financed from school budgets.

- National/LEA(including diocesan authorities) focused — these CPD activities
would meet the demands of national and local initiatives. They could involve activities
organized on cross-school basis such as cluster meetings or around a national priority.

Pachler and Field (2004) state that CPD is dependent upon debate, discussion,
sharing and joint learning and therefore we must be prepared to use our context and the
people therein as a resource for our learning, but also be prepared to assist in the generation
of sharable examples to be able to the transfer and adaptation of good ideas to others.

Wood, Thompson, and Russell (1981) mention there are five stages of professional
development as the phases of Readiness, Planning, Training, Implementation, and

Maintenance. These phases are as shown as in figure 5.



Figure 5 The RPTIM Model of Professional Development
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1) Readiness stage focus on the development of climate before the staff development

activities are attempted. Activities in this stage:

assessments of group or individual motivation
proposed program

determination of leadership and support needed

establishment of goals for future program improvement

2) Planning stage — when readiness is considered to be at a high level, specific

planning activities are implemented. Activities in this stage:

1

Identify staff development needs

Examination of differences between desired and actual practices in school

Considering of participants’ learning styles, specific objectives, and the

leadership is shared among teaching and administrative personal.
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3) Training stage — the training of personal relative to the required delivery methods,
training program, and the actual staff development activities.

4) Implementation stage — of new training is put into practice and work behaviors,
then use peer collaboration to assist one another in implementing new work behavior.

3) Maintenance stage — it is the final stage in RPTIM,

- Evaluations of procedures and program outcomes

- Changes are recorded for the purpose improving future staff development
efforts

- Instructional supervision is used to monitor and support new work behavior

- Related change occur in student behavior and student achievement are assessed

through a variety of methods.

Therefore, CPD is an ongoing process of education, training learning and support
activities which is 1)taking place in eifher external or work-based setting, 2)engaged in by
qualified and educational professionals, 3)aimed mainly at promoting learning and
development of their professional knowledge, skill and values, 4)to help decide and
implement values changes in their teaching and learning behavior so that they can educate
their students more effectively thus achieving an agreed balance between individual, school
and national needs.

Stronge, Tucker and Hindman (2004) mentioned that effective teachers organize for
instruction by creating the maximum learning time and opportunities for students. Effective
teachers on the quality of organizing for instruction focuses four factors:

1. Focusing on Instruction: Instruction is the primary purpose for school. Effective
teachers know the very reason for schooling is teaching and learning. And, in their
classrooms, these educators maintain an intense focus on instruction (Peart & Campbell,

1999; Shellard & Protheroe, 2000; Walker, 1998).
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In the classroom, teachers organize for instruction in much the same way, although
their plans focus on academics (Covino & Iwanicki, 1996). In this way teachers have
preselected what must be taught and what can be used to supplement instruction.
Specifically, their efforts to organize for instruction should reflect three strategies. Namely,
instruction should be organized around important concepts and questions, reflect the
concerns of students, and be oriented toward standards-based assessments (Jackson &
Davis 2000, p. 43). Effective teachers emphasize the importance of instruction through
their beliefs, planning, and actions (Wharton-McDonald, Pressley, & Hampston, 1998).
The emphasis on instruction is a quality that overlaps with others, as it incorporates time,
expectations, and lesson planning.

2. Maximizing Instructional Time: Classrooms are busy places where teachers are
given a finite amount of time for teaching their subject(s). Effective teachers are able to
qualitatively do more with the same amount of time than their less effective counterparts
(Cruickshank & Haefele, 2001).

An important step in establishing expectations is the development of relationships
with students. Emmer, Evertson, and Anderson (1980) observed that more effective
teachers spent a greater amount of time getting to know their students on the first day of
school. These teachers sent a message to students that they were important-and the
effectiveness of this strategy has been reinforced in the subsequent research literature
(Collinson, Killeavy & Stephenson, 1999; Peart & Campbell 1999) as well as by our own
common sense. Building a solid foundation of relationships in the classroom helps to create
a collaborative and supportive environment that operates more smoothly.

Classroom routines clearly help teachers maximize learning time and may be
classified in four ways, according to Burden and Byrd (1994):

Activity routines are used to engage students in practicing specific skills.
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Activity-related routines facilitate the movement of students and smooth transitions. Instead
of telling students to report to various groups, the teacher may just announce that it is time
for writer's workshop and students know where in the classroom to go to start on their
work. Other examples include reading groups, science labs, and physical education warm
up exercises.

Instructional routines relate to the procedures used with particular instructional
strategies and methods. With each successive opportunity to the instructional routines,
students will become more comfortable with the strategy. Thus, instructional routines
become linked to specific strategies. The use of instructional routines shifts the emphasis
from how the instruction is delivered to the content that is addressed.

Management routines establish order in the classroom, such as how to indicate if
students are buying the school Iunch, walk in the hall, pass out materials and collect them
when done, let the teacher know that help is needed, and dismiss students from the class.

Executive Planning routines assist teachers when planning for instruction, such
as looking at the curriculum standards, reviewing last year's notes on the lesson, aligning
the curriculum with planned assessments, identifying resources, making an instructional
materials list, and sequencing lesson activities. This routine focuses on establishing a
pattern for how one plans so that all the necessary components are addressed.

3. Expecting Students to Achieve: Teacher expectations for student success are
powerful motivators for both the teacher and the student. For students to achieve at the
highest levels, teachers need to set appropriate goals with students and support them in
attaining their goals and supports.

Goals — Effective teachers communicate high expectations to all students
(Johnson, 1997). Setting high expectations and supporting students in achieving them is a

means to close an achievement gap among students (Freel, 1998). Consequently,
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expectations must be realistic and reasonable for each student to accomplish during the
time spent with the teacher (Brown, 2002). Teachers who assume responsibility for student
learning and set high expectations for all of their students are generally more successful
(Corbett, Wilson, &Williams, 2002; Jussim & Eccles, 1992).

Supports — Teachers must actively engage students and demonstrate their
commitment to student achievement through their whole-hearted dedication to teaching
(Mason, Schroeter, Combs, & Washington, 1992). Moreover, higher achievement standards
are hallmarks of the effective teacher's classroom (Education USA Special Report, n.d.),
Clearly, the power of an effective teacher is in helping students master material they would
have never been able to do on their own. They empower students to take responsibility for
learning as part of their commitment to ensuring students' success (Covino & Iwanicki,
1996; Johnson, 1997).

4. Planning and Preparing for Instruction: Effective teachers invest the time and
effort needed to develop instructional plans and materials that meet individual students'
needs (Shellard & Protheroe, 2000). Planning helps teachers with the following activities
focusing on the purpose for the lesson; reviewing the subject matter and available resources
before presenting it to students; and determining how to start, deliver, and assess the lesson
(Airasian, 1994). Key components of effective instructional planning include knowledge of
the curriculum, proper selection of instructional materials and resources, and attention to
both long-term and short-range planning. Each of these components will be discussed in
turn.

Knowledge of the Curriculum — Curriculum is the framework from which teachers
draw to identify these important concepts and to focus on desired learning outcomes.
Effective teachers have a deep knowledge of their content area (Covino &: Iwanicki, 1996)

and are able to balance competing demands as they provide a rich but well-grounded
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curriculum for students. They also plan lessons to allow students to use their knowledge in
new and authentic ways (Marzano et al., 1993).

Instructional Materials and Resources — Effective teachers continually add to
their repertoire of knowledge about instructional materials and equipment in order to meet
the needs of their students. They use their knowledge of instructional standards to guide
their decision making on what resources they need to acquire or develop (Buttram &:
Waters, 1997). Teachers use technology to offer more individualized attention to students,
increase hands-on instruction, and create a student-focused environment (Dickson & Irving,
2002; Holahan, Jurkat, & Friedman, 2000).

Long-range Planning — Consider long-range planning to be like a blueprint which -
effective teachers use to consider the broad picture when planning and sequencing
instruction. Long-range planning considers key issues such as curriculum standards and
student needs. This planning process may occur by the year or the semester as teachers look
at the big picture (Burden & Byrd, 1994; Thompson, 2002). Long-range planning enables
high-performing teachers to integrate their instruction with that of other educators and
develop interdisciplinary units. At this stage of planning, the teacher needs to consider the
relationship between the instructional process and assessment.

Short-term Planning — Short-term planning refers to daily and weekly planning.
Weekly lesson plans are developed closer to when the actual instruction will occur.
Developing the plans at least one week ahead of time allows teachers to reflect on student
progress during the previous week and modify lesson plans in response to it (Burden &
Byrd, 1994). Daily lesson plans are the elaboration of the weekly plan. Daily lesson plans
specifically state what will be done, what materials are needed, and how teachers will know
whether students have learned the objective(s). Thus, in essences of good planning calls on

the whole gamut of extensive professional knowledge that effective teachers possess.
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Part III Research Related

There are several researches undertaken with regard to the professional
development model for teacher leaders in Catholic Schools in Thatland as following:

According to Speck & knipe (2005), Professional development refers to skills and
knowledge attained for both personal development and career advancement. Professional
development encompasses all types of facilitated learning opportunities, ranging from
college degrees to formal coursework, conferences and informal learning opportunities
situated in practice. It has been described as intensive and collaborative, ideally
incorporating an evaluative stage.

A wide variety of people, such as teachers, military officers and non-commissioned
officers, health care professionals, lawyers, accountants and engineers engage in
professional development. Individuals may participate in professional development because
of an interest in lifelong learning, a sense of moral obligation, to maintain and improve
professional competence, enhance career progression, keep abreast of new technology and
practice, or to comply with professional regulatory organizations (Golding, L. & Gray, I,
2006).

Guskey (2000) stated that all teachers committed to teaching all students must be
learning all the time, but a long history of poor professional development experiences does
not give much hope that student achievement will be improved. Guskey argued that staff
development must focus on content and methods and be linked to daily classroom
experiences in order to affect student learning. Many professional development experiences
are provided top down from administrators and are isolated from the classroom, and hence
will never influence practice. Many teachers and administrators, Guskey noted have a
narrow view of professional development, such as attending in-service days or taking

graduate courses in order to obtain the required number of hours or credits to keep their
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teaching license or advance in their career. This takes the focus of professional
development from improving methods to attaining required hours.

Guskey (2000) defined professional development as® those processes and
activities designed to enhance the professional knowledge, skills, and attitudes of
educators so that they might, in turn, improve the learning of students”. The ultimate
goal of all professional development must be to improve practice in order to help
all student achieve their full potential.

Professional development can be divided into seven major categories (Guskey,
2000), each with its own strengths and weaknesses:

Training-This includes large group presentation and discussion, workshops, and
seminars that include theory, modeling-of skills, simulated practice, feedback, and
workplace feedback. This is most efficient and cost effective, but leaves little time for
choice or individualization.

Observation/dssessment-This method is defined by peer observation to provide
feedback on teaching that includes coaching and clinical supervision, and can focus on
lesson plans, instructional practices, and class management. This should be followed by
careful analysis, explanation, and reflection to lead to real improvement for both
participants. This method takes a great deal of time and coordination, and observation must
be evaluated .

Involvement in a Development/Improvement Process- This includes curriculum
committee and designing new programs improve instruction problem solving. This allows
committee members to gain in-depth knowledge of a specific issue and work together, but
typically only a small number of people are involved in the process.

Study Groups-This method involves the entire school staff in solving a common

problem. Members are placed into groups of 4-6 and continue for the year with each group
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focusing on a specific aspect of the problem. Effective groups are well organized and
focused, and have sufficient time to complete their work If not carefully structured, groups
can be dominated by one member with others not involved and groups may become
opinion based, not fact based.

Inquiry/Action Research-This method is based on the belief that teachers are
thoughtful, inquiring, and inclined to solve problems and search for answers to pressing
question, It usually involves six steps: selecting a problem, collection information related to
the problem, studying professional research on the problem, determining possible actions to
achieve goals, taking action, and documenting results. This helps narrow the-gap between
practice and research, but takes a great deal of time.

Individually Guided Activities-Teachers develop their own individual professional
goals and activities that will achieve those goals. The process starts with identifying a need
or interest, developing a plan to meet that need or interest, learning activities, and
assessing-to determine if learning has met the goals or interests stated. This provides
choice, flexibility, and individualization, but goals must be challenging, worthwhile, and
relate to specific improvements in classroom practice.

Mentoring-This method pairs an experienced educator with a less experienced
educator. Time is spent developing professional goals practices, and strategies, and
reflecting on teaching and learning. This is highly individualized and provides professional
opportunities .for both individuals. Mentors must be skilled in ways of adult learning and
this should also be combined with other forms of professional development to broaden the
experience.

Shimabukuro (2001) supported on research that Catholic school educator view their

role with students as more facilitative, having less dictates in the classroom than public
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school teachers, and tending to encourage more of an atmosphere of openness, cooperation,
and student self-monitoring.

Traviss (2001) states that Catholic school leadership seems to be viewed in a
different manner by teachers compared to administrators. Lay and religious teachers want
more shared decision-making participation in the areas of curriculum and instruction
programs, Teachers' perceptions of their principals' leadership style influenced perceptions
they had of themselves as a staff. Teachers felt disengaged from school decisions,
especially concerning budget and staffing. This contradicted trends that report Catholic
school administrators are moving toward a more transformational and shared form of
leadership. Teachers and administrators seem to view leadership and what actually happens
in schools differently. Bureaucratic control has a dysfunctional consequence for integrated
leadership and instrumental effectiveness in Catholic school.

Rogus and Wildenhaus (2000) add that leaders of Catholic schools must remember
that the primary purposes of professional development are to free teachers to refine their
gifts so they are better to serve students; to provide a strong informal program that allows
teachers to views themselves as strong, contributing professional; and to provide faculty
members a variety of opportunities for professional growth and models for spiritual
formation. In order for strong formal and informal professional development programs in
catholic schools to succeed, teacher must be involved in developing shared school goals,
collaborating, engaging actively in their own learning, developing a command of the
knowledge of the profession, discussing with other professionals, and committing

themselves to making a difference in the lives of children.
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RESEARCH METHODOLOGY

The chapter describes research procedures, population, sample, and research

methodology of this study. This study applies both qualitative and quantitative methods

according to the aims of the study as 1) to explore the system of Catholic school in
Thailand, 2) to identify the current situation of the professional development of Catholic
schools in Thailand, 3) to identify the expectation situation of the professional
development of Catholic schools in Thailand, and 4) to develop the professional
development model for teacher leaders of Catholic schools in Thailand.
Research Design

The researcher designs the following steps in this study.

1. Qualitative method

This study uses content analysis as a research technique to define the system of
catholic school in Thailand.

2. Quantitative method

The questionnaire for descriptive data, and model development are for the current
situation of the professional development of catholic schools in Thailand and to develop
the professional development model for teacher leaders of catholic school in Thailand.

Research Procedures

The following information shows about the process as explain in the beginning.
Stage I: Documentary research
Stage II: Developing of the research instrument

- Validity

- Reliability
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Stage III: Data collection
- Population
- Sample
- Sampling technique
- Data analysis
Stage IV: Developing of the Professional development model
- Conduct the professional development model

- Focus group to validate the model

Stage I: Documentary Research
This stage involves documentary research by applying the content analysis as
research technique to review the system of Catholic school in Thailand, transformational

leadership theory and practices in professional development.

Stage I1: Developing of the Research Instrument
Questionnaire

This study uses the results from the contents analysis based on Catholic school
system and practices in professional development to conduct the questions in order to
explore the current and expectation situations of professional development in Catholic
school in Thailand. The set of questionnaire is separate into two parts.

Part I — personal information

The questions 1- 6 are asked about the school name, gender, age, position,

education, and working experience.
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Part IT — the questions 1 — 50 are asked about the services and facilities provided by
the school leader or school principal are measured in what levels of teachers’ perception.
The researcher used the contents from three sources: context of Catholic schools in
Thailand, professional development, and transformational leadership theory to conduct the
questions. From questions 1 — 30 are conducted from the context of Catholic schools in
Thailand and professional development while questions 31 — 50 are conducted according
to the context of Catholic schools in Thailand and transformational leadership theory. The
questionnaire was designed to seek both the current situation and the expectation situation
in forms of rating scale which current situation is located on the left side of the question
while the expectation situation is located in the right side of the question. The participants
answer the questions according to five-point rating scales indicating the degree of
importance ranged from 1 = strongly disagree, 2 = disagree, 3 = moderate, 4 = agree, and
5 = strongly agree. (See appendix C)

Validity

This process is to ensure the quality of instrument, three experts with the
qualification of 1) holding the Ph.D. degree in educational field, 2} holding the Master
degree with the working experience in the Catholic school at least 5 years, and 3) an
administrator or director of Human resources in an educational institution. The
questionnaire is to be checked and validated by experts before distributed to the

participants. (See appendix D)
Reliability

This process involves a group of at least 60 people excluded from the real sample.

A pilot testing will be conducted in order to ensure reliability of the questionnaire. Sixty
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teachers from one Catholic school which is not the sample of the study will be enquired to
fill the questionnaire. The Statistical Package for Social Sciences (SPSS) for Windows

used to analyze for Cronbach alpha coefficient showed the score of .98 (See appendix E)

Stage I1I: Data Collection
Population

The study focuses on the professional development of the teacher leaders in
Catholic school in Thailand. The population is 27,438 teachers from 291 Catholic schools
in Thailand. All Catholic schools offer the education from Kindergarten to Secondary
levels.
Sample

There are two steps to find the sample size and the representative to the population.
Sample size of 379 teachers was found by using Krejcic and Morgan (1970) table, while
the representative schools were selected by the criteria set as the schools with more than
250 teachers, 19 schools were found as sample of the study. (See appendix A and B)
Sampling Technique

The researcher applies purposive sampling technique while doing distribute the
questionnaire to teachers in 19 schools. In each school, the researcher will request for
cooperation from the principal to randomly select 20 teachers both male and female to
answer the questions. The set of questionnaire is expected to be return at 380 sets.

At the time of collection of Data between November to December 2011, there was
the floods in many areas that cause the researcher to be unable to collect the data from

some schools representatives. So, the researcher decided to add up the number of
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participants of each school from 20 teachers to 50 teachers. Finally, the returned

questionnaires are 392 sets.

Table 2: Population and Sample

Number of Population | Number of Sample

Catholic School in Thailand 291 19

Teachers in Catholic School in Thailand 27,483 379

Table 3: Name of Catholic School as Sample of the Study

Name of Catholic School Number of Teachers
1. | Joseph Upatham School 314
2. | Assumption College 286
3. | Assumption College Thonburi 290
4. | Saint Gabriel College 323
5. | Saint Louis School Chaochoengsao 272
6. | Saint Joseph Convent School 299
7. | La Salle School 264
8. | Kasintorn Saint Peter School 291
9. | Sarasas Ektra School 394
10. | Sarasas Witaed Bangbon School 661
11. | Sarasas Witaed Romklao School 304
12. | Sarasas Witaed Bangbuathong School 350
13. | Sarasas Witaed Nimitmai School 314
14. | Sarasas Witaed Rangsit School 372
15. | Darasamutr Sriracha School 277
16. | Assumption College Sriracha 343
17. | Assumption College Lumpang 303
18. | Mary Withaya School 287
19. | Daruna Ratchaburi School 270
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Data Analysis

The Statistical Package for Social Sciences (SPSS) for Windows was used for data
analysis. Percentage, Mean, and Standard Deviation were showed as descriptive statistics.
The results showed the information on the current situation of professional development
that occurred in the Catholic school and the expectation of teachers on the professional
development in Catholic school. The gap analysis was determined from the scores of two
variables. The researcher presented the category of questions by the meaning of services
and facilitigs, then show the Mean of the different gap scores of the expectation and
current situations. Lastly, the priority of improvement were selected from the different gap

scores that higher than the average Mean score.

Stage IV: Developing of the Professional Development Model
Conduct the professional development model

Later, the researcher will develop the model as for the use in Catholic schobl in
Thailand according to the results from two parts of questionnaire, part one will present the
personal information and part two will present the current situation of professional
development and the expectation of the professional development in Catholic school in
Thailand which will show the gap between these two variables. The researcher will
conclude all the sources and conduct the model by applying the transformational
leadership theory into the model.
Focus group fo validate the model

As this stage will be the last stage of the research methodology, the researcher will
request the cooperation from the experts in Catholic schools. The criteria is set to find out

the expert with 1) Ph.D degree holder in Educational field or 2) Master degree holder in
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Educational field and being work as an administrative position in Catholic school at least

five years.

Once the focus group is organized, the researcher will considering to the

comment and advice from the expert. Later, the researcher will adjust the professional

development model as to be an effective model for the Catholic school in Thailand. (See

appendix F)

Summary of the Research Process

Table 4: Summary of the Research Process

in Thailand.

Research Source of Data Research Data Expected

Objective or Sample Instrument Analysis Outcome
1.To explore the | Related literature | Review Content System in
system of and research, Literature Analysis Catholic school in
Catholic school in | Transformational Thailand
Thailand. Leadership

Theory

2.To identify the | Teachers in Questionnaire | Percentage, The current
current situation Catholic school Mean, situation and the
of the in Thailand Standard practice in
professional Deviation professional
development of development in
Catholic schools Catholic school in
in Thailand. Thailand
3.To identify the | Teachersin Questionnaire | Percentage, The expectation
expectation Catholic school Mean, situation and the
situation of the in Thailand Standard practice in
professional Deviation professional
development of development in
Catholic schools Catholic school in
in Thailand. Thailand
4.To develop the | Results from Model Focus group The professional
professional questionnaire Development development
development and the theory model for teacher
model for teacher | supported leaders of
leaders of Catholic schools
Catholic schools in Thailand.




CHAPTER IV

RESEARCH FINDINGS

This study was aimed to create a professional development model for teacher
leaders of Catholic School in Thailand under the objectives as: 1) to explore the system of
Catholic school in Thailand, 2) to identify the current situation of the professional
development of Catholic schools in Thailand, 3) to identify the expectation situation of the
professional development of Catholic schools in Thailand, and 4) to develop the
professional development model for teacher leaders of Catholic schools in Thailand. The
methodology of the study was applied both qualitative and quantitative methods in order to
collect the data through content analysis and questionnaire. The collection of data was
organized during the month of November to December in a year 2011. At that period, many
areas were affected by the floods caused the researcher the problem of accessing the data.
Unfortunately, the returned questionnaires from 392 teachers from eight schools were
participated in the data collection namely: Assumption College, Saint Gabriel School, Saint
Louis School Chaochoengsao, Darasamutr Sriracha School, Assumption College Sriracha,
Assumption College Lumpang, Marry Withaya School, and Daruna Ratchaburi School. The
Statistical Package for the Social Sciences (SPSS) to determine Frequency, Percentage,
Mean, and Standard Deviation (SD) scores of participants’ responses to the items on a

three-part questionnaire.

Research Findings
The research findings are presented according to the research objectives which
reported into three parts.

Part 1: The System of Catholic Schools in Thailand.
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Part 2: The Current Situation and Expectation Situation of Professional Development of
Catholic Schools in Thailand.
Part 3: The Professional Development Model for Teacher Leaders of Catholic Schools in

Thailand

Part 1: The System of Catholic Schools in Thailand

1.1 The System of Catholic Schools

Catholic schools are divided into three categories based on the responsible person
for the establishment and operations.

1.1.1 Diocesan schools

Presently, there are 10 dioceses or 10‘ districts in the Catholic Church of Thailand.
Diocesan schools are administered by Catholic priests or religious of the dioceses such as
the Archdiocese of Bangkok, Diocese of Chanthaburi, Diocese of Chiang Mai, Diocese of
Thare-Nongsaeng, Diocese of Nakhon Ratchasima, Diocese of Nakhon Sawan, Diocese of
Ratchaburi, Diocese of Surat Thani, Diocese of Udon Thani, and Diocese of Ubon
Ratchatani.

1.1.2 Schools run by religious men and women in Thailand

Currently, there are religious congregations for men which administer Catholic
education such as, the St. Gabriel’s Foundation of Thailand and religious congregations for
women such as, the Sisters of St. Paul de Chartes Foundation Schools.

1.1.3 Schools run by Catholic laity

Lay people administer Catholic schools such as, St. John Foundation Schools,
Sarasas Schools, Pensamit Schools, Saeng-arun Schools, Sethabut Upatham Schools, and

Thampirak Schools.
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Catholic education system aims at the formation of the moral and ethical behavior
of the learner for the development of the human being and the Thai society to be able to
move forward to a sustainable progress. Therefore, Catholic administrators should lead
moral, ethical and exemplary lives. They should have strong Catholic ideals, determination,
and love for sacrifice. Administrators should be academically equipped although they
should adhere to the ideals of love and service.

The administrator who is a priest or a religious should concentrate more on
safeguarding virtues rather than school administration. The lay personnel in Catholic
schools should possess Catholic ideals, moral and ethical principles, self-motivated,
leadership in education reform, professional standards, and are accepted by the society.
They should also have the spiritual character of a teacher doing their job happily. They
should have the academic expertise and effectiveness in teaching. They should belong to a
professional networking where they can enhance development. Finally, they should get

sufficient fringe benefits according to their professional and social status.

1.2 Characteristics of Catholic Schools

Catholic schools are rooted on religion beliefs. The goal and vision of Catholic
schools is the propagation of the Catholic faith by the missionaries which make them
different from the regular schools. Catholic schools adhere to a philosophy that focuses on
a teaching-learning process which aims at human development, both physical and spiritual
because the value of the human person is found in harmony and success with God who is
all good. The duty of schools to instruct human values to everyone has its origin which
comes from Jesus Christ. God made human beings with dignity and makes human life
meaningful and is deemed the exemplar of all the students. Catholic schools are commitfed

to helping young people develop their personality and at the same time train students to
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work for the benefit of the nation. In addition, Catholic schools also teach students to know
how to control oneself and live a disciplined life considering self control leads to both
temporal and spiritual success.

According to the Second Vatican Council, Galaisaban (1996) summarized the unique
identity of Catholic education as the following.

(1) The goal of Catholic Education is the integral development of the learner, the
intellectual, spiritual, emotional, social, and physical aspects.

(2) Teaching religion to strengthen human conscience is the main obligation of
Catholic education.

(3) Students should be trained so that they become responsible members of the society
and can overcome all forms of self-seeking behavior.

(4) Catholic schools are social organizations which live the Gospel values, such as
collaboration, fraternity, justice, and unity to the leaders of the Church.

(5) Catholic school teachers are the most important resources in the process of

developing the students.

Part 2: Current Situation and the Expectation of Professional Development
in Catholic Schools
According to the objective 2 and objective 3, 392 teachers from eight schools: (1)
Assumption College, (2) Saint Gabriel School, (3) Saint Louis School Chaochoengsao, (4)
Darasamutr Sriracha School, (5) Assumption College Sriracha, (6) Assumption College
Lumpang, (7) Marry Withaya School, and (8) Daruna Ratchaburi School were participated
in the data collection. The Statistical Package for the Social Sciences (SPSS) to determine
Frequency, Percentage, Mean, and Standard Deviation (SD) scores of participants’

responded to the items on a three-part of questionnaire.
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2.1 Personal Information
The findings shows as table 5 to table 10 are the same personal information of the
participants as the followings information.

Table 5: School Name

School Name Frequency Percentage
1.Assumption College 50 12.8
2.Saint Gabriel College 51 13.0
3.Saint Louis School Chaochoengsao 50 12.8
4 Darasamutr Sriracha School 50 12.8
5.Assumption College Sriracha 50 12.8
6.Assumption College Lumpang 29 7.4
7 Marry Withaya School 50 12.8
8.Daruna Ratchaburi School 62 15.8
Total 392 100.0

From table 5 reviews that 15.8% are the participants from Daruna Ratchaburi
School while 13.0% are the participants from Saint Gabriel College. The rest five schools
namely Assumption College, Saint Louis School Chaochoengsao, Darasamutr Sriracha
School, Assumption College Sriracha, Marry Withaya School shows the same percentage

of participants at 12.8 %.

Table 6: Gender of Participants

Gender Frequency Percentage
Male 100 25.5

Female 292 74.5
Total 392 100.0

Table 6 shows that 74.5% of the participants are female while 25.5% are male.
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Table 7: Age of Participants

Age Frequency Percentage
25-30 years 61 15.6
31-35 years 67 17.1
36-40 years 78 19.9
41-45 years 72 18.4
46-50 years 49 12.5
51-55 years 42 10.7
56 years and above 23 5.9
Total 392 100.0

Table 7 reviews that 19.9% of participants are at the age between 36-40 years,

18.4 % and 17.1 % are at the age between 41-45 years and 37-35 years respectively.

Table 8: Position of Participants

Position Frequency Percent
Classroom teacher 264 67.3
Supporting teacher 62 15.8
Department Head 10 2.6
Section Head 3 0.8
Learning Department Head 16 4.1
Level Head 18 4.6
Supervisor 19 4.8

Total 392 100.0

Table 8 shows a majority number of participants’ position as classroom teacher at

67.3%, while supporting teacher and supervisor are shown as 15.8% and 4.8% respectively.



Table 9: Education of Participants

Education Frequency Percent
Below Bachelor’s Degree 8 2.0
Bachelor’s Degree 311 79.3
Master’s Degree 73 18.6
Doctoral Degree - -
Total 392 100.0

Table 9 also shows the majority of participants has Bachelor’s degree at 79.3%,

18.6% has Master’s degree, while none of them has Doctoral degree.

Table 10: Working Experience

Working Experience | Frequency Percent
1-3 years 28 7.1
4-6 years 42 10.7
7-10 years 74 18.9
More than 10 years 248 63.3
Total 392 100.0

Table 10 reviews the majority number of 63.3% has working experience for more
than 10 years, while 18.9% and 10.7% has 7-10 years and 4-6 years of experience

respectively.

2.2 Current Situation and Expectation Situation of Professional Development

In this section the report is presented into factor categories of professional
development and transformational leadership. The Mean of each item is demonstrated as
expectation situation, the current situation, and the different score between two Mean

scores of the results.

64
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From tables 11 — 16 show the professional development done by the school

principal focuses on six factors as resources, individual development, teamwork, training

and activities, working environment, and teaching and learning based on the questionnaire.

In each factor, Catholic school teacher responded to the action of the school principal by

selected the scores of current sifuation and expectation situation. The Mean scores of

expectation situation, current situation, and different gap score between two scores are

presented. The researcher selected only the different scores that higher than average Mean

score to be the priority of improvement while the rest different scores are accepted that they

are existing in Catholic schools.

Table 11: Professional Development focuses on Resources

Resources Mean
Expectation | Current [Different
1. Developing and advancing the cognitive 4.54 3.91 0.63
capacities.
2. Supporting the documents, textbooks for 448 3.71 0.77
improving knowledge.
3. Facilitating the technology in searching of 4.56 3.83 0.73
new knowledge
4, Enhancing an ability to develop skills at work. 4.54 3.83 071
5. Financial support for individual development. 4.42 3.64 0.78
Grand Mean 22.54 18.92 3.62
Average Mean 4.50 3.78 0.72

Table 11 Catholic School Teachers perceived that the priority of improvement on

Resources must focus on financial support ( X = 0.78), documents and textbooks for

improving knowledge (X = 0.77), and technology in searching of new knowledge (X=

0.73).
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Individual Development Mean
Expectation | Current [Different
6. Teacher assessment on knowledge necessary 4.36 3.56 0.80
for classroom teaching.
7. Supervision and follow-up teachers’ current 4.42 3.89 0.53
professional performance.
8. Promote and support for individual career 4.50 3.69 0.81
path.
9. Honor and award for the skilled teachers. 4.51 3.77 0.74
10. Acceptance of individual suggestion about the 442 3.59 0.83
self-development.
Grand Mean 22.21 18.50 3.71
- Average Mean 4.44 3.70 0.74

Table 12 Catholic School Teachers responded to the priority of improvement on
Individual development must focus on an acceptance of individual suggestion (X =0.83),

promote and support for individual career path (X = 0.81), and teacher assessment on

knowledge (X = 0.80).

Table 13: Professional Development focuses on Teamwork

Teamwork Mean
Expectation Current [Different
11. Exchanging idea among colleagues as a 4.45 3.68 0.77
team.
12. Cooperative work with team to achieve an 4.50 3.77 0.74
organizational goal.
13. Planning the work with team. 4.50 3.79 0.71
14. Brainstorming the team’s ideas. 448 3.73 0.75
15. Setting up an opportunity for idea and 4.48 3.67 0.81
information exchanged.
Grand Mean 22.41 18.64 3.77
Average Mean 4.48 3.73 0.75
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Table 13 Catholic School Teachers perceived that the priority of improvement on

Teamwork must focus on setting up an opportunity for idea and information exchanged (X

= (.81) and exchanging idea among colleagues (X =0.77).

Table 14: Professional Development focuses on Teacher Training

Teacher Training Mean
Expectation Current [Different
16. Training teacher on team-working 4.51 3.77 0.74
methodology. ' '
17. Promoting and training for teacher self- 4.55 3.84 0.71
development.
18. Applying of seminars knowledge to improve 4.55 3.94 0.61
teacher’s work.
19. Teacher participated in organizational 445 3.78 0.67
activities.
20. Organizing of various activities to help 4.45 3.70 0.75
teachers’ work improvement.
Grand Mean 22.51 19.03 3.48
Average Mean 4.50 3.81 0.69

Table 14 Catholic School Teachers perceived that the priority of improvement on

Teacher Training must focus on organizing of various activities to help teachers’ work

improvement (X = 0.75), training teacher on team-working methodology (X =0.74), and

promoting and training for teacher self-development (f =(0.71).

Table 15: Professional Development focuses on Working Environment

Working Environment Mean
Expectation | Current [Different
21. A new body of knowledge to stimulate 4.45 3.75 0.70
teachers’ continuous search for knowledge
22. Teachers® evaluation in a systematic manner 4.50 3.74 0.76
and open for verification.
23, Practical and comfortable environment. 4.45 3.69 0.76
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Table 15: Professional Development focuses on Working Environment (Continued)

Working Environment Mean
Expectation | Current | Different
24. Facilitated activities that benefit to students’ 4.49 3.81 0.68
teaching-learning process.

25. Planning lessons which comply with 4.55 4.00 0.55
curriculum standards and student assessment.

Grand Mean 22.44 18.99 345

Average Mean 448 3.79 0.69

Table 15 shows the results that Catholic School Teachers perceived the priority of

improvement on Working Environment must focus on teachers’ evaluation (X =0.76) and

practical and comfortable environment (X = 0.76).

Table 16: Professional Development focuses on Teaching and Learning

Teaching and Learning Mean
Expectation | Cwrrent {Different
26. Encourage teachers to develop their 4.48 3.78 0.70
communication skills for the advantage of
personnel working together at school.
27. Encourage teachers to plan and prepare a 4.56 3.91 0.65
continuous and systematic style of teaching-
learning process.
28. Up-to-date instructional material and 4.58 3.83 0.75
appropriate to teaching-learning process.
29. Up-to-date curriculum used in the teaching- 4,56 3.82 0.74
learning process.
30. Planning on teaching-learning activities as 4.54 3.82 0.72
short term and long term.
Grand Mean 22.72 19.16 3.56
Average Mean 4.54 3.83 0.71

Table 16 the Catholic School Teachers believed that the priority of improvement on

Teaching and Learning must focus on an up-to-date instructional material (X =0.75), up-

to-date curriculum ( X = 0.74), and planning on teaching-learning activities (X=0.72)
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From tables 17 — 20 the four factors as Idealized influence charisma, Inspirational
motivation, Intellectual stimulation, and Individualized consideration of Transformational
Leadership Theory in schools perceived by Catholic Schools Teachers are presented
respectively. Only the different scores that higher than average Mean scores are selected as
the priority of improvement while the rest different scores are accepted that they are

existing in schools.

Table 17 Idealized Influence Charismas

Idealized Influence Charisma Mean
Expectation | Current | Different
31. Supporting teachers of being teachers’ role 4.46 3.49 0.97
model.
32. Developing teachers to reach the high 4.57 3.79 0.78
morality and ethics.
33. Developing teachers to have a strong 4.59 3.83 0.76
intention to do the right thing.
34. Organizing the activity to promote capable 4.51 3.66 0.85
teachers to be accepted by colleagues.
35. Using capable teachers as change agent of 4.46 3.67 0.79
transferring the school vision to colleagues.
Grand Mean 22.59 18.44 4.15
Average Mean 4.52 3.69 0.83

Table 17 presents the use of Transformational leadership: factor of Idealized

Influence Charisma as perceived by the Catholic schools teachers. Supporting teachers of
being teachers’ role model (X = 0.97) and organizing the activity to promote capable

teachers to be accepted by colleagues (X = 0.85) are evaluated as the priority of

improvement.

v
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Inspirational Motivation Mean _
Expectation | Current | Different
36. Developing capable teachers of being skillful 442 3.56 0.86
in communicate the school’s goals.
37. Developing capable teachers for the team 4.49 3.66 0.83
working skills.
38. Developing and encouraging teachers of 4.42 3.53 0.89
being an inspiring teacher.
39. Developing and encouraging teachers to 4.43 3.60 0.83
create schools’ networking.
40. Encouraging capable teachers of being a part 4.47 3.67 0.80
of sharing and transferring of the school’s
vision and goal.
Grand Mean 22.23 18.02 4,21
Average Mean 4.44 3.60 0.84

Table 18 presents the use of Transformational leadership: factor of Inspirational

Motivation as perceived by the Catholic schools teachers. Developing and encouraging
teachers of being an inspiring teacher (Y = 0.89) and developing capable teachers of being

skillful in communicate the school’s goals (X = 0.86) are evaluated as the priority of

improvement.

Table 19 Intellectual Stimulation

Intellectual Stimulation Mean
Expectation | Current | Different
41. Encouraging teachers to create innovative 4.51 3.67 0.84
tools in teaching and learning.
42, Challenging teachers with the high goal, 4.40 3.66 0.74
belief and value.
43, Promoting capable teachers of being a role 4.53 3.82 0.71
model in teaching and learning.
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Table 19 Intellectual Stimulation (Continued)

Intellectual Stimulation Mean
Expectation | Current | Different
44, Developing a teacher motivator in creating 4.49 3.73 0.76
teaching and learning tools.
45. Developing a skillful teacher to challenge 4.48 3.68 0.80

other teacher on one’s ability, belief, and
self-esteem at work.

Grand Mean 2241 18.56 3.85

Average Mean 4.48 3.71 0.77

Table 19 presents the use of Transformational leadership: factor of Intellectual

Stimulation as perceived by the Catholic schools teachers. Encouraging teachers to create
innovative tools in teaching and learning (H)f = (.84) and developing a skillful teacher to

challenge other teacher on one’s ability, belief, and self-esteem at work (X = 0.80) are

evaluated as the priority of improvement.

Table 20 Individualized Considerations

Individualized Consideration Mean
Expectation Current | Different
46. Developing teachers for the skill in creative 4.49 3.63 0.86
positive working environment.
47, Developing capable teacher of being a 443 3.60 0.83

teacher mentor and counselor.

48. Developing capable teacher to create a team 4.46 3.65 0.81
to assist other teacher at work.

-49, Promoting and encouraging of the positive 4.49 3.67 0.82
team-working.

50. Promoting and encouraging capable teacher 4.51 3.71 0.80
of being a leader and mentor in teaching-
learning management.

Grand Mean 22.38 18.26 4.12

Average Mean 4.47 3.65 0.82
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Table 20 presents the use of Transformational leadership: factor of Individualized

Consideration as perceived by the Catholic schools teachers. Developing teachers for the
skill in creative positive working environment ( X = 0.86) and developing capable teacher

of being a teacher mentor and counselor (X = 0.83) are evaluated as the priority of

improvement.

Part 3: The Professional Development Model for Teacher Leaders of Catholic Schools
| in Thailand |

A professional development model for teacher leaders of Catholic schools in
Thailénd is a study that focuses under the objective as to develop a professional
dévclopment model for teacher leaders of Catholic schools in Thailand. As it outcome of a
professional development model, the findings are depend upon the questionnaires.

The journey along the study starts by applying documentary research. The
researcher uses content analysis technique to point out the issues of the Catholic Schools
System and the practice in professional development in the Catholic schools in Thailand.
Later, the professional development model is created with the application of
Transformational Leadership approaches.

According to the objectives 4 of the study mentioned to develop the professional
development model for teacher leaders of Catholic schools in Thailand, the researcher
sketches the outline contents as the following orders.

The Catholic schools in Thailand began through the proclamation of Christianity
specifically the Roman Catholic faith, by the missionaries during the Ayutthaya period.
Due to these beginnings of Catholic schools, the spread of Christianity has become the

mission and philosophy of Christian Education. The administrative organization and
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management structure of the schools in the Catholic schools are different from the common
educational institution. Catholic education aims to develop human beings in all dimensions,
physicai and spiritual, intellectual, emotional, and social. Based on the teaching of Christ,
it should promote the dignity of all human beings, giving witness to love, service and
charity.

Catholic schools are schools which are rooted on religion beliefs. The goal and
vision of Catholic schools is the propagation of the Catholic faith by the missionaries which
make them different from the regular schools. Catholic schools aims at human
development, both physical and spiritual because the value of the human person. In this
regards, the Catholic school adheres to a philosophy that focuses on a teaching-learning
process which is found in harmony and success with God who is all good. The duty of
schools to instruct human values to everyone has its origin which comes from Jesus Christ.
God made human beings with dignity and makes human life meaningful and is deemed the
exemplar of all the students. Moreover, Catholic school had a unique characterized as
schools with an atmosphere of lively learning through the ideals of freedom and love
according to the Gospel. Thus, the Catholic schools are committed to helping young people
develop their personality and train students to work for the benefit of the nation. In
addition, Catholic schools also teach students to know how to control oneself and live a
disciplined life considering self control leads to both temporal and spiritual success.

According to the characteristics of Catholic school, an education system of Thai
Catholic schools have been shadowed and connected to the aims at the formation of the
moral and ethical behavior of the learner for the development of the human being and the
Thai society. This helps the country to be able to move forward to a sustainable progress.
While, the Catholic school administrator is as important person who leads moral, ethical

and exemplary lives. Also, Catholic administrator needs to be accepted as professional by
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the local community, society, and professional realm with a clear educational vision,
mission, and goals.

Philosophy

The philosophy of Catholic education emphasizes the importance of values, human
dignity, human rights, freedom, and social responsibility. Education starts from birth. The
parents are considered the first teachers of the child. The child learns from their parents the
first lessons of life which is to know oneself, the things around him, life experiences, and
the environment. He learns about others, the society, and the events that occur around him.
He learns about the socjety around him in the horizontal and vertical level by building good
relationships in the society and between broader societies on the basis of social
responsibility in the personal, social, temporal, and spatial dimensions which is beneficial
towards the society and the world at large.

Vision and Mission

The vision of Catholic education was set after a seminar “Learning individuals,
caring community towards human excellence according to Christian principles.” by the
Catholic Education Association of Thailand in the academic year 2000. A mission
statements shows as 1) create a society of learning with an atmosphere of love, truth,
justice, and peace, 2) to be a living witness of life worthy of human dignity, 3) create a
quality education using the child-centered approach, 4) relate acquired knowledge with the
local culture and wisdom with emphasis on the meaning of daily life, 5) offer the poor and
the underprivileged access to education as they deserve, 6) protect family life values, and 7)
promote participation between the home, church, educational institution, and community

for a quality personal development.
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Goals

As Catholic schools set their goals as schools for all and being a place where love
for God and man should be preached. Catholic schools aim to develop student’s behavior to
behave in a way of love, compassion, giving, and service to others. By doing so, the
Catholic schools create an atmosphere according to the ideals of love and freedom
community: a community of love and generosity, or a family deeply rooted in love and
sharing. Thus, it leads to a community of service and mutual responsibility in reality.

To serve those goals, an inpuf as good students and good teachers are counted as the
valuable assets. Professional development in teacher professional is indirect way to train
teachers to help students to elevate their achievement. Simultaneously, shape students to
discern the good, bad, truth, and right and what it takes to be a Christian.

Nowadays, education has been a topic of national during the past two decades.
Political, social, and educational reformers have noted the impact of schools as one vehicle
in bringing about improvement of society for the benefit of all citizens, which is the aim of
all noble reform. Teacher has been counted as a factor for the success of school. The
teacher is at the center of what takes place in the classroom. The teacher is responsible for
creating a student-centered, stimulating, and developmentally appreciate learning
environment. As teacher is an architects of the classroom, professional teacher
development and teacher education are the architects of the teacher. Professional
development helps prepare the teacher to be an active force in improving student
achievement. Moreover, teacher is able to deliver not only the knowledge but also shape
student behavior as the understanding of the aims, philosophy, and vision and mission of
Catholic schools. Thus, teacher is rather realized and practice as good member of Catholic

schools.
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A professional development model for teacher leaders must follow the way in
which presented as the characteristic of Catholic school. On the belief that every teacher
can be a teacher leader, thus the opportunity to be trained and developed is included in all
teachers and in all phases of their advancement. This is precisely the reason why this
research and study was taken to be able to explore the quality of the school system and
create the professional development model for teacher leaders of catholic schools in
Thailand. The model envisions the processes and factors of professional development
which tends to produce teacher leaders in Catholic school in Thailand. To validate the
model, the researcher proposed the model to the experts in focus group conducted by the
researcher in order to the consideration of the possibility of using the model in Catholic
Schools iﬁ Thailand as presented in figure 6.

Figure 6 A Proposed Model of A Professional Development Model for Teacher Leaders of

Catholic Schools in Thailand
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Figure 6 shows A Professional development model for teacher leaders of Catholic
schools in Thailand which demonstrated as four layers: first core layer is as a representative
to the final outcome. Meanwhile, second layer is as a representative to the process of school
management by applying the factors of transformational leadership approaches into the
school system. In addition, the third and forth layers are represented to the need of
improvement on school services and facilities in order to promote a professional
development for teacher leaders of Catholic schools in Thailand. The application of the
mode] also describe as the following paragraphs.

An Application of Transformational Leadership Approaches

According to figure, the second layer of Transformational leadership approaches
applied the 4Is factors as known as Idealized Influence Charisma, Inspirational Motivation,
Intellectual Stimulation, and Individualized Considerations. In this model, recommend to
the leader or the principal to be more concentrate on each factor as the following
information.

Idealized Influence Charisma — (1) supporting teachers of being teachers’ role
model and (2) organizing the activity to promote capable teachers to be accepted by
colleagues

Inspirational Motivation — (1) developing and encouraging teachers of being an
inspiring teacher and (2) developing capable teachers of being skillful in communicate the
school’s goals

Intellectual Stimulation — (1) encouraging teachers to create innovative tools in
teaching and learning and (2) developing a skillful teacher to challenge other teacher on

one’s ability, belief, and self-esteem at work
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Individualized Considerations — (1) developing teachers for the skill in creative
positive working environment and (2) developing capable teacher of being a teacher mentor
and counselor.

An Application of Professional Development Factors

According to figure, the third and the fourth layers of Professional development
factors gathered information of school services and facilities. In this model, recommend to
the leader or the principal to be more concentrate on each factor. Meanwhile, the existing
details which accepted as existing in Catholic schools are not represented in the model.

In order to support the professional development on teacher leaders in Catholic
school in Thailand. The principal or leader must focus the most on the six factors as:

Factor 1: Resources — The Catholic schools teacher need the most support on
financial support for individual development, documents and textbooks for improving
knowledge, and technology in searching of new knowledge. As principal, these resources
can bring the teacher to overcome the obstacle and help promote the teacher to focus more
on professional development.

Factor 2: Individual development — The Catholic schools teacher need support on
an individual development as they expect to the leader to accept the individual suggestion,
to promote and support for individual career path, and to be assess the knowledge necessary
for classroom teaching.

Factor 3: Teamwork — The Catholic schools teacher need support on teamwork as
helping them set up an opportunity for idea and information exchanged and exchanging
idea among colleagues. Thus, seminar and meeting must be arranged in appropriate time.

Factor 4: Teacher Training — The Catholic schools teacher need support on teacher

training as the principal or leader must focus on organizing of various activities to help
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teachers’ work improvement, training teacher on team-working methodology, and

promoting and training for teacher self-development.

Factor 5: Working Environment — The Catholic schools teacher agreed if they have
a positive working environment, the principal or the leader must have teachers’ evaluation
in a systematic manner and open for verification and create the workplace to be more
practical and comfortable in an environment. These lead the teacher leaders feel more relax
and creative mind.

Factor 6: Teaching and Learning - The Catholic schools teacher need support on
teaching and learning preparation which provided an up-to-date instructional material, up-
to-date curriculum, and planning on teaching-learning activities as short term and long term

planning.

The Model Validation by Experts

In order to prove the appropriately and possibility of using the model in the target
schools, the researcher proposes the model of “A Professional Development Model for
Teacher Leaders of Catholic Schools in Thailand” to the focus group experts. The
comments, suggestions, and recommendations were applied for the model adjusting. All
experts have signed on the model validation approval form as approved to the model with
some suggestions (See appendix F). The final model is presented with the final outcomes
which focus on the students’ achievement. Thus, this study believes on the quality of
teacher leaders, if the school provided the teacher leaders who qualified in teaching and
learning, knowledge of how to work as an individual and team, and the sense of individual

development under the positive environment, those teachers can lead students to achieve
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their goals with the best outcomes. So, the final model has added the last outcomes made

on students as the students’ achievement shown in figure 7.

Figure 7 A Professional Development Model for Teacher Leaders of Catholic Schools in

Thailand
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Summary of Findings
The system of Catholic schools in Thailand were established and operated in three
ways according to the responsible person or the group of founder named as (1) Diocesan
schools (2) Schools run by religious men and women (3) Schools run by Catholic Laity.
All kinds of the systems are rooted on religion beliefs which goal and vision of Catholic

schools are the propagation of the Catholic faith by the missionaries that make the Catholic

schools to be different from the other schools.
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The priority of improvement in order to help support the professional development
in Catholic schools are distributed into six factors of professional development and four
factors of transformational leadership. The model was developed based on the priority of
improvement, for example the professional development focuses on resources showed that
the priority of improvement needed support the most on financial support for individual
development, documents and textbooks, and technology in searching for new knowledge
respectively. These priorities of improvement are placed as the activities or services under
resources factor on the model. Meaning that the principal or the leader must take good care
on what are shown in the model first while the rest activities or services are maintaining the
quality as existing service in the Catholic schools.

The model shows five layers of circles, from an inside circle refers to final
outcomes as students’ achievement. Next, the second layer refers to the completed product
of the model in the sense of professional development provided for teacher leaders. The
third layer refers to the leadership theory applied into the model, in this model
transformational leadership approaches are applied into the school system. The fourth and
the fifth layers refer to the six factors and the priority activities or services which the school
principal or the leader must take good care in order to produce the teacher leaders of

Catholic schools in Thailand.



CHAPTER V

CONCLUSION, DISCUSSION, AND RECOMMENDATIONS

This chapter provides an overview of the entire study including research objectives,
research methodology, population and sample, and summary of findings. The purpose of
this study is to develop the model of professional development for teacher leaders of
Catholic Schools in Thailand. The method of content analysis and descriptive analysis were
used in order to explore the current and expected situation of professional development in
Catholic School in Thailand. The model is developed from the findings and approved by

the focus group experts.

Research Objectives
1. To explore the system of Catholic school in Thailand.
2. To identify the current situation of the professional development of Catholic
schools in Thailand.
3. To identify the expectation situation of the professional development of Catholic
schools in Thailand.
4. To develop the professional development model for teacher leaders of Catholic

schools in Thailand.

Research Methodology
This study employed both qualitative and quantitative methods under the four stages
of research procedures as follows: stage I-documentary research, stage II-developing of the
research instrument, stage III-data collection, and stage IV- developing of the Professional

development model.
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Population and Sample

The 392 of Catholic schools teachers were the participants of the study. As
mentioned in previous chapter, the population of the study was 27,438 teachers of Catholic
schools in Thailand. The researcher applied two steps to find the sample size and the
representatives to the population. Sample size of 379 teachers was found by using Krejcie
and Morgan (1970) table, while the representative schools were selected by the criteria set
as the schools with more than 250 teachers, 19 schools were found as sample of the study.
Finally, the respondents who returned the questionnaire were 392 teachers from eight

Catholic schools.

Conclusions

According to the four research objectives, the professional development model for
teacher leaders of Catholic schools in Thailand are presented in order to help promote the
professional development. A journey of the research processes brought about the system of
Catholic schools in Thailand, the different Mean of current situation and the expectation
situation of the professional development in each factor. The gap analysis was determined
from the scores of two variables. The researcher presented the category of questions by the
meaning of services and facilities then show the Mean of the different gap scores of the
expectation and current situations. Lastly, the priority of improvement were selected from
the different gap scores that higher than the average Mean score. Lastly, the model was
created under an understanding that the different Mean score that higher than average Mean
score are subject to be selected as the priority of improvement while the different score that
equal or lower than average score are accepted as an existing activity or service in the

Catholic schools in Thailand.
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The research findings were presented into three parts as the following information.

Part one for the objective 1, to explore the system of Catholic schools in Thailand.
By using the content analysis method, the researcher found that the Catholic schools were
established and operated in three ways according to the responsible person or the group of
founder named as (1) Diocesan schools (2) Schools run by religious men and women (3)
Schools run by Catholic Laity. All kinds of the systems are rooted on religion beliefs
which goal and vision of Catholic schools are the propagation of the Catholic faith by the
missionaries that make the Catholic schools to be different from the other schools.

Part two for the objective 2 to identify the current situation of the professional
development of Catholic schools in Thailand and objective 3 to identify the expectation
situation of the professional development of Catholic schools in Thailand. The research
findings are presented on the respondeﬁts’ personal information. The respondents of 392
teachers are from Assumption College, Saint Gabriel College, Saint Louis School
Chaochoengsao, Darasamutr Sriracha School, Assumption College Sriracha, Assumption
College Lumpang, Marry Withaya School, and Daruna Ratchaburi School. Most of them
are female and working as classroom teacher. The majority of education level is
Bachelor’s Degree with working experience of more than 10 years. The factors of
professional development and transformational leadership are presented as for the priority
of improvement on professional development for teacher leaders.

Part three for the objective 4 to develop the professional development model for
teacher leaders of Catholic schools in Thailand. The model is developed based on the
findings, vision, mission of Catholic school, the priority of improvement from each factor
integrated with the factor of transformational leadership applied into the school system.
Then, the final product of the model is teacher leaders. Later, the model was proposed to

the experts for model validation in the focus group conducted by the researcher at Graduate
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School of Education, Assumption University of Thailand. The researcher gathers all the
comments and suggestion for the model adjustment. Lastly, the model was approved by the

experts.

Summary of Findings

The system of Catholic schools in Thailand were established and operated in three
ways according to the responsible person or the group of founder named as (1) Diocesan
schools (2) Schools run by religious men and women (3) Schools run by Catholic Laity.
All kinds of the systems are rooted on religion beliefs which goal and vision of Catholic
schools are the propagation of the Catholic faith by the missionaries that make the Catholic
schools to be different from the other schools.

The priority of improvement in order to help support the professional development
in Catholic schools are distributed into six factors of professional development and four
factors of transformational leadership. The model was developed based on the priority of
improvement, for example the professional development focuses on resources showed that
the priority of improvement needed support the most on financial support for individual
development, documents and textbooks, and technology in searching for new knowledge
respectively. These priorities of improvement are placed as the activities or services under
resources factor on the model. Meaning that the principal or the leader must take good care
on what are shown in the model first while the rest activities or services are maintaining the
quality as existing service in the Catholic schools.

The model shows four layers of circles, from an inside circle refers to the completed
product of the model. The second layer refers to the leadership theory applied into the

model. The third and the fourth layers refer to the six factors and the priority activities or
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services which the principal or the leader must take good care in order to produce the

teacher leaders of Catholic schools in Thailand.

Discussion

According to the research objectives to find out the system of Catholic schools in
Thailand, the findings show the significance of Catholic school system since the first
established and operated. All kinds of the systems are rooted on religion beliefs which goal
and vision of Catholic schools are the propagation of the Catholic faith by the missionaries
that make the Catholic schools to be different from the other schools. The next two
objectives are to find out the current and the expectation situation of professional
development as perceived by the teacher. The findings show the priority of improvement in
order to help support the professional development in Catholic schools, the information
distributed into six factors of professional development and four factors of transformational
leadership. As per the six factors of professional development as resources, individual
development, teamwork, teacher training, working environment, and teaching and learning
show in this study while Guskey (2000) also showed seven major categories as training,
observation/assessment, involvement in a development / improvement, study groups,
inquiry /action research, individually guided activities, and mentoring. There are some
categories that almost the same to the factors, such as individual development, teamwork,
and teacher training. As the professional development model is concentrated on the priority
of improvement while General Teaching Council or GTO (2003b) mentioned that teacher
need the continuous professional development (CPD) opportunity to develop based on three
priority areas (Jone, 2003) as individual focused, local and national focused practitioner,
and school focused. Meanwhile, the professional development model is create and function -

as six factors that seem independent to each factor, Stronge, Tucker, and Hindman (2004)
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put more concentrated on instruction focuses to four factors (1) focusing on instruction, (2)
maximizing instructional time, (3) expecting students to achieve, (4) planning and
preparing for instruction, all these four factors are promoting the student achievement. As
the model shows four layers of circles, from an inside circle refers to the completed product
of the model. The second layer refers to the leadership theory applied into the model. The
third and the fourth layers refer to the six factors and the priority activities or services
which the principal or the leader must take good care in ordet to produce the teacher
leaders of Catholic schools in Thailand. This information provided the right practice and
good decision making to the school leader to plan effectively for the next move of
professional development. The plan should also concern the experience of teacher and
separate of new teacher, experience teacher, and senior teacher in order to provide the best
services and activities to the participants. On top of that, the professional development is
the continuous process as can be called as Continuing Professional Development (CPD),
the plan must be announced as short term and long term with the clear goal then all people

in school can be participated to develop the school and the achievement of student.

Implications
The results of this study confirm the literature, which suggests there is a need for
implementing of teachers professional development. The activities and services under the
six factors are recommended to apply in the Catholic schools system. Therefore, the teacher
leaders with the high quality in teaching and learning can provide the good quality of
teaching, students gained more knowledge and experience in what is expected from the
curriculum. Then, the achievements of students are the final outcomes of the professional

development model. There might take some period of time in order to fulfill the complete
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model. In between the process of doing the activities or services, the management strategy

and the treatment must be concerned.

Recommendations

The professional development model for teacher leaders of Catholic schools in
Thailand has the benefit to all levels of people involving in school such as, school leader,
administrators, teacher leaders, and the most benefit go to students. After the teacher
leaders are developed under the services and activities of professional development model,
the quality of teachers are increased. From this study the recommendations are presented to
the school leader, the teacher, the student, and the future researcher.
Recommendation to the School Leader

The school leader in all level such as principal, department head, section head, and
level head must concern the most on professional development as shown on the priority of
improvement confirmed that all teachers need support on resources: financial support for
individual development, teamwork, teacher training, working environment, and teaching
and learning. The activities and services as mentioned to the professional development
model could be create to meet the need of teachers in order to show the full competency of
teacher of Catholic schools in Thailand. According to an Idealized Influence Charisma of
Transformational Leadership can be applied directly to the school leader by being the role
model and support teacher leader to act as the role model to other teacher in Catholic
schools.
Recommendation to the Teacher

All teachers in Catholic school under the philosophy that focuses on a teaching and
learning process which aim at human development must provided the opportunity for the

development with the support from school leader. The activities and services provided by
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the school leader with the cooperation of teacher would be both maintaining the service
existing in the school and promoting the priority of improvement as the findings of the
study.
Recommendation to the Students

The student is an important factof to be mirror to the quality of teaching and
learning. The evaluation process provided by the school administrative is to collect the
opinions of student toward the teaching and learning process under the improving
perspective for the better. Thus, student who expected to have a quality teacher leader must
report the truth as to response to the teaching evaluation.
Recommendation to the Future Researcher

This study provided the professional development for teacher leaders in Catholic
School in Thailand. Understanding that the characteristic of Catholic School is different
from other school based on the philosophy of the founder, vision, mission, and objective of
service give to society. The future research might interested the same group of sample and
make it compare to the different kind of school such as the government school, on the
perspective of management, professional development in different manner and working
environment, and so on. Also, the future researcher can adjust or use the instrument of this

study for the future study.
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Number of Schoo!
. selected
No. Schools Province teachers Total
according to
Male | Female the criteria

1| guanuinn AFUNN 30 103 133 | X
2 | uanauddny AFANHA 13 51 6 | X
3 | esud lufia AFINN 13 32 as | X
4 | nlsugAfnun AFUNN 20 49 6 | X
5 | uiwszalszdnd NFAUNN 9 39 48 | X
6 | aFlasinn AFAUNHA 15 78 93 X
4 X

7 | IUAMTH HUBIBN AFUNHE 16 94 110
8 | wiSedy AFANHA 29 143 172 | X
4 X

9 | wudshea aynsilans 19 92 111
10 | 1udus dymsliims 8 37 45 X
] L4 =t x

11 | wizignaguasiew uunys 22 148 170
o o o = x

12 | wegdgning Unusfl 13 44 57
13 | vauswogsn oYY 17 95 2z | X
o o =) x

14 | swgithysfail BYTN 14 65 79
15 | iwuvovy dildad agT 11 51 62 | X
4 X

16 | UAMISHWEINDS YT 4 32 36
17 | lasneinn g5 15 63 78 | X
18 | udienInil RBBUNTT 8 53 61 | X
19 | ms1eryns S1FuUNs1 8 49 57 X
20 | wisAugua azFuns 17 141 158 | X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the eriteria
21 | Teuoovlersn AN 4 63 61 | X
) x
22 | nmenIsaning UATUIYN 12 75 87
vinyguourigldus 9
23 | nuess UATUIEN 3 21 24
24 | winszilszany ANITUYS 13 47 60 X
25 | voalnfiving unslgu 25 80 05 | X
26 | asouwvigildus uns1lgy 74 240 314 v
27 | dnyglTas unsilyn 24 93 17 | X
28 | duwdY AUNSAAT 6 49 55 X
29 | WzW13AIHINM AFIANN - - 0 X
30 | ininggvhiun AFIUNT 22 126 148 | X
31 | aewdilday AZANT 2 8 0 | X
32 | geiagadnm AFANHA 14 71 85 X
a = o x
33 | ndaRaaunsizd AFUNNe 7 13 20
34 | vouavlguldus gnos CLRELISTE] 5 25 30 | X
o e ar 2 X
35 | dadudyfn NFAUNNEY 14 104 118
SadutynaeunIudg 11 »
36 | §n AFUNNA - 106 106
ar ar o 8= x
37 | oedudyADULIUA Fay AFUNN 14 71 85
38 | deraludey dsau AFUNNA 132 154 286 v
39 | sadudty drzou AFIUNNA 84 160 244 X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the criteria
40 | Sadudamuyi NFUNN 106 184 290 v
41 | oadudyaynslsimg aynylsing 87 157 244 X
o o /
42 | wudnuiua AFAUNHE 139 184 323
o o a /
43 | ruAviqud AUTUNT 58 214 272
44 | yuAnBliin AFUNTE 83 98 181 X
45 | wud Tovonouuiud ATUNHA 27 272 299 v
46 | udnidmeies uunys 26 117 143 | X
& row & S
47 | \uANSIEmrIssnou AFUNHA 16 142 158 X
) I4
48 | FRMATANDULIUY AFIUNHA 19 129 148 X
49 | iud Toimwutaun aynslsimsg 23 126 149 X
50 | wud Toslfinda awslsims | 16 144 160 | X
51 | nmndiadInendy AFANN 13 134 147 | X
52 | ngm AFUNT 3 62 65 X
53 | wizuw ladnun AFANHA 12 29 41 X
54 | nsgngrineuOud AFANHA 43 172 220 X
55 | wazngieRauaend AFUNA 9 48 57 X
56 | wsgmgvivuunys UUNYT 12 148 160 X
1 A
57 | wIzuduIeIns NIUNH 20 123 143 X
58 | WszuNITega AFAUNWEI 11 57 68 X
59 | wazuanInse Tvus AFUNHA 6 40 46 X
60 | wisdguldus unsgw 4 88 92 X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the criteria
61 | 2111190 AFUNH 62 202 264 v
62 | wizngivaouifoq AFAUNN 28 145 173 X
63 | SaugAImefny AUNH 114 102 216 | X
64 | ey anviviisua AFUNWE - 7 7 X
65 | Fssufisng AFUNH 7 83 90 X
66 | D.a1eMmAga NIUNW - 4 4 X
o '
67 | 0.195NaA NIUNHEY 3 103 106 X
68 | 0.15u8 AUNN 11 20 31 X
69 | 0.anFilsua AFIANN - 7 7 X
70 | opudiooiuy RIS - 24 24 X
71 | wudseny AFAUNHA 19 62 81 X
72 | aadnm NYAUNHA 9 54 63 X
73 | uguaiiu NTUNH- 6 34 40 X
74 | Ysang NTANH 22 51 73 X
75 | tARadiing NFUNH 21 130 151 X
76 | NAUTIING NFUNHA 17 83 100 X
= oy 4 ~t
77 | ndussuAlnes HUNYS 34 257 291 v
78 | uszfny NFIUANN i 7 8 X
79 | AusEIAW AUV 3 49 52 X
r = a
80 | WunSAAEIANN AUNH 4 10 14 X
81 | sugynigUdng NN 5 48 53 X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the criteria
82 | ansenaisuy3 NFIUNH - - 0 X
83 | awonysI NFAUNNA 10 79 89 X
=
84 | AINAANKT VLA AFUNWA 3 16 19 X
=} =4
85 | anSysaing AFUNNA - 59 59 X
86 | enseneniiny AFUNI 24 84 108 | X
87 | ensealionas AFUNN 152 242 394 v
88 | ensenaniaun AFUNN 28 117 145 X
o'a =
89 | myanmiimanny aynssims | 38 132 170 X
no’
90 | asenaiguaiad AFUNWA 20 105 125 X
o1 | asandunimn-miguand | agamwna 8 39 47 X
a =
92 | seeidszangia NFAUNNe 26 106 132 X
L4
93 | MsmEdayNIg aynslsims | 21 96 117 X
94 | msmaimennaveu AFINHA 168 493 661 v
95 | arsmailimesundn AFINHA 55 249 304 v
96 | msmmiimaniaimes HUNYT 67 283 350 v
97 | arseaiimeaiy 1wy AFINHA 32 182 214 | X
98 | msemaniimaiiiialnal A3UNHA 50 264 314 v
99 | arsarailimaiede Unusiil 82 290 372 v
100 | wsms ATANNA 10 71 81 X
101 | qUssnMWINg AFUNHA 5 13 18 X
102 | 0.47908 AN 2 13 15 X

i
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Number of School
selected
No. Schools Province teachers Total
according to
Male Female the criteria
103 | eywaidieden Unusil - - 0 X
104 | 1arud loalifiouan il 4 22 26 X
105 | naany ATIUNA 20 64 84 X
106 | D.UEIBTM TUYY3 AIANN - 7 7 X
o
107 | 0.53541050 NFINH 1 1 2 X
108 | nlsmlszanTan Uyl 20 92 112 X
109 | D.UAIDIUNIZUAS NFIUNH 2 11 13 X
aw o o
110 | 2.535UDFNEMIAS AFUNNA - 28 28 X
111 | o.Rauiind NTUNN - 30 30 X
112 | wszmintsgaldus il 11 20 31 X
= o 4
113 | WA UAIaRY AFIUNN 23 25 48 X
114 | 2. 5UANYsS-A1UIEAY AFUNH 1 10 11 X
115 | eyunadwsuy QERN 1 9 10 X
116 | Buwmsiiuduuua 13 Unumil 4 12 16 X
117 | gaassadinm AFANNA 4 23 27 X
angwisisdusunaiga
118 | 38 NN 7 18 25 X
119 | wuAuus YT 4 22 26 X
= o ar ~

120 | Aisugie UNYY3 23 55 78 X
121 | gurunam GEENLE! 1 25 26 X
122 | 8. Taewann way3 - 9 9 X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the criteria
123 | a191erms 55719 ¥a13 80 197 277 v
124 | WSanyeasd w013 25 131 156 | X
o o =

125 | Smunypie WA 9 82 91 X

126 | sznaansizd %15 - - 0 X

127 | dudinn RAUFUNT 2 3 5 X

128 | AgIaF NUAFUNTT 7 61 68 X

129 | ma5ny s 9 60 69 X

130 | ASanauAsIzH UATUIN 12 57 69 X

131 | Hyyanind AFUNI 14 94 108 | X

132 | mmaynsaszuia GEELE 4 34 38 X

133 | Hgyonind Tuy3 NFUNWA 3 16 19 X

134 | SAduFyA5 31 saY3 125 218 343 v
135 | dardudayssueq e ELGN 50 150 200 X

aaadunys s
136 | fisina) umy3 24 65 89 X
o
137 | msayarssl A31A 17 72 89 X
<4 o oo o

138 | aR5IIATNYINY IUNY3 23 125 148 X

139 | sousHInn U3 12 103 115 X

140 | 11330 Ys519u1)5 29 131 160 X

141 | i$Inndunir Us1auy3 30 89 119 X

142 | Wiy Tves 51auy5 16 61 77 X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the criteria
143 | udiloaneuuaug TTE] 18 107 125 | X
144 | 1vud lovszend 52094 15 101 116 X
Fiq =l
145 | W5BINAAADUA ¥aYs 11 75 86 X
[ o o as
146 | dunusaNg1dY TUNYS 10 81 91 X
o = 4
147 | o.AnANTTM ¥aY3 1 25 26 X
= Qs o
148 | QAIUUN TEUDY 11 44 55 X
o ar 8 ~
149 | 3AUFANEN ¥0Y3 7 18 25 X
150 | Aandl ¥ay3 7 37 44 X
o o 4 =
151 | ayuiaIsndanysl a5 1 4 5 X
152 | wi3nd T TE] 24 156 180 | X
oSy 8 o oS =1
153 | w1538 Faity ¥ays 15 99 114 X
154 | o3 lavy d11ha 21 101 122 X
155 | wyerghe 138 vl 50 193 243 X
156 | f1as? e tv 9 32 a1 X
157 | dudadnn 9518 16 78 94 X
ey o = =
158 | A5 aima (He9318 18 63 81 X
159 | Yywinoyasel (Fe9318 28 61 89 X
= dn 1
160 | MAHMINEIN WS 14 67 81 X
161 | wadesadninges (Jszow) g lnal 91 110 201 X
162 | warlasmImngdy (Tsa) e lvy 119 128 247 X
163 | derdudydn g1 69 234 303 v
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the criteria

164 | (SEUNFAINBY ORI 15 118 133 X
165 | Whihquasal wealnal 3 22 25 X
166 | insagudus Uy 12 86 98 X
167 | enseneiimendeelny e na 45 152 197 X

o
163 | AU ARNAUAT ANaUNT 14 59 73 X

o
169 | uABRUFWYNATMIS YNAMIS 10 52 62 X
170 | isudeousWnmiug mwdug 14 106 120 | X
171 | ivusioousw enuun NFUNNA 6 25 31 X
172 | yussauauiun UATHULY 11 46 57 X
173 | irusvousdaS aans I UATHUY 5 13 18 X
174 | isudeeusniursoel mwug 10 28 38 X

ar ar '
175 | Huaeniun UATHUY 3 31 34 X
Admow o 1 ~

176 | MTIANDY a19AUAY Anauns 13 45 58 X
177 | wSdnsing Walau AnNaUAI 7 26 33 X

o 3 (]
178 | wudvsuad vius ANAUAT 20 60 80 X
179 | H5uadnn aANAUAT 6 30 36 X
180 | w3dftnigasmil gAIs1dl 12 65 77 X
181 | 13dnen UATTITRIN 66 221 287 v
182 | 1ud Toiswdnun UATTIFFIN 5 16 21 X

a =

183 | suisan gldua UATTITRIN 13 37 50 X
184 | wsanuing 155ud 11 39 50 X
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Number of School
selected
No. Schools Province teachers Total
according fo
Male Female the criteria
185 | wSdoyasel y35ud 17 124 141 X
o o o o o o ar =

186 | i3dgUaus Fugi Qi 13 65 78 X

187 | Wi diny 135ud 13 44 57 X

188 | 3903MINN UATTIFAN 29 132 161 X

189 { wi3d5ny UATTIBHN 6 33 39 X
= o ar =

190 | w13d5edie UASTTIHAUT 6 17 23 X

191 | derdudgyunssivdus UATTIHEAN 57 133 190 X

192 | yaifiaum 135ué 4 24 28 X

193 | yaflfjaumuasnsin | wasHwdn 4 23 27 X

194 | W3gITEN3 any3 1 35 46 X

195 | wuadi Inae Auglan 34 123 157 | X

196 | fMsINen 10 21 70 91 X

197 | wudnuuiSoadudimu 1wy 5ol 11 34 45 X

udnSeFaios i

198 | Tuiiy A1n 12 80 92 X
o d A a =

199 | WizQUSIEETINY3 Fany3 1 15 16 X

200 | souwHHINS WD 15 49 64 X
A a o a o

201 | wsuduad gasdnd gasaad 3 16 19 X

202 | rud lodunsadssa UATAITIA 20 128 148 X

203 | aaledisiunsalssa uATAIIN 42 168 210 | X

204 | wszngivaissalan g lwsie 15 36 51 X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the criteria
205 | 1 Tenaswla5er sy sl 21 82 103 X
206 | 1ud Towl 1iszana A1n 16 36 52 X
207 | dadudgyduisienl anys 25 84 100 | X
208 | Sardudunoutiud amys amyfs 1 51 52 X
= da Ld

209 | W56 UATTITIA 5 32 37 X

ATMUITVYTUNUNADY
210 | AW 5115 5 22 27 X
211 | Ago91915 51913 71 199 270 v

L=y g =
212 | IMAUNTAN S1YY3 9 51 60 X
213 | MWINN 193 13 49 62 X
214 | 3sfiail mayauys 16 72 88 X
215 | Jadne 519143 3 21 24 X
2 =)

216 | DYBUANN MYINY3 10 75 85 X
217 | AgIIPATIEH AYNTHIATIN 11 50 61 X
218 | wsann AYNIAIATIY - 10 10 X
219 | AgMIYDa AYNITIATIY 7 51 58 X

=) a Jd s =
220 | (FREININTEHONY SIYYS 3 25 28 X
221 | Sumwiion 1¥Y3 9 71 80 X
222 | Awiluine 1113 10 [ 50 60 X

= o =)
223 | 35eaA§ 517 15 51 66 X
224 | 272309 ATANNA 27 42 69 X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the criteria
225 | AgAMYIULYS MIYIUYYT 23 83 106 X
226 ﬂqmswu‘%‘?mﬁﬁﬂm F19)3 14 40 54 X
= qdq QF =~
227 | @1sdniAnedy 31915 72 82 154 X
228 | Wi 5195 14 109 123 X
229 | widyd 193 9 171 180 X
230 | 1ud losinasys w513 17 55 72 X
231 | gANINgl 31%13 11 73 84 X
o =y o = )
232 | 818 INdmRyIuys MBYIUYI . - 0 X
233 | mniiasdnun gsg i 41 141 182 X
= el w o

234 | B3N sgarfidug | 37 121 158 X
235 | Auedne gean 5 37 42 X
236 | gulduinomu gawginil 20 48 68 X
237 | JumaSe dsgaudTdus | 7 43 50 X
238 | wSdANnY AN UATATBITUIY - 22 22 X
239 | 195nyASAnE Taanil 3 33 36 X
240 | 9.1M35ANIN WA - 11 11 X
241 | aiuInndy szorwdsdus | 39 139 178 X
242 | Bampnsizd A 2 135 137 | X
243 | pagneIne H9a1 62 85 147 X
244 | sl3ag Ty TYUDY 9 50 59 X
245 | aglawiy A3 14 93 107 X
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Number of School
. selected
No. Schools Provinece teachers Total
according fo
Male Female the criteria
246 | A9 L) 25 65 90 b 4
o o o~
247 | 1rud Tomimz ey gaugindl 8 64 72 X
248 | Fauuinse g518g i1l 17 175 192 | X
249 | USUAYUNT YUNT 19 86 105 X
250 | AgouAny UATAIEIINY | 12 48 60 X
d

251 | A191aN3 Qina 16 113 129 X
252 | auaupAnLI #zan 10 39 49 X
253 | wzudunlszeau szomfsTus 6 37 43 X
254 | .3 UNAMITITUNNG inga 4 21 25 X
255 | uy'lodnuuas 1@t 10 80 90 X
256 | um lodnuulos YOUUAYU - - 0 X
257 | wn'lednurvouuniy YouUAY 6 59 65 X
258 | uvlodAnwinmansTusen YOUUNY 30 80 110 p.g
259 | uvinlodnuniuld YDUUAY 14 53 67 X
260 | uvlaAnuuiomwa YOUAY 9 62 71 X
261 | ym ladnuthuee a1l 5 32 37 X
262 | uvladnuiviniy 18 8 27 35 X
263 | w1 ladnwn nunil gAvE1i 3 67 70 X
264 | uniladnw fapw NUDIAY 7 45 52 X
265 | v.uv ladnen Tnuge gas51] - 10 10 X
266 | 8.uv1 laAny1gasEIi gasdl 2 15 17 X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male | Female the criteria
267 | wudinG gassiil 9a3551% 9 81 90 X
268 | JemBaed Twuga GRERALT 4 33 37 X
269 | wsznIIsEYINN YUY - 28 28 X
o
270 | wsudiloanusamy HUDIAY 6 58 64 X
271 | T35 Jomen NUBIA1Y 19 54 73 X
272 | o.um lodnwndhuls YOUTN 1 16 17 X
273 | aouuod InIng gAITIH 38 96 134 X
o o
274 | 2.41991AT 1N NUBIAY - 27 27 X
275 | untld@nun Tuuenysel YOULAL 4 26 30 X
276 | Faudfinen uTass 13 33 46 X
277 | WsznuIsQUDA UATIYIL 1 12 13 X
278 | wszquisFeuidn fouida 24 119 143 X
= = 4 o =
279 | IgnInA BT 5 8 13 X
280 | MIAMIITITY GEENNY 3 19 22 X
281 | wisdyias1ed olerss - - 0 X
oo da e
282 | mwiinEAinen UV 7 32 39 X
283 | WITQUMITUMIAIIAIN UMY 15 62 77 X
284 | wyzmnsinmn NHIATAN 10 53 63 X
1= 4 = 4

285 | wsgnusgiuns gIung - 14 14 X
286 | dardudyRUaTIFEI 9Ua1Y51l 54 108 162 X
287 | DUIW13D1 UATIY¥HH 25 105 130 X
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Number of School
. selected
No. Schools Province teachers Total
according to
Male Female the criteria
288 | lnussAnE Quaiwmﬁ 3 22 25 X
289 | wi3diisua QUATITI 10 57 67 X
290 | S INATASINY ANy 18 76 94 X
201 | wisdgaldus A dziny 14 68 82 X
EEL] 5638 21800 27438

CATHOLIC EDUCATION IN THAILAND
AUGUST 2010 - JULY 2011
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APPENDIX B



Table for Determining Sample Size from a Given Population

of R.V. Krejcie & D. W. Morgan

5 Population | Sample Population | Sample | Population

Size

Size Size | Size ° Size

Sample

1 Size

10

10 | 220 | 140 | 1200

291

15

14 | 230 144 | 1300

297

19 | 240 | 148 | 1400

1 302

20

25

24 | 250 | 152 | 1500

306

30

28 260 155 | 1600

310 |

35

| 32 | 270 | 159 | 1700

313

40

36 280 | 162 | 1800

317

45 ;

4 | 290 | 165 | 1900

320

50

4 300 -} 169 | 2000

322

55

48 | 320 | 175 | 2200

327

60

52 | 340 | 181 2400

331

65

56 | 360 | 186 | 2600

| 335

70 E

s | 38 | 191 2800

338

75

63 | 400 | 196 | 3000

341

80

66 | 420 | 201 | 3500

346

85

70 | 440 | 205 | 4000

351

90

73 460 | 210 | 4500

354

95

76 | 480 | 214 | 5000

357

100

80 | so0 | 217 | 6000

110

86 | 550 | 226 | 7000

120

92 600 | 234 | 8000

115
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{ Population ; Sample | Population | Sample | Population | Sample
| Size | Size | Size | Size | Size | Size

130 97 | 650 242 | 9000 | 368 !

140 | 103 | 700 248 | 10000 | 370

150 | 108 | 750 | 254 | 15000 | 375

160 113 | 800 | 260 | 20000 | 377

170 | 118 | 850 | 265 | 30000 | 379

180 | 123 | 900 | 269 | 40000 | 380

190 | 127 | 950 | 274 | 50000 | 381

200 | 132 1000 | 278 | 75000 | 382 ‘

200 | 136 1100 | 285 | 100000 | 384 |

Note : N is population size.

S is sample size.
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Research Questionnaire

Topic: The current and expected conditions of teacher leader development of Catholic
schools in Thailand

Explanation:

1. This questionnaire aims to study the current and expected conditions of teacher leader
development of Catholic schools in Thailand.

2. This questionnaire is divided into three parts, namely;

Part 1 Questions about the condition of the respondents, 6 questions

Part 2 Questions about the current and expected conditions of the teacher leader
development of Catholic schools in Thailand, 50 questions ,

Part 3 Open-ended questions about the suggestions for teacher leader development of
Catholic schools in Thailand

The respondent who answered all the questions is a teacher.

The answers will not affect yourself and your job in any circumstances but of great help to
this research to find ways and means to improve the education management of a school
administrator at an institution that affect the teacher leader development of Catholic Schools in
Thailand.

The researcher would like to thank you for any help you can extend on his behalf,
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Part 1 — Information about the status of the respondents

Directions: Please tick (v) in the box O according to what is true to yourself and fill in the
following form.

1. School
2. Sex O Male [ Female
3. Age [ 25-30 years [131-35 years [ 36-40 years
O 41-45 years [ 46-50 years Od51-55 years
[ 56 years and above
4. Position of the respondents
1 Classroom teacher O Supporting teacher O Department Head
] Section Head | Learning Department Head O Level Head

] Supervisor

5. Educational Attainment
L] below Bachelor’s Degree [ Bachelor’s Degree O Master’s Degree
L Doctoral Degree

6. Work Experience
O1-3 years Oa-56 years O7-10 years L] more than 10 years
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Part 2 - Questions about the current conditions and expected situation of teacher leader
development of Catholic Schools in Thailand

Directions: Please tick (v') the box of the level of performance of the school in the

development of the capabilities of the teacher. Please tick only once.

Note:

Level 5 means the performance of the school in the current and expected conditions is strongly

agreeable.

Level 4 means the performance of the school in the current and expected conditions is agreeable.

Level 3 means the performance of the school in the current and expected conditions is moderate.

Level 2 means the performance of the school in the current and expected conditions is not

agreeable,
Level 1 means the performance of the school in the current and expected conditions is strongly
not agreeable.

Current conditions Expected conditions
54321 Teacher Leader Development S 4321
Professional Development

I. Developing and advancing the cognitive

0o o capacities. 0|00 0)a
2. Supporting the documents, textbooks for

0\00do improving knowledge. Oojojgo
3. Facilitating the technology in searching of new

O|O|O|O|Op e olo|o|o|o

olglololo 4. Enhancing an ability to develop skills at work. Oloiololo

Olglololo 5. Financial support for individual development. Oloiololo

: 6. Teacher assessment on knowledge necessary for

Eppmppu classroom teaching, niojoiopg
7. Supervision and follow-up teachers’ current

0o professional performance. O ajojoo

OO 0| O] 8. Promote and support for individual careerpath. | O | (O | O | O
D. Honor and award for the skilled teachers.

O(o|jao|o|d Oo(ojo;d
10. Acceptance of individual suggestion about the

0 ojoyoo self-development. 0/ ojo|o|0

ololololo | 1. Exchanging idea among colleagues as a team. Ololololo
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12.

Cooperative work with team to achieve an
organizational goal.

13.

Encourage teachers to plan their work with
their colleagues.

14.

Brainstorming the team’s ideas.

LS.

Setting up an opportunity for idea and
information exchanged.

16.

Training teacher on team-working
methodology.

17.

Promoting and training for teacher self-
development.

18.

Applying of seminars knowledge to improve
teacher’s work.

19.

Teacher participated in organizational
activities.

0.

Organizing of various activities to help
teachers” work improvement.

21

. A new body of knowledge to stimulate

teachers’ continuous search for knowledge

22,

Teachers’ evaluation in a systematic manner
and open for verification.

23.

Practical and comfortable environment.

4.

Facilitated activities that benefit to students’
teaching-learning process.

P5.

Planning lessons which comply with

curriculum standards and student assessment,

O Oo|jooOoo|oo|joo|jog;jojoooa o
O | g|oO0oojojoo0|o0|jgoOoo|a
O |O|jo0oolooo|o|jojoono;a
O | O0jooOooo0ooaggonoao|jo
O o|ooooooo|ojogooo g

R6.

Encourage teachers to develop their
communication skills for the advantage of
personnel working together at school.

O | d|oOooooooojfoopoog
O |go|oOooocoooooooog
O |O|o@Qoo|/ojoo|0ojoooog
O |g|oOoofo|ooo|ojooOoogd
O | O|0Oo|g|ojoojo(oo@oo;d

O
|
O
O
O

7.

Encourage teachers to plan and prepare a
continuous and systematic style of teaching-
learning process.

O
O
O
O
|

M|
O
O
O
O

P8.

Up-to-date instructional material and
appropriate to teaching-learning process.

O
|
|
A
O

29.

Up-to-date curriculum used in the teaching-
learning process.

BO.

Planning on teaching-learning activities as
short term and long term.
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Transformational Leadership

Idealized Influence

B1.

Supporting teachers of being teachers’ role
model.

B2.

Developing teachers to reach the high morality
and ethics.

33.

Developing teachers to have a strong intention
to do the right thing.

B4.

Organizing the activity to promote capable
teachers to be accepted by colleagues.

Oo,o|0o;,0;4d
O|0|0o 0|0
I R I I I 6 O
Oy o|g,o;d
Oo|o|o|go;d

B5.

Using capable teachers as change agent of
transferring the school vision to colleagues.

O|o|a 0go|f|d
O|0(0|0|0d
O|o0o0| 00
O|0(o|0|0
o000 0

Inspirational Motivation

B6.

Developing capable teachers of being skillful
in communicate the school’s goals.

B7.

Developing capable teachers for the team
working skills.

B8.

Developing and encouraging teachers of being
an inspiring teacher.

O 0|00
O/ 0o|o|Od

Oo|o|ad
O|0,0|0
O 0j0o|0d

39.

Developing and encouraging teachers to create
schools’ networking.

O|0O|0o|0
O|0|0|0

Oy0;0|0d
O|0,0)|0
0 O I O

O
O
O
O
O

A0.

Encouraging capable teachers of being a part of
sharing and transferring of the school’s vision
and goal.

O
O
O
[
O

Intellectual Stimulation

Al.

Encouraging teachers to create innovative tools
in teaching and learning.

A2,

Challenging teachers with the high goal, belief
and value,

43.

Promoting capable teachers of being a role
model in teaching and learning.

OO0 |00
O 0|00

I I I O O

[ A O O O Oy
Oo|o|o)0

14

. Developing a teacher motivator in creating
teaching and learning tools.

OO0 |00

OO0 |00
O (0|00
(0| oj|O

Ol 0O (0| d

O
O
O
O
O

]

. Developing a skillful teacher to challenge other
teacher on one’s ability, belief, and self-esteem
at work.

|
O
O
|
O
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Individualized Consideration

16. Developing teachers for the skill in creative
positive working environment.

17. Developing capable teacher of being a teacher
mentor and counselor.,

48. Developing capable teacher to create a team to
assist other teacher at work.

19. Promoting and encouraging of the positive
team-working.

O | 0| 0| d
0 [ 1 O I
Oo|0o,0,d
O 0|00
O o|o|0
[ I O O O B
[ B
Oo|o|a|Od
oo, | Od
o|oy0)ad

50. Promoting and encouraging capable teacher of
being a leader and mentor in teaching-learning
management.

O
O
O
O
O
O
A
O
A

O

Part 3 Suggestions for teacher leader development of Catholic Schools in Thailand

Thank you for your cooperation in answering this questionnaire.
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GRADUATE SCHOOL OF EDUCATION

VALIDITY APPROVAL FORM

Student Name: Bro. Montho! Prathumarach

Contact Information (phonefemail): 089 8103520 / monthol36@hoetmail.com

Dissertafion Title: A Professional Déevelopment Model for Téacher Leaders of
Catholic. Schools in Thailand,

Questionnaire Title; Professional Development-of Catholic Schools in Thailand

Validity Approval

Do you-approve the validity of this questionmiaire?

f Yes. [, Luschal Ghanpoh have read and certify the validify of this Professional
Deyelopment of Catholic. Scheols in Thailand guiestoniiaire. My comments,
uigaestions ave nued below. | o

ONo. T, .. Nan‘L@ re vty e 11ams seves. HAVE TERd atid cannot cerfify the validity of this

Professional Development of Catholic Schiools in Thailand questionnaire. My-

corments; suggestions are ngted below.

Lueehai Chanpoh
Validity expert Signature
Tate: November],2011.
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GRADUATE SCHOOL OF EDUCATION

VALIDITY APPROVAL FORM

Student Name: Bro. Monthol Prathumarach

Contact Information (phone/email): 089 8103520 / monthol36@hotmail.com

Dissertation Title: A Professional Development Model for Teacher Leaders of
Catholic Schools in Thailand.

Questionnaire Title: Professional Development of Catholic Schools in Thailand

Validity Approval

Do you approve the validity of this questionnaire?

“ Yes. I, Miss Kanlaya Yadthohngkham have read and certify the validity of this
Professional Development of Catholic Schools in Thailand questionnaire. My
comments, suggestions are noted below.

ENo L have read and cannot cerfily the validity of ihis
Professional Development of Catholic Schools in Thailand questionnaire. My
comments, suggestions are noted below.

Comments/ suggestions:

All items are relevant to the topic concerned as well as congruent to the content and
objective of the study.

Validity expert Signature
Date:
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GRADUATE SCHOOL OF EDUCATION

VALIDITY APPROVAL FORM

Student Name: Bro. Montho! Prathumarach

Contaet Information (phone/email): 089 8103520 / monthol36@hotmail.com

Dissertation Title: A Professional Development Model for Teacher Leaders of
Catholic Schools in Thailand.

Questionnaire Title; Professional Development of Catholic Schools in Thailand

Validity Approval

Do you approve the validity of this questionnaire?

Q/ Yes. I, ‘Dvb”'ﬁ ”O\Ae have read and certify the validity of this
Professional Development of Catholic Schoeols in Thailand questionnaire. My
comments, suggestions are noted below.

ONo. L oo, ... have read and cannot certify the validity of this
Professional Development of Catholic Schools in Thailand questionnaire. My

conuments, suggestions are noted below.

Comments/ sugpestions:

Validity expert Signature
Date:
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¥rkkxk Method 1 {space saver) will be used for this analysis *****

RELIABILITY ANALYSIS - SCALE (ALPHA)

Reliability Coefficients
N of Cases = 60.0 N of Iitems =100

Alpha = .9763
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APPENDIX F
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No Name Position Institution Address
1 | Dr.Chamnan Laoruckphon Director Assumption College Thonburi
2 | Bro.Phiranant Numkanisorn Manager Assumption College Sriracha
3 |FrLluechai  Chanpoh Director Darasamutr Sriracha School
4 | Dr.Anusak  Nidhibhadrabhorn Director Saint Gabriel College
5 | M.Chumporn Srinukulchai Teacher Daruna Ratchaburi School
6 | Ms.Pasuta  QOodjunsri Teacher Saint Louis School
Chachoengsao
7 | Dr.Kanog-on Lecturer Graduate School of Education,
Rungrojngarmcharoen Assumption University
8 | Bro.Dechachai Sripicharn Director Assumption College Rayong
9 | Bro.Pisutr  Vapiso Deputy Assumption College
Director
10 | Dr.Surapee  Sorajjakool Director Seventh Day Advantist School,
Eakamai, Bangkok
11 | Ms.Naruemon Noi-im Teacher Assumption College Thonburi
12 | Ms.Chuleeporn Thirayothin Teacher Saint Gabriel College
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Graduate School of Education

Model Validation Approval Form

Student Name: Bro. Monthol Prathumarach

Contact Information (phone/email): 089 810 3520/ monthol36@hotmail.com

Dissertation Title: A Professional Development Model for Teacher Leaders of Catholic
Schools in Thailand

MODEL VALIDATION APPROVE

Do you approve this professional development model?

HYes. 1. 5re.. L JU'“‘ ranf ... have read and approve this professional development
model. I confirm that this professiondl development model is able to apply for teacher
leaders of catholic schools in Thailand. My comments, reservation, suggestions are
noted below.

ONO. e have read and cannot approve this professional
development model. I confirm that this proféssional development model is not able to
apply for teacher leaders of catholic schools in Thailand. My comments, reservation,
suggestions are noted below.

Comments/ reservations/ suggestions:

........................................................................................

- r/z'— natermate

.........................................

.....................................................................................................

%“ﬂ&\i&k,aﬂ-/ /‘/mw/éb-«\r'm . /4?1‘«)72/{0; 6//% ﬁf:«wﬁﬂ

......................................................................................

Name and address of Model validation expert

/’\z;//:ffcc/o(a?)/ &Am/‘,/ &- (ﬂ)'nrh'ado{ i
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Graduate School of Education

Model Validation Approval Form

Student Name: Bro. Monthol Prathumarach

Contact Information (phone/email): 089 8§10 3520/ monthol36@hotmail.com

Dissertation Title: A Professional Development Model for Teacher Leaders of Catholic
Schools in Thailand

MODEL VALIDATION APPROVE

Do you approve this professional development model?

Jzzes. Ian M‘”‘ f"?f?.‘.’k?&. 00& 7 ?x‘gjze read and approve this professional development
modsl. I confirm that this professional development model is able to apply for teacher
leaders of catholic schools in Thailand. My comments, reservation, suggestions are
noted below.

ONo.Toiviiieiiiinns wieeereneres ....have read and cannot approve this professional
development model. I confirm-that this professional development model is not able to
apply for teacher leaders of catholic schools in Thailand. My comments, reservation,
suggestions are noted below.

Comments/ reservations/ suggestions:

O Dagty R L dador o gy rBrats avib e ﬁb’o\

......................... R I T R T camrsrrsagprlacaii i

_ N e
3, vl W M0 8N 9k TordhasSinswivona ¢

...........................................................................................................
...........................................................................................................

.......................................................................................................

...............................................................................................................

Name and address of Model validation expert




Graduate School of Education

Model Validation Approval Form

Student Name: Bro. Monthol Prathumarach

Contact Information (phone/email): 089 810 3520/ monthol36@hotmail.com

Dissertation Title: A Professional Dévelopment Model for Teacher Leaders of Catholic
Schools in Thailand

MODEL VALIDATION APPROVE

Do.you approve this professional development model?

_ﬁ'és. 1.9 ka '”—5‘0/" . ﬁ‘ ...... have read and approve this professional development
model. T confirm that this professional development model is able to-apply for teacher
feaders-of catholic schools in Thailand. My comments, reservation, suggestions are
noted below.

GNo.I..... e eerenaereneeaien, SR have read and cannot approve this professional
development model. I confirm that this professional development model is not able to
apply for teacher leaders of catholic schools in Thailand. My comments, reservation,
suggestions are noted below.

Comments/ reservations/ suggestions:

.............................................................................................................

Name and address of Model validation expert

Pv‘ 7‘@@(7 Oy Euqmj%:fm charee
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Graduaate School of Education

Model Validation Approval Form

Student Name: Bro. Monthol Prathumarach

Contact Information (phone/email): 089 810 53520/ menthol36@hotmail.com

Dissertation Title: A Professional Development Model for Teacher Leaders of Catholic
Schools in Thailand

MODEL VALIDATION APPROVE

Do you approve this professional development model?

model. T confirm that this professional development model is able to apply for teacher
leaders of catholie se¢hools in Thailand. My comments, reservation, suggestions are
noted below.

ONo. L. have read and cannot approve this professional
development model. T confirm that this professional development model is not able to
apply for teacher leaders of catholic schools in Thailand. My comments, reservation,
suggestions are noted below.

Comments/ reservations/ suggestions:

Name and address of Model validation expert
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Graduate School of Education

Model Validation Approval Form

Student Name: Bro, Monthol Prathumarach

Contact Information (phone/email): 089 810 3520/ monthel36@hotmail.com

Dissertation Title: A Professional Development Model for Teacher Leaders of Catholic
Schools in Thailand

MODEL VALIDATION APPROVE

Do you approve this professional development model?

/ Yes. 1 Brother Pisutr Vapiso have read.and approve this professional development
model. 1 confirm that this professional development model is able to apply for teacher
leaders of catholic schoolsin Thailand. My comments, reservation, suggestions are
noted below.

GNo.I......... et ernraranareanr e have read and cannot approve this professional
development. model. I confirm that this professional development model is not able to
apply for teacher leaders of catholic schools in Thailand, My comments, reservation,
suggestions are rioted below.

Comments/ réservations/ suggestions:

The model is a comprehensive analysis of tfze system of Catholic schools and successfully

identified important professional development issues. Staff expectations were explored and

compared to the present situation-and a comparison did produce a coherent plan for

relevant and effective professional development opportunities.

Brother Pisutr Vapiso (Vice Director Assumption College, Bangkok)

Name and address of Model validation expert
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Graduate School of Education

Model Validation Approval Form

Student Name: Bro. Monthol Prathumarach
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