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Thesis Advisor: ASST. PRO. DR. YAN YE
____________________________________________________________________
This study's primary purpose was to explore lecturers' perceptions towards their
leadership capacity and organizational culture at Strategy First University in Yangon,
Myanmar. This study was conducted with all lecturers from six campuses of Strategy First
University in Yangon, Myanmar during the academic year of 2020. In this research, the
research instruments used were Leadership Capacity School Survey developed from Lambert
(2003) and School Culture Survey developed from Kujur(2016) who adapted from Gruenert
and Valentine's School Survey (1998) based on Denison's Organizational Culture Survey.
The collected data was analyzed by Descriptive statistics, Frequency and Percentage, Mean
and Standard Deviation, and Pearson Product Moment Correction Coefficient. According to
the study results, the level of lecturers' perceptions of leadership capacity was High (3.54)
and organizational culture was also High (3.99). It was recognized that the relationship
between two variables was significant, but the relationship between the two had been
interpreted as Moderate, r (68) =.47, p=.000 according to APA standards. The
recommendations based on the results showed (1) lecturers should have spent more time in
participation, collaborative work, and reflection in both personal and peer for their
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professional development and improved healthy organizational culture,(2) The administrators
should practice shared leadership as well as create organizational learning for lecturers ,and
(3)the University should arrange learning networks and support innovative technology for
lecturers for assessing their practices in teaching and learning, information sharing and make
required changes in line with the changing educational environment. Further research should
be extended with great insights in both public and private higher institutions to measure and
evaluate lecturers’ concepts of their leadership capacity and organization culture.
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CHAPTER I
INTRODUCTION
This chapter presents the Background of the Study, Statement of the Problem,
Research Questions, Research Objectives, Research Hypothesis, Theoretical framework,
Conceptual Framework, Scope of the Study, Definitions of Terms and Significance of the
Study.
Background of the Study
Education for students and instructors was no longer focused on the back and forth in
this new 21st-century era. Education 4.0 is a preferred learning strategy and is associated with
the new fourth industrial revolution. Universities must match their teaching and procedures
with technical developments to train future students for the job. Simon Marginson , Higher
Education Professor, states that "As long as they retain fixed curricula, flexibility makes other
institutions look of lower quality." (James, 2019).
Leaders are fostered having a large number of responsibilities both inside and outside
their respective institutions whether they are running public or private profit organizations
(Martin & Samels, 2004). According to McGee (2015), "organizations of all types approach
decision making through the lens of a worldview and processes that guide their thinking,
shape and reflect their values, and define their sense of self".
Great organizational transformation needs the engagement of leaders and members in
the organization instead of only relying on one leader to establish concrete organizational
culture (Louis & Wahlstorm, 2011). Thus, creating leadership capacity among instructors to
participate in institutional decision-making and leadership contributes to improving the
institution's performance and raises the number of leaders who can affect the organization's
culture (Turan & Bektas, 2013).
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Based on the four basic educational vision "learning to know, learning to do, learning
to live together, learning to be" in the 21st century for lifelong learning, development of
prospective humans' culture dedicated with discussion and intellectualization is essential to
be considered for every educational organization (Rao,2004).
Teachers are the foundations of the classrooms who help students develop and
become productive people, who are the potential leaders who drive a country moving
forward. From an instructional perspective, teachers are considered as designers, initiators
and leaders for changing education. Building leadership opportunities for lecturers Spillane,
Halverson, and Diamond (2001) including engagement of authority and resource allocation in
their teaching and learning process plays an essential role in the beginning. Constructing
instructors' management capability is the foundation for collective leadership obligation
especially for the duration of instances of organizational trade or reform according to Fullan
(2011).
Leadership capacity can be understood as an associations' ability for it continues the
endeavors of the entire organization together with administrators, instructors, parents and
community contributors and the understudies according to Lambert (2003). Leadership is the
most distinctive indicator in campus culture development (Kelley, Thornton, & Daugherty,
2005; Leithwood, Louis, Anderson, & Wahlstrom, 2004; MacNeil, Prater, & Busch, 2009;
Sahin, 2011). All aspects of schools and colleges are formed and affected by cultural styles
(Bolman & Deal,2008). As a result of this, culture should be assumed as a critical factor in
the organization as well as the outgrowth of leadership (Schein,2010). To create collaborative
decision-making cultures and build teachers' leadership capacity, campus administrators must
be focused and intentional with decisions for specific action plans (Harris,2011).
Organizational culture is viewed methods, principles and expectations related to the
staffs' job that instruct subordinates in learning what they should do. Those principles and
actions will direct members to become ever more sequence with them. If the behavior is good

3
and coherent, a solid corporate culture will evolve with developed convictions and
assessment. Administrators should appreciate the organization's strong collective behavior,
values and convictions established as a strong corporate culture to maintain a healthy
organization (Tsai,2011).
Makowski (2001) characterized individuals of the school (both students and staffs) to
share school culture as a set of fundamental suspicions, including norms, values,
and social artifacts that impact them whereas they are at school. Fink and Resnick (2001)
proved that the principals, instructors and school community were mindful for keeping
up and setting up the culture of instructing and learning inside their schools.
Students' achievement is one of school culture components (Fullan & Hargraves,
1996; Heskett & Kotter, 1992; Purinton, 2012). Leaders of schools often begin to have a
culture that creates success for the students and is in the center of change for their
community's ethos. They have potential to make it positive and negative outlook. Besides
administrators, instructors are also leaders who advance their classes by creating cultures and
shaping school culture.
Its leadership capacity shapes a healthy organization culture. The environment for
professional development is created with efficient leadership in which leaders shape the
inspired, motivated and positive culture (Alvesson, 2011).
Looking upon the country of Myanmar, it is presented one of the worlds' most
unfortunate nations in more than 50 years of military guideline, and its educational
framework is in an exceptionally debilitated state. The educational foundation is poor and
training techniques have not advanced much those rehearsed during the 1940s and 1950s; and
educators regardless of whether in schools, universities or colleges, have scarcely any
chances and minimal motivating force for proficient advancement (Hayden & Martin, 2013).
After finishing their matriculation, most students go to state universities or colleges
for continuing study. While inflation has been through in this country year after year and the
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quality of the public education system is declined, wealthy parents have done their hardest to
allow their children to obtain qualifications that have been internationally recognized. Parents
in the middle class also make very big sacrifices to invest in the future of their children. The
major market for international certificates and training for these courses primarily occurs in
Yangon.
Despite reforms and reconstruction implemented by the public education system,
private education centers have appeared to provide quality education requirements. It has
played an increasingly important role in the education market, in line with the adoption of
market mechanisms in the economy of the country. The private schools are regulated by the
Private School Registration Act 2011. Currently, most private firms are profit-making,
including schools that collaborated with international colleges offering shared diplomas in
several fields.
According to K.M. Tun (personal communication, April 24,2020), there is a complete
lack of information about private higher educational institutions, and nobody knows. The
problem gets compounded because of the lack of proper definition of higher education,
especially in the private sector. The reason was that there are many schools are mushrooming
day and night without requiring any law. There are many business and management courses
recognized by the Association of Business Executives (ABE-UK endorsed courses), some
professional development courses, and so many of these schools around Yangon.
Therefore, when private higher educational institutions in Myanmar linked to
international institutions from the other countries in joint venture, instructors are needed to
train to be skillful in their technological skills, instruction methods approach and their
professional development that assists them in line with international practice. School leaders
should provide the resources necessary to achieve tasks under the new situation.
The teaching contents and instructional approach cannot be consistent because of the
variation from one institution to another. Most of them offer students to take part in the
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exams supervised by international institutions. Although there are some organizations in
foreign countries that maintain the quality of private institutions to match their standards,
policy in Myanmar for private higher education is still in progress. According to Bolman &
Deal's study, cultural trends form every part of a school and influence it (2008). A positive
culture based on leadership development. Therefore, school leaders in private institutions
should understand the importance of their relationship (Shein,2010), and leadership practices
should develop in real to overcome the challenges faced by the organization.

Statement of the Problem
As most of the private universities in Myanmar are operated jointly with
institutions abroad in different educational fields and internationally accredited. To adapt the
international practice in line with institutions overseas, lecturers at Strategy First University
face challenges especially in their professional knowledge and skills in their day-to-day
teaching practice. Without properly utilizing materials resources and employing technological
innovation which can impact knowledge, most lectures usually teach with theoretical
approach rather than case studies. When teachers are not being able to be role model as leader
and do not have international practice in their teaching process, they encounter conditionally
students' different educational background and language barriers. Besides, new lecturers who
come to the University are weak in English language skills in their teaching practice;
consequently, it is difficult for the administrators to find lecturers for teaching the related
subjects at University. Therefore, the researcher observed the requirements for improving
lecturers' quality especially their leadership capacity based on interviews with administrators
from this University. Moreover, the researcher wanted to study the effect of organizational
culture on the improvement of the leadership capacity of lecturers. Also, promoting effective
lecturers' leadership capacity and healthy organizational culture is essential to be considered
as foundations of every educational organization. Moreover, they are important factors for
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everyone who is involved or related to any educational organizations is advantaged to foster
the overall achievement of education.
On top of that, making continuous improvement in professional practice and
getting achievement of students' outcomes are affected by effective instructors' leadership and
positive organizational cultures. This study was related to how the institution builds lecturers'
leadership capacity and how administrators or leaders shape the cultural aspects to develop
capacity-building efforts. As a result of this, administrators and lecturers became to know
their leadership capacity and organizational culture better at Strategy First University.
In addition, this had never conducted in private higher educational institutions in
Myanmar and, this study gave insightful remarks in improving the leadership capacities of
lecturers and create a healthy organizational culture. Thus, the researcher was keen on
concentrating on this issue to put forth an attempt to look at the components fostering
leadership capacity and promoting a positive culture of the organization. The insights resulted
from this study would also be useful as a reference in both future researchers and trends in
educational design.

Research Questions
1. What is the level of lecturers' perceptions of their leadership capacity at Strategy
First University, Yangon, Myanmar?
2. What is the level of lecturers' perceptions towards organizational culture at Strategy
First University, Yangon, Myanmar?
3. Is there a significant relationship between lecturers' perceptions of their leadership
capacity and organizational culture at Strategy First University, Yangon, Myanmar?
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Research Objectives
1. To identify the level of lecturers' perceptions of their leadership capacity at the
Strategy First University, Yangon, Myanmar.
2. To identify the level of lecturers' perceptions towards organizational culture at the
Strategy First University, Yangon, Myanmar.
3. To determine the relationship between lecturers' perceptions of their leadership
capacity and organizational culture at the Strategy First University, Yangon,
Myanmar.
Research Hypothesis
There is a significant relationship between lecturers' perceptions of their leadership
capacity and organizational culture at Strategy First University, Yangon, Myanmar.
Theoretical Framework
Two theories (1) High Leadership Capacity based on Lambert (2003) and (2)
Organizational culture theory by Denison (1990) were conducted in this study.

(1) High Leadership Capacity Theory by Lambert (2003)
Lambert (2003) stated that leadership Capacity develops instructors,
administrators, and school community members thoughtful, collaborative, reflective, and
skillful by creating an environment of autonomy, responsibility, cooperation, and
professionalism that will ultimately improve the lifelong learning of students and support
sustainable institutional improvement. In building school leadership capacity, broad
involvement, and participation of all stakeholders in leadership work also enhance the
organization's long-term development.
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Lambert (2003) suggested six critical elements that can measure building
leadership capacity. They are (1) Broad-based, Skillful Participation in the Work of
Leadership (2) Shared Vision Resulting in Program Coherence (3) Inquiry-based Use of
Information to Inform Decisions and Practice (4) Broad Involvement, Collaboration and
Collective Responsibility Reflected in Roles and Actions (5) Reflective Practice that Leads
Consistently to Innovation (6) High or Steadily Improving Student Achievement.
The researcher believed that these six elements could be used as a predictor to
assess the knowledge and skills needed for building the leadership capacity of lecturers and
related sustainable organizational development.
•

Participation-It is the collaborative work of groups of governance including
administrators, parents, teachers, and students through active participation. Shared
purpose with effective communication plays a major role in the work of collaboration
and in building high leadership capacity.

•

Shared Vision- It is the basic beliefs of members and responsibility bringing together
power that provide members working cooperatively to have coherence in teaching and
learning processes to support all students effectively and equally.

•

Inquiry-based Use of Information-It is the collection of information through
inquiry, making a decision, and suitable approach to solve the problems in addition to
an inspection of discipline codes.

•

Roles and Responsibilities- It mentions the more cooperation of members of the
school community and considers themselves as allies. The more they collaborate, the
wider their area of accountability for improvement of school practices will get.

•

Reflective Practice - It is the understanding of school community members for
making sense of the surrounding environment through metacognition. Reflection
empowers participants to rethink how they get things done and lead to new and better
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procedures to deal with their work. This practice can be seen through meetings,
interviewing students, and peer coaching.
•

Student Achievement- This is the assessment of systematic definition of academic
success rather than students' test scores. Measuring students' academic progress is
simply the core of leadership capacity, including self-knowledge, social development,
and flexibility.

(2) Organizational culture theory by Denison (1990)
Organizational culture refers to the beliefs, values, and principles related to
management practices and organization strategy that influence the organization's
members. These principles and practices represent survival strategies that performed
well in the previous times and that the members hope these will function again in the
future. Denison developed an organizational culture survey, which is a powerful tool
that helps the organizations and individuals within the organization understand their
culture on organizational improvement. The researcher used this survey from the
viewpoint of education.
•

Involvement: Successful organizations inspire their employees, create effective
structures around teams, and improve human capital at all levels. People at all levels
believe like they have at least some insight into decisions that will influence their job
and that their job is closely related to the organization's goals.

•

Consistency: Organizations often appear to be successful when they have strongly
cohesive, well organized, and well developed "solid" cultures. Behavior is grounded in
a collection of fundamental beliefs, and even though there are opposing opinions,
leaders and supporters can find consensus.

•

Adaptability: Institutions with adaptability are motivated by their clients, take chances,
learn from their mistakes, and have the potential to generate change. They are
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continuously improving the structure to enhance the overall capacity of the companies
to deliver value for their customers.
•

Mission: Efficient organizations have a strong sense of purpose and strategies that
characterize corporate priorities and clear objectives and expressing a view of how the
organization should see in the future. Moreover, if an organization's basic purpose
varies, changes will also happen in certain aspects of the organization's culture.

Conceptual Framework
This research was the correlational study intended to measure the relationship
between lecturers' perception of their leadership capacity and organizational culture. Figure 1
shows the conceptual framework in which is the left side of the box describes lecturers'
perception of leadership capacity and its variables such as participation, shared vision,
inquiry-based use of information, collaborative involvement, reflective practice and student
achievement based on leadership capacity theory by Lambert (2003). The four dimensions of
organizational culture such as involvement, consistency, adaptability and mission using
school culture survey which was adapted to the organizational culture theory of Denison
(1990) are shown on the right side.
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Figure 1
The Conceptual Framework of this Study

Lecturers’ Perceptions of
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Scope of the Study
The researcher conducted this study at the private higher educational institution,
Strategy First University in Yangon, Myanmar. The number of respondents were 70 lecturers
in total: Undergraduate programs lecturers (30) and Professional development programs
lecturers (40) in which administrators and other staff were not included. These lecturers were
currently working and teaching Undergraduate and Professional development degrees in
Business Management, Information Technology and Engineering Programs in the 2020
academic year at Strategy First University.
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Definition of Terms
The following definitions are used to make assure understanding or
interpretations about the variables involved in this study.
Lecturers refers to the educators who are currently teaching at Strategy First University,
Yangon, Myanmar
Lecturers' Perceptions refers to the opinions of the working lecturers at Strategy First
University, Yangon, Myanmar
Lecturers' Leadership Capacity refers to lecturers' understanding of their expertise, energy,
skills and capacity to improve teaching and learning practices in order to maximize
performance and achievement and growth of students
•

Participation refers to the degree of participation of administrators, lecturers, office
staff, and students to build strong leadership capacity to achieve the university's goals
of Strategy First University. It was evaluated by questionnaire items 1-7 in part II.

•

Shared vision refers to the degree of administrators and instructors' collaborative
approach to achieve vision, mission, plans, and goals of Strategy First University. It
was evaluated by questionnaire items 8-11 in part II.

•

Inquiry-based use of information refers to how lecturers exchange knowledge,
make good decisions and problem solving through communication at Strategy First
University. It was evaluated by questionnaire items 12-16 in part II.

•

Roles and Responsibilities refers to the administrators and lecturers in Strategy First
University engage positively and collaboratively in the school activities. It was
evaluated by questionnaire items 17-20 in part II.
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•

Reflective Practice refers to lecturers of Strategy First University engaging in
strategic reflection, assessing tools, and adopting a new leadership approach. It was
evaluated by questionnaire items 21-25 in part II.

•

Student Achievement refers to the performance of lecturers to implement evaluation
for mentoring and achievement of students at Strategy First University. It was
evaluated by questionnaire items 26-28 in part II.

Organizational Culture refers to the expectations, values and beliefs that guide the members
of Strategy First University for reaching goals.
•

Mission- refers to the degree of involvement of lecturers in the purpose and direction
of the Strategy First University to reach goals. It was assessed by questionnaire items
1-5 in part III.

•

Adaptability- refers to the willingness of the lecturers to adjust the situation as
planned by the administrators and the time needed to enhance the learning atmosphere
and the performance of the University. It was assessed by questionnaire items 6-10
in part III.

•

Involvement-refers participation of administrators and lecturers in line with the
Strategy First University's objectives and goals. It was assessed by questionnaire
items 11-21 in part III.

•

Consistency- refers to the participation of lecturers according to University standards,
structures and procedures to build resources for students and develop University. It
was assessed by questionnaire items 22-26 in part III.

Strategy First University refers to the private Higher Educational University, located in
Yangon, Myanmar.
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Significance of the Study
As practical benefits, this research had a significance for contributing to the tasks
of developing the leadership ability of lecturers and their organizational culture at Strategy
First University, Yangon, Myanmar.
The research had never been conducted in private universities in Myanmar
before. Therefore, the administrators, lecturers, and people linked to the higher educational
institutions got beneficial information to understand the culture of the organization and how
leadership capacity and professional behaviors are important in building positive
organizational culture.
This finding was also beneficial to lecturers getting awareness of the strengths
and weaknesses of their leadership styles and practices, and their leadership capacity would
be developed effectively. Principals or school leaders would be noticed to practice varieties
of leadership skills and suitable strategic planning for all members of the school to be
effective in fostering healthy organizational culture.
School organizations and educational institutions would be assessable the
existing situation regarding the leadership capacity of teachers to build a healthier work
climate in the school environment with the assistance of these research findings.
This analysis acted as a useful description for prospective scholars and future
researchers to evaluate a source and undertake related research studies locally and abroad at
various schools or in some other educational organizations as theoretical benefits.

102
CHAPTER II
REVIEW OF RELATED LITERATURE
This chapter presents the study of literature review which provides the following
different sub-headings on the topic of lecturers' perceptions of leadership capacity and
organizational culture;
− Concept of Leadership Capacity
− Leadership Capacity Theory
− Other Leadership Theories
− Concept of Organizational Culture
− Organizational Culture Theory
− Other Organizational Culture Theories
− General Information about Private Higher Education System in Myanmar
− Background of Strategy First University, Yangon, Myanmar
− Summary of the Literature Review

Concept of Leadership Capacity
Leadership is learning together for a common goal through the values, opinions, and
beliefs building of awareness of learners through reflection and discussion to create a
congruent and deserving environment (Lambert 2003). The word leadership itself, seen from
a more contemporary perspective, means planning, enhancing, and moving an organization
ahead with attentive efforts (Davis, 2003). Although different scholars variously define
leadership, a common trend found across the literature of leadership is that exceptional
achievement of leadership qualities such as finding new ways for innovation with risk-taking,
modeling the way, encouraging a shared vision, empowering others are recognized strongly
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in all organizations (Kouzes & Posner, 2008). Successful leadership growth is key to
achievement in higher education areas (Bensimon & Neumann, 1992; Collins, 2001).
Administrators and teachers need to work together to accomplish this goal (Maxwell,
2002; Tichy, 2002). Teacher leaders can cross-contact between teachers and administrators
and even enter social networks of instructors that can be a way to enhance teamwork (Cross
& Parker, 2004). Teacher leaders motivate colleagues by interacting with them and exhibiting
a range of leadership skills and abilities. An instructor's most significant thing in their
leadership role is companionship (Donaldson, 2001). Also, teacher leaders use supportive
learning activities seeking to promote the shared tradition of exchanging information,
abilities, and expertise while encouraging the mutual learning processes to school group
members.
With a sincere commitment to the work of colleagues and the school, a successful
teacher-leader is approachable, dependable, and self-effacing. These leaders have a
"reflective personality" (Giovannelli, 2003) which looks like an inherent characteristic. A
reflective attitude with realistic and situational knowledge of teaching is important to
encourage work among teachers to improve their knowledge of the practice. According to the
review of the relationships of investigation, expertise, and professionalism in civic areas,
Cochran-Smith and Lytle (1999) suggested that instructors should not theorize their everyday
attempt to the classroom and social interaction, teachers' thoughts should be correlated more
with certainty, instructors should address challenges and understand the inquiry-based
learning. Crowther, Kaagan, Ferguson and Hann (2002) stated that technological skills are
required for teacher leaders to develop communication and curriculum to network with
students and colleagues
Gray and Bishop (2009) defined instructor leadership capacity as an opportunity for
teachers to solve problems through observation and active participation. Instructor Leaders
can be reawakened to their sense of mission by serving in a changing classroom or even
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outside the school environment. Principals are both educators and mentors, who are willing to
model learning for others. The willingness of the Principals to inspire teaching and learning
and delegate leadership to teachers fosters the environment for collective learning and
improved success for students (Lambert 2003).
The principles of parallel leadership are established based on the findings of previous
educational leadership study experiences, Crowther et al. (2002), and introduced seven
challenges in order to advance instructors' leadership are:
(1) engaging communicating strategy to foster instructor leadership (2) integration of others'
desire and opinions (3) ask questions needed to be thought carefully (4) creating space for
each person's innovation5) understanding to know temporarily stop involvement in an
activity or situation (6) generate chances from potential difficulties (7) develop a climate of
progress established on attainment (Crowther et al., 2002).
Instructors play a variety of roles to provide the achievement of schools and students
such as school leaders, mentors, instructional and curriculum specialists, change agents, and
learners for life-long according to Harrison & Killion (2007). Lambert (1998) stated that four
mechanisms such as "(1) Surface, clarify and define community values, beliefs, assumptions,
perceptions, and experiences, (2) Inquire into practice, (3) Construct meaning and knowledge
and (4) Frame action and develop implementation plans" allow the school population to
create capacity for collaborative thinking through purposeful actions.
The principles of culture and leadership are deeply interconnected. When the culture
broke, leaders should have the desire to change the culture that provides a strong
management plan. (Schein, 2010, p. 13). A solid institutional culture gives the best safeguard
against future outside danger and stresses (Cummings & Worley, 2014).
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Leadership Capacity Theory
Lambert (2003) claimed that six important features for establishing the improvement
of high leadership capacity of schools and organizations. The sections described are
following:
(1) Participation
The past philosophy of leadership believed that individuals were followers without
real motivation, willingness, and ability to transform and develop (Senge, 2006). New
leadership positions are more inclusive. The core of leadership capacity is broad-based,
skillful participation in leadership work (Lambert, 1998, 2003). In order to reach a high
degree of involvement, the school needs to have (a) involvement mechanisms and
procedures, and (b) creation of opportunities for participants to become experts. Participation
mechanisms, procedures, and resources for skillful learners are important to organizational
benefits (Lambert,2003). "Good leaders foster leadership at other levels. Leadership at other
levels produces a steady stream of future leaders for the system as a whole" (Fullan, 2001, p.
10).
Stowell and Mead (2007) asserted, "Organizations simply can't function well without
the cooperation of their people" . A school needs all stakeholders to be involved so they can
all be represented in the school decisions and practices. A school also needs partners to be
competent in leadership practice, so that their collective activities can be centered,
constructive, and organizationally efficient. Collaborative efforts aim at enhancing the
schools and the curriculum of all stakeholders (Lambert,2003).
Collaborative Leadership plays a fundamental role in achieving school improvement
(Heck& Hallinger,2010). Educator leadership refers to instructor strengthening according to
Blasé and Blasé (2001). They keep up that instructors have the mastery to take part in nice
considerations and expert power to take an interest genuinely in choices about their
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institutions. Barth (1990) expressed that everybody will win as educators are enrolled and
urged to become school pioneers.
It is essential for schools to make use of the internal potential that is where everyone
constantly contributes to the learning of each other in order to enhance the performance of the
students. Conzemius (2001) stated three factors for the development of responsibilities in
shared leadership: (a) focus— establish a common purpose and strong vision, (b) reflection—
learning about what has been achieved in the past and looking for new ways to meet their
aims, and (c) collaboration—consolidation of common knowledge and thoughts.
Gruenert (2000b) showed that collaborative culture has been a critical influence for
schools in their change attempts, collaborative leadership is well observed as a core
foundation for many researchers' advancement in organizations.
(2) Shared Vision
Work on education leadership is very specific on the value of having a common
mission to support organizations a cohesive sense of meaning and intent (Bolman & Deal,
2003; Collins, 2001; Covey, 2004; DuFour & Eaker, 1998; Fullan, 2005; Hargreaves & Fink,
2006; Kotter, 1996; Lambert, 1998, 2003; Marzano et al., 2005; Maxwell, 2002; Schein,
2004; Senge, 2006). In 1999, Deal and Peterson emphasize a vision is a straightforward
definition of a potential result that stimulates, energizes, and allows people to build a visual
image of their target.
Leadership for interaction and administrators' capacity to manage culture creating a
common vision of student success in a collaborative leadership environment (Blasé
&Blasé,2001). Lambert (2003) stated "a shared vision based upon the core values of
participants and their hopes for the school ensures commitment to its realization" (p. 6).
According to Senge (2006), a common vision is required to "bind people together around a
common identity and sense of destiny".
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Communicating a clear vision results in program coherence (Fullan, 2001). The focus
must be on outcomes and results and creating action plans to work to achieve a shared vision
of the school. Conzemius and O'Neill (2001) stated that a shared vision is having a clear
focus that enables the school to set priorities and reach consensus while becoming a school
community responsible for student learning.
Sergiovanni(1992) reported a clear sense of shared vision as "leadership through
purposing" . The art of leading by intent includes1. Define the core values of a school and clearly articulate them.
2. Model the core values in all decision-making situations.
3. Organize and support the established core values through incentives, rewards, and
providing resources.
4. Enforce and commend practices that exemplify core values through celebrations
and comments on personnel evaluations.
5.Express outrage when the core values are violated (Sergiovanni, 1992).
The administrators will need to learn to foster followership (Sergiovanni,1992) and
get others into line with the school's vision. Fullan (2001) stated that when followership and
leadership are united, the school's traditional hierarchy will be diminished.
Making enrollment of individuals into the vision by their choice is better than selling.
"Enrolling is not about forcing, cajoling, tricking, bargaining, pressuring, or guilt-tripping
someone into doing something your way. Enrollment is the art and practice of generating a
spark of possibility for others to share" (Zander and Zander ,2000, p. 125).
"A group of people committed to a common vision is an awesome force" (Senge,
2006, p. 205). A unifying shared vision encourages members to achieve programs and
learning cohesive practices (Lambert, 2003).

21
(3) Inquiry-based Use of Information
Basic reflection about expert practice permits associations to investigate their
existence, question suspicions, articulate the issue, gain from past encounters, and improve
their exhibition (Anderson, Herr, & Nihlen, 1994; Reid, 2004; Senge, 2006). The process of
inquiry includes conversation, discussion, and developing awareness (Preskill & Torres,
1999). Informing decision-making for practice is one of the most important applications on
school campuses (Reid, 2004).
"Inquiry helps organization members reduce uncertainty, clarify direction, build
community, and ensure that learning is part of everyone's job" (Preskill & Torres, 1999, p. 2).
Based on the data analysis, each individual who practices their capacity with high leadership
collects knowledge information and make strategic decisions. "To continue to succeed,
organizations need more inquiry. They need less command and control by a few and more
exploration of possibilities among many" (Whitney & Trosten-Bloom, 2003, p. 3).
Coordinating data analysis results into what we definitely think about campuses for proficient
practice helps institutions to understand, make better decisions, and develop(Reid,2004).
A school helps a generative way to deal with finding data, questions are presented, the
proof is gathered and collective inquiry-based decisions are taken around gathered
discovering (Lambert 2003). Comenius (2001) noted that data usage would accelerate
technological, cultural, and social change during this century. The examination needs time to
build arrangements and methods for supporting the active participation of all school leaders
by policy, boards, and political parties (Lambert,1998).
(4) Roles and Responsibilities
A high level of leadership capacity brings a change in people's self-perception, roles,
and actions. In schools with high leadership capacity teachers no longer see themselves as
being responsible only for their job but for the school as a whole (Lambert, 1998). As
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Bolman and Deal (2003) state, "Clear, well-understood roles and relationships and adequate
coordination are key to how well an organization performs" (p. 44).
Collaboration and the expansion of roles lead to a sense of collective responsibility
for all the students in the school, the broader school community, and the education profession
as a whole (Lambert 2003). Real teamwork has a benefit on two hands. With schools with
high leadership initiatives, instructors and executives begin to see each other in an alternate
manner and perceive aptitudes and assets among them that they never took note of.
Collaboration is predicated on collegiality or the manner in which teachers interact
with one another. Collegiality is like-minded people bonded in a common commitment of
shared work goals and a common work identity who feel obligated to work together for the
common good (Barth, 1990). Fullan (1991a) asserted that collegiality increased self-esteem,
eagerness, teachers' efficacy, and raised receptivity to change initiatives.
Munroe (2005) explained that teamwork is the opportunity to collaborate on a shared
goal together. Collaboration drives individual success against corporate goals, and
collaboration is the catalyst that allows average individuals to achieve extraordinary
outcomes. Collaborative cultures provide energy and support sustainability (Fullan, 2005). As
Maxwell (2001) stated, "Nothing of significance was ever achieved by an individual acting
alone. Look below the surface and you will find that all seemingly solo acts are really team
efforts" (p. 3). "Individuals play the game, but teams win championships" (Maxwell, 2003, p.
6).
(5) Reflective Practice
With the goal of consistent school improvement, reflective practice draws instructors
in discussion about their training rehearses and other school issues (Severson-Drago, 2004).
This practice permits individuals to audit their thoughts and encounters and increase a
superior and more profound comprehension of what they do to turn out to be increasingly
powerful (Preskill and Torres, 1999; Schon, 1995).
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Schon (1995) asserted it includes mindfully thinking about your encounters in
applying knowledge to rehearse. Reflection techniques include writing about experience
through publications, peer counseling, debriefing, reviewing peer-related posts and focusing
on student interview outcomes (Lambert 2003).
Reflecting by speculation, composing, explaining, and addressing permits individuals
to work through issues, gain lessons from mistakes and recognize better methods of
managing an issue (Preskill and Torres, 1999). Besides, reflection empowers associations to
consider and reexamine how they get things done, which prompts new and better ways to
deal with accomplish their work (Lambert, 2003).
(6) Student Achievement
Strong pupil success is the schools' primary target (Lambert, 1998, 2003). Student
performance in the field of interpersonal qualities is considerably higher than test scores. If
instructors are engaged actively in their professional growth, they influence more in the
achievement of students, supported by Barth (1990), Reeves (2004), and Lambert (2003) to
the results of research studies of Newman and Whelage (1995).
Each school in the modern era is increasingly known as the important unit for
assessing and the vital target for student's success and development. The priority for
instructors is an instructional curriculum that involves the methods of teaching and learning
(Barth, 1990; Tucker & Codding, 2002).
"In a world where change is a constant, all schools are faced with the need to
continuously monitor and improve their performance" (Conzemius, 2001, p. 41). Collective
responsibility is promoted for learning the students in high leadership campuses (Lambert
1998, 2003). Students' learning level is greater with collective responsibility when all parties
execute to develop the campus and make sure all learners succeed (DuFour & Eaker, 1998).
With collaborative responsibility, it helps both institutions and students by using all partners'
skills, tools, and strengths(Lambert,2003).
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Teacher cooperation is a radical emphasis on the student's desire for improved
learning and technical learning culture. In addition, the development of student success is
more focused on classroom management, and school assessment (Lambert and Harris 1998,
2003). As reported by Marshall (2013), Harvard Professor Tonald Ferguson and his
colleagues have developed seven Cs which are: care for students, monitor behavior, explain
lessons, criticize student successes, captivate specific lessons, impart ideas on students and
accumulate information. The school community's overall purpose is to optimize student
success through the ability of administrators, teachers, students, and parents to
lead(Connton,2003).
Related Leadership Theories
This research studied lecturers' leadership capacity of a private university to engage
international practices in line with institutions in overseas. The more dynamic of the world,
strategic knowledge for the problems that leaders face is not sufficient. Lewin (1994) "There
is nothing as practical as a good theory". When applied leadership to advanced education,
according to Davis (2003), conventional techniques are supplanted with other modern
leadership styles. Leadership development is important for achievement in all areas like
higher education (Bensimon & Neumann, 1992; Collins, 2001).
This section mentioned transformational leadership in which leaders' practices can be
raised and applied to University development through vision and shared purpose (Bass &
Avolio, 1993). High emotional intelligence is necessary for higher education leaders to get
collaborative, resilience, and efficient decision outcomes for changing educational
environments (Goleman et al., 2013). Shared governance is effective in university leadership
that provides individuals and organizations with analytical decision making adapting to both
internal and external change (Kezar & Holcombe, 2017). Bolman and Deal frame is the
advanced administrative works that help leaders and members to understand and address in
growth and transition of the organization. Situational leadership is the development of
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leaders' qualities to make decisions when approaching decision making and organizational
operations. The following Leadership theories are described to discuss:
Transformational Leadership
Transformational leadership encourages subordinates into a common vision (Bass &
Riggio, 2006) in which leaders and subordinates move to a greater degree of ambition and
achievement together (Burns, 1978). Four elements of extended transformational leadership
are the idealized power, positive encouragement, intellectual stimulation, and consideration
of individual needs (Bass & Avolio, 1995). Transformational leaders push the institution and
encourage employees towards a goal rather than preserving the organization (Avolio,
Waldman, & Yammarino, 1991).
Transformational leaders concern followers' individualized needs and encourage their
followers through inspiration, mentorship, and getting purpose achievement (Bass & Riggio,
2006; Bodla & Nawaz, 2010). They are always proactive and their philosophy is related to
the needs of Maslow's hierarchy (Maslow, 1948).
Transformational leaders' qualities that can be applied to higher educational
institutions are dedication, empathy, teamwork, and shared purpose. Transformational leaders
raise the University's development and success by creating a vision and finding suitable ways
to reach this vision by promoting faculty members' intellectual innovation (Bass & Avolio,
1993).
Transformational leadership viewed by Bass with cooperation of social change
perspective are •growth of needs of subordinates' personal profiles• change the self-interest of
subordinates • increase followers' confidence• raise expectations of followers • enhance the
desired outcomes intended for subordinates• promote changing behavior• motivate getting
self-actualization.
Seven characteristics of transformational leaders to encourage their subordinates
identified by Hopper and Potter (1997) (1) Setting direction (2) Setting an example (3)

26
Communication (4) Coordination (5) Getting the best to people (6) As a change agent (7)
Providing decision in a situation of emergency and uncertain.
Emotional Intelligence (EI)
Emotional Intelligence is the total capacity for an individual to understand, evaluate,
and effectively use emotions (leader and follower), to evaluate organizational climate, to
facilitate reasoning, enhance decision making, and produce desirable organizational outcomes
(Salovey & Mayer, 1990; George, 2000). Emotional Intelligence can also help existing,
"credible" leaders to unite followers in the implementation of organizational vision
(Maulding Green & Leonard, 2016, p.89).
Future research expanded this model, redefining the initial four frames and including
a fifth. This upgraded model encompassed self-awareness, self-regulation, social skills,
motivation and empathy (George J., 2000; Goleman, Boyatzis, & McKee, 2013; Salovey,
Mayer, Caruso, & Yoo, 2008). Empathy, or the ability to comprehend, and experience
another person's moods or feelings (Empathy, n.d.), facilitates a leader's ability to sustain
interpersonal relationships (George, 2000). These relationships can be significant contributors
to the perception of effective leadership (Chemers, 1997; Yukl, 2013).
Leaders who exhibit high levels of EI are also linked to perceptions of effective
leadership in education (Bryman, 2007; Goleman et al., 2013; Roy, 2015). The changing
identity of higher education requires leaders to be more self-aware and focused, as well as
more empathetic, collaborative, and resilient (Goleman et al., 2013).
Shared Governance
Shared governance is a distinct form of decision making distributed among trustees,
faculty, staff, and students, which is unique to higher education institutions (Birnbaum,
1991). In their review of recruiting, selecting, orienting, and retaining a leadership team at the
community college level, Campbell and Associates (2002) contended that shared governance
can be viewed as an obstacle in developing the next generation of leadership talent due to the
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bureaucratic nature of collegial shared governance. The number of members involved in this
traditional administration model often makes it difficult to replicate the successful succession
planning strategies commonly found in corporate organizations. Additionally, "some
important intangible campus resources are tied into networks that are virtually impossible to
change (Birnbaum, 1991, p. 17)", which can make a shift to focusing on leadership capacity
building challenging.
The benefits of shared leadership include the flexible and adaptive response to change
(Northouse, 2016; Pearce & Conger, 2002). Research also showed that teams with shared
leadership have "less conflict, more consensus, more trust, and more cohesion than teams that
do not have shared leadership" (Northouse, 2016, p. 365). The influence of shared
leadership, which is horizontal, lateral, and peer-influenced, can drive both individual and
organizational goals and manage change (Conger & Pearce, 2003).
Effective university leadership requires an overall understanding of the organization,
structure, and the competencies necessary to drive practice at all levels (Ruben & De Lisi,
2017). Collaboration and the development of a shared or distributed leadership model can
create an institutional bridge between programs and academics, divisions and colleges, and
will increase accountability through improved buy-in. Already at work in the cabinet and
committee models of most institutions, a shared leadership model provides more analytical
and cognitive decision-making and can better equip the institution to adapt to both internal
and external change (Kezar & Holcombe, 2017).
Bolman and Deal Four Frame
The four-frame model developed by Bolman and Deal (2013) helps to comprehend
administrative advancement were elaborated on the effectiveness of leaders to judge people's
environment. When the circumstance is under crisis, these structural frameworks help
members to understand and address in growth and transition of the organization.
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•

Structural. The structural frame is a manufacturing plant or machine in which leaders
must work on objectives, productivity, data and analysis within this frame balance on
goals and efficiency, they value analysis and take responsibilities according to the
rules and laws. This does not fit for several various systems and institutions.

•

Human resource. It is a symbol of a family. Team members will get empowerment
and finally, they can lead if their physiological needs are met. In other words,
fulfilling the needs of each employee can also complete organizational needs and
development. Leaders have to adapt their responsibilities to match each individual
needs.

•

Political. It is similar to a forest and leaders have assumed tournaments who run the
organization. There are varieties of areas for challenging leaders to have the power of
control, stable tension, and terrifying which leads to a clash that inhibits creativity and
innovation.

•

Symbolic. This is an analogy of entertainment at a festival. Leaders in this see their
organization as a "theater", they see members as communities in a social division and
respect traditional culture leading devotion in subordinates. When a person acts
poorly or one part is incorrect, the sense of context is lost (Bolman & Deal, 2013).
Depending on the circumstance or meaning is structured, a decision is come out
which frame will be used.

Situational Leadership
There are some theories reviewed regarding situational leadership which can be applied to
higher education.
(1) Fielder's Contingency Theory: In an older study by Fielder (1970), it was reported
that three factors from his survey on Least Preferred Coworker Scale (LPC)that make
a situation favorable are (1) leader-member relations (2) task structure (3) position
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power. When a favorable situation is present, task-oriented leaders are able to control
the operations with efficiency while relationship-oriented leaders have similar control
with uncertainty. Fiedler suggested that changing leadership styles and the motivation
of individuals are more related to their traits instead of behavior.
(2) Tannenbaum and Schmidt's Continuum Theory: The three forces of leaders,
subordinates, and situation are essential factors of leaders when approaching decision
making and organizational operations (Ott, Parkes&simpson,2008). According to
Tannenbaum and Schmidt, getting higher improvement in the process of decision
making by focusing on subordinates' behavior is related to the perspectives of a longterm strategy in higher education (1958).
(3) House's Path-Goal Theory: The effectiveness of leaders depends on the members and
their surrounding environment. A leader should adapt their leadership styles to match
the needs of subordinates' motivation. In the study of Vroom & Jago, the approval of
the leader and aspirations are strong when there are best meets between actions and
circumstances (2007).
"Individuals in positions of authority…will be effective to the extent that they
complement the environment in which their subordinates work by providing the
necessary cognitive clarifications to ensure that subordinates expect that they can
attain work goals and that they will experience intrinsic satisfaction and receive
valiant rewards as a result of work goal attainment" (House, 1996, p. 326).
(4) Hersey and Blanchard's Situational Leadership Approach: The efficiency of
leadership happens when the best balance of task structure and partnership for a given
situation is achieved (Gortner, Nichols&Ball,2007). The four types of leadership
styles that can meet each individual need are selling, telling, participating, and
delegating (Ott, et al., 2008). The supervisor starts to use a delegate form if team
members reach maturity by reducing encouragement and support actions.
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(5) Vroom-Yetton-Jago Decision-Making Model: This model involves strongly autocratic
to participative decision-making to use depending on changing circumstances. The
assessment of efficient leadership includes a suitable degree of participation of
subordinates in each decision. Subordinates' involvement relies on their engagement
and participation in decision making. Each individual behavior varies according to the
specific situation (Vroom & Jago, 2007).

Leadership in Higher Education
"Every enterprise requires a commitment to common goals and shared values.
Without such commitment there is no enterprise; there is only a mob" (p. 221).
Organizational progress can only be accomplished where the structure promotes these ideals,
and this is especially important in institutional organizations. Higher education leaders must
collaborate actively to advance the institution 's purpose: student learning, study, community
building, and partnership nurturing. (Black, 2015).
Institutions are needed to change and increase faculty and staff leadership capacities.
Today's education leaders are necessary to sustain an educational practice. From a success
and productivity perspective, researchers' opinions suggest that the president should no
longer be the supreme representative of the university. Such ideas promote a less defined and
more open partnership between leaders and followers, giving approval for cooperation
(Ruben & De Lisi, 2017). To ensure the progress of the learning community, leaders must be
able to make adaptations in society, organization, financial, and developmental arrangements.
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Concept of Organizational Culture
Culture is the backbone of every organization and the most prominent component of a
school (Cardarelli, 2014). Culture may be measurable as well as intangible and influenced by
a person's norms, expectations and behaviors by communicating each other or laws that
regulate association (Kroeber & Kluckhohn,1952; Shahzad, Luqman, Khan, & Shabbir,
2012). School culture strongly affects the expectation of teachers (Craig,2001).
Organizational culture is the collection of values, principles, expectations, and
behaviors that forecast a college's or school's results (Kuh and Whitt,2000). Deal and
Kennedy expressed that institutions' culture is "taken for granted but is part of every
organization" (as cited in Moore,2019). An organization's culture takes on many aspects and
the power of members within the organization can create a supportive and creative culture.
An organization's vision and direction are achieved with positive attitudes while the
detrimental impact on individuals and dissociation of groups leading to negative results are
due to negative behaviors (Gilbert, Carr-Ruffino, Ivancevich, & Konopaske, 2011).
Within an organization, culture itself contributes many important elements:
constant structure, cultural depth, multiple layers of an institution, linking attitudes and norms
into a whole(Schein,2010). An organization's cultural evaluation is important to have a
successful culture which is dependent on leadership and employee's interactions and
expectations. Bolman and Deal (2008) acknowledged that the interrelationship of culture and
leadership. Sergiovanni and Corbally (1986) noted that "Leadership and its organizational
context are inseparable and thus it is difficult to understand one without the other" (p. 115).
To understand leadership effectiveness, it is needed to know what is influencing
people and organizations(Peterson,2008). A leader's success in setting goals and vision
depends on how leaders understand the culture. Leadership in University means seeing an
institution and its constituents from different perspectives (Birnbaum, 1988; Bolman & Deal,
2013). Therefore, understanding organizational culture and leadership knowledge is required
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for leaders in order to better understand their institutions and move organizations
forward(Tierney,2008).
Higher education organizational culture is characterized as university group practices,
ethics, and values of all members within a University (Fralinger & Olson, 2007). Integrating
each element to encourage strong culture and individual one is the role of leadership
according to Bartell (2003). The culture within higher education is, according to Kuh and
Whitt (2000), a collective, mutually forming a pattern of norms, principles, activities, and
beliefs that directs individual behaviors as well as group behaviors, offering a reference
structure for campus acts (p. 13). The environment of college and university will be decided
by its culture through mission, teamwork, tactics, socialization, and leadership (Tierney,
1988).
Administrative leadership should have willing to consider the value of culture first,
and then determine their organization's culture and accept with a positive framework
recognizing and addressing the vulnerabilities inside. The ability of leaders in organizations
handling of important attributes essential for an organization's goals and priorities determines
an organizations' success (Olughor, 2014). The organization's practices are closely linked to
the organizations' strategy and policy that impact the labor force significantly (Heathfield,
2016).
Knowing the university's structure and model helps to manage campus culture better.
The more complicated the organizational structure, the more understanding that can help to
make decisions and set goals (Tierney, 2008). Evolving demographics of organizational
members with increasing stresses in the education sector should understand the leadership
styles they employ and growth of existing leaders in their own organization.
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Organizational Culture Theory
Four cultural characteristics of productive organizations are listed below with
comparisons to the literature on organizational research. Denison and Mishra (1995) offer a
theory of more thorough analysis of these characteristics: (1) Involvement (2) Consistency (3)
Adaptability, and (4) Mission.
(1) Involvement: With an efficient organizational environment, inspiring employees,
creating communities around their organizations, and improving human capital at all levels
can occur (Becker, 1964; Lawler, 1996; Likert, 1961). Leaders and staffs are committed to
their jobs and believe that they are part of the organization (Katzenberg, 1993; Spreitzer,
1995).
Involvement concerns the personal engagement of individuals within the organization and
reflects a focus on the internal dynamics of the organization and flexibility. Its characteristics
are•

Empowerment—Individuals have the authority, initiative, and ability to manage their
own work. This creates a sense of ownership and responsibility towards the
organization.

•

Team orientation— It puts emphasis on working cooperatively for shared interests for
which all employees feel responsible each other. To get the job done, the organization
is dependent on collective commitment.

•

Capability development—The institutions continually invests in improving the
capabilities of its employees' skills to stay competitive and meet ongoing business
needs (Dension & Neale, 1996).

(2) Consistency: Organizations often appear to be successful when they have strongly
cohesive, well structured, and well developed "solid" cultures (Davenport, 1993; Saffold,
1988) is grounded in a collection of fundamental beliefs, and even though there are different
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points of view, subordinates and leaders are able to find consensus (Block, 1991). This
continuity is a strong source of cohesion and social alignment arising from intellectuality and
uplifted adaptations (Senge, 1990). Consistency is mentioned common principles as well as
productive structures and processes which represents a consistent, internal emphasis.
•

Core values - Group leaders share a collection of principles that establish a sense of
belonging and a consistent set of priorities.

•

Agreement - Organization leaders should come to an agreement on important matters.
This includes both the underlying level of agreement and the ability to reconcile
differences when they occur.

•

Coordination and integration—Different functions and units of the organization are
able to work together well to achieve common goals. Organizational boundaries do
not interfere with getting work done (Dension & Neale, 1996).

(3) Adaptability: Ironically, well-integrated organizations, are the hardest to reform (Kanter,
1983). External alignment and external adaptation are frequently at odds with this. Adaptable
organizations are guided by their customers, take chances and benefit from their mistakes,
and have the capacity and expertise to facilitate progress (Nadler, 1998; Senge, 1990). The
overall capacity of the organizations' structures is improved to deliver value to their
customers (Stalk, 1988). Adaptation is described as the willingness of the staff to understand
what the client needs, learn new knowledge and adapt in response to requests. Adaptability
depends on the exterior and versatility.
•

Creating change— The organization, in order to satisfy evolving demands, should
create innovative forms. It is capable of reading the market climate, adapting rapidly
to new developments, and forecasting future change.
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•

Customer focus— The company knows clients' potential needs and responds to them
in terms of predicting. That represents the degree to which a problem pushes the
company to please its clients.

•

Organizational learning— The organization gathers, integrates, and interprets
environmental feedback into incentives for promoting creativity, information
acquisition, and capacity building (Dension & Neale, 1996).

(4) Mission: Productive organizations have a strong sense of mission and strategy that
identifies operational objectives and strategic priorities and communicates a view of how the
organization should look into the future (Mintzberg, 1987; 1994; Ohmae, 1982; Hamel &
Prahalad, 1994). When the basic purpose of an institution varies, a transformation may exist
in certain areas of the culture of the organization.
Mission refers to the aim and direction of an organization and its external perspective
symbolize the organization and on steadiness.
•

Strategic direction and intent—Strong strategic goals express the mission of the
organization and make strong how everybody will contribute to the organization.

•

Goals and objectives—A clear set of goals and objectives can be linked to the
mission, vision, and strategy, and provide everyone with a clear direction in their
work.

•

Vision—The organization has a shared view of a desired future state. It embodies core
values and captures the hearts and minds of the organization’s people while providing
guidance and direction (Dension & Neale, 1996).
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Related Organizational Culture Theories
The operation of the University and its development depend on the University’s
culture. The researcher described six of Hofstede’s cultural dimensions which represent the
important elements of an organization that affects the private institution to be successful
including its vision, mission, and strategic objectives. Schein’s iceberg model supports
educational administrators on how to solve distinctive problems in colleges and universities
by diagnosing culture.
Six intellectual elements proposed by Hofstede (1997)
Geert Hofstede characterized "the collective programming of the mind which
distinguishes the members of one group or category of people from another" (1991, p.5).
Individuals with similar beliefs make their own philosophy of the institution.
• Dimension 1: Process-oriented Vs. Results- oriented. It reflects a choice for outcomes or
processes. When the culture is process-oriented, it concentrates mainly on technological and
procedural rituals. Focusing on producing the desired goals and outputs that achieve the
company's targets is the mindset of outcomes. Therefore, individuals in a culture of processes
avoid taking on new challenges and always do the same work every day while peopleoriented to performance are relaxed in difficult situations and accept risks (Hofstede, 1997).
• Dimension 2: Employee oriented Vs. Job oriented.It represents a choice for the culture of
staffs or work. Staffs are in societies for employees believe that the institution considers their
personal issues and state of being comfortable. Employees in the communities of work
culture concentrate to finish tasks and feel the enterprise is for doing the only job. (Hofstede,
1997).
• Dimension 3: Parochial Vs. Professional. It reflects the perception of organizational
participants whether they are in formal culture associated with occupations or in the rules of
the organization that hidden their behavior both at home or work. (Hofstede, 1997).
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•Dimension 4: Open system Vs. Closed system. Organizational members always welcome
both people outside and inside in open culture. On the one hand, members communicate with
each other within the organization in a culture of close (Hofstede, 1997).
• Dimension 5: Loose control Vs. Tight control. This is the basic internal structure of an
organization where team members do their work independently without having the
influencing others. Employees working under the control of managers and supervisors who
control all the division’s operations represent their working space is locked (Hofstede, 1997).
• Dimension 6: Normative Vs. Pragmatic. This is related to communicate with clients and
climate. The importance of processes instead of performance is usually found in employees
with conventional cultures while people with realistic cultures pursue outcomes and satisfy
consumer needs (Hofstede, 1997). Salonda defined a university’s culture as a corporate
culture of staffs who find values, opinions, and principles together (2008). A university's
culture is created by students who behave as a community in compliance with the ideals of
the university to attain its goal. Three primary sources are derived from institutional culture
and new ideas and expectations are introduced when new staffs come into the organization.
Schein’s Iceberg model on culture
Organizational preparation, growth and expected transition cannot be interpreted
without understanding culture as the main resistant source of transition (Schein1992).
According to Shein, organizational culture is divided into three parts: Artifacts, Values and
Assumed values.
•

Artifacts: Artifacts are obvious, but that doesn't mean they can be readily interpreted
by anyone. That is the institutions’ physical aspect that can be clearly observed
through dress code, workplace conduct, organization vision, purpose, and amenities
that support corporate culture decision taking. It is also part of tangible objects in both
science and art displayed by participants of an organization.

38
•

Values: Values reflect the second aspect of corporate culture from which expectations
and beliefs are specifically affected by individual behaviors and modes of behavior.
Values defined by each person, including employee personality, thought and
mentality, play a major role, and affect the institution's culture.

•

Assumed values: Assumed values is the third part of the organization which makes
distinctive to the institutional culture although it cannot be measured. Members of the
workplace are related to the culture which is unobvious. The organizational culture
has been certainly affected by hidden beliefs and facts. Workplace participants are
unobvious linked to the culture. Of all the hidden beliefs and realities have influenced
the corporate culture.

Previous Studies on Leadership Capacity and Organizational Culture
Harris (2016) made a study on the relationship between building leadership capacity
between teacher leadership capacity and campus culture in a Suburban East school district
with the research study of sequential mixed methods. Results from this combined analysis of
approaches yielded a statistically relevant association between the capacity of instructor
leadership and campus culture.
The development and encouragement of teacher leaders promoted a climate of mutual
emphasis on the process of school change. Regardless of the extent of expertise, the
participants had similar views of the relationship between the instructor’s leadership ability
and the culture of the institution. School leaders and teachers should practice different kinds
of leadership skills, which are an important part of establishing leadership. The creation of
teacher leaders and the fostering of a productive atmosphere in the school campus should be
specified in the regional mission (Harris,2016).
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Kujur (2016), in his study on leadership capacity and organizational culture,
suggested that teachers had never acknowledged their actions that affected the success of
pupils, community engagement and school development from the viewpoint of leadership.
Teachers’ common vision, broad-based engagement, and community involvement in school
progress should be improved according to the perceptive of leadership.
It was seen as strong in terms of the teachers' understanding of school culture. In
addition, Kujur (2016) proposed that teachers should build more emphasis on the professional
network for sharing tools and knowledge among themselves; observation activities should be
taught to develop their teaching skills based on input from each other and to promote the
coordination of teachers in their work to access reviewing of projects.
Zaw (2019) who conducted a study on the relationship of teachers’ perception
towards leadership capacity and organizational culture, teachers did not put any focus on
making a decision, peer review, self-evaluation and teamwork, and social accountability from
a leadership viewpoint. Teachers should continue to work diligently to achieve well-rounded
leadership potential in these fields.
In the Mansour study (2011), teacher-leadership should be fostered by a high degree
of collaboration that strengthens leadership growth and allows a community of teamwork,
creativity, confidence, and mutual respect. For each individual school, cooperation, wide
engagement in school events, building trust among school participants play a major role in
sustained development.
The relationship between Organizational Culture and Leadership capacity
An organization's culture is derived by its leadership which helps to create a
successful working atmosphere, and when leaders grasp this thought, they can shape the way
of life to one that cultivates, propels, energizes, and moves (Alvesson, 2011).
As indicated by Trice and Beyer (1992), the culture of an association is an
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significant factor in the general character of an association, hence sustaining culture is a
significant initiative action. The scientists found that the qualities and standards of culture are
genuinely determined, and better administration of these feelings will bring about an
increasingly firm hierarchical culture that adds to a constructive definitive character.
Culture is driven by the individual convictions and qualities shared among
individuals, and pioneers who show a degree of emotional intelligence are the essential
figures in an association (Ilyas and Abdullah, 2016). Leaders who can organize with the
people in their association will be better prepared to form and characterize the culture of the
association and impact the mission that the individual sees.
Leadership concept includes social communication and behavioral understanding
connected to the organizational culture, but their relationship is mind-boggling. While
leadership may not be exclusively liable for the production of the institutional culture, it is a
social articulation (Alvesson, 2011).
Wong (2006) mentioned that human resources are the most significant resources in
the educational sectors. The most ideal approach to assemble a positive culture is to keep up
collaboration in which individual aptitudes are esteemed and development is consistent.

General Information about Private Higher Education System in Myanmar

Myanmar higher education sector is needed to develop students with critical thoughts
and creative skills according to the report of the International Educational Organization
(Thaung,2015). In the sector of higher education, it is required to notify both local industry
and external competition, business and intellectual culture because the economy can be
applied to economic growth in sustainability, new creative goods, and collaboration of cross
nations.
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Following these phases and quick transition in order to keep up building relevant and
competitive human capital for sustainable market and community, it is easier to do with fully
autonomous enterprises. Ministry of Education and the Private Sector cooperation is expected
to provide qualified technicians to meet the needs of the industrial and economic
development sectors(Thaung,2015).

Private and state education was approved in basic and higher education during the
post-independence period from 1948 until 1962. Nevertheless, private institutions were
abolished and the State governed during the communist period between 1962 and 1988
according to the website of the Government of Myanmar.

Although the private sector has not yet officially been given the status of creating
universities with rights to award degrees, in line with the introduction of business structures
in the country's economy, it has gradually played a significant role in the education industry.

Private schools, which have grown as enterprises since the 1990s, are not strictly
governed by the Ministry of Education. Indeed, the Ministry of Education requires all Myanmar
students to enroll in public schools. Private service is only approved outside state education,
except for international schools. Less impacted are the larger schools that act as licensed
enterprises than the smaller community-based organizations, which do not have the same status
of business recognition.

Today, tuition-based schools have arisen at pre-basic, primary, secondary and advanced
education levels to take into account the well-known requests of the market in English
language, figuring, bookkeeping and business-related preparing. Some of them offer a more
extensive educational program, some attention on just a couple of subjects. The high quality of
instruction and curriculum material ranges from different organizations and there are different
private training facilities apart from supplementary schools.
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They are pre-university and advanced education programs that help their understudies
leave Myanmar to concentrate abroad. The flood in the global training market began in Yangon
in 1997, as white-collar class guardians needed open doors for their kids for further studying
abroad. Nearby business people faced challenges by making contracts with abroad colleges and
universities and by setting up tuition-based schools equipped towards youngsters who needed
to concentrate abroad.

According to Winston Set Aung, a meeting instructor in the Management Business
Administration program at the Institute of Economics, cited in a Myanmar Times article, said
there was qualified schools’ subsidiary with popular abroad colleges and schools and some
unqualified schools that had connected up with obscure remote colleges:

Few people who capitalize from the private schooling division build up joint
endeavors with the Ministry of Education and just these endeavors are allowed to advance
their business under the umbrella of the training service. The issue is especially significant in
the advanced education segment, which used to be a reference point of greatness in Asia.

Throughout the years, an expanding number of nearby expert instructional
establishments has come into the business, offering preliminary courses for UK/US tests and
expert capabilities to a great many understudies.

Background of Strategy First University
Strategy First is a private professional and higher academic Institution that has been
presenting an efficient opportunity for higher schooling since 2010 by Mr. Aung Chit Khin
whose real desire is to make a contribution to Myanmar’s advancement especially for
Myanmar youths to experience international education for getting confident enough when
communicating with cross nations as well as creating possibilities for all stakeholders having
benefits.
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Strategy First University is one of the top private business schools in Myanmar,
founded in February 15, 2010, and started open as an education center at room in 1002,
PanChan Tower located at the corner of Dhammazedi road and Bargayar road in Yangon. At
present, it is extended into six campuses located in Yangon, it was publicly declared in March
2019 as 'Strategy First University. It provides Myanmar citizens with a unique learning
experience for studying.
Certificate in Marketing courses offered by the school is taught by the founder
himself as soon as the center was started opening. In September 2011, the center delivered
Advanced diploma courses such as Marketing, Strategic, Human Resources, and Courses in
business studies collaborated with Commercial Management Institute based in the United
Kingdom. With teaching methods and services different from other educational centers that
always fulfilling the student’s needs, students became increasing up to two hundred as well as
five teachers including Mr. Aung Chit Khin. Single- subject diploma courses which are
matched with Myanmar student’s requirement were extended to offer in 2013.
Besides, the University opened Undergraduate programs for youths who passed the
matriculation exam, connected to the National Computing Centre (NCC), the United
Kingdom- based educational organization. Students Pathway First Year Programs(HNC) had
been offered: Pearson BTEC Level 4 (Higher National Certificate in Business), and Level
5(Higher National Diploma in Business) in 2015. For students who were joining these
undergraduate programs, the University also introduced Oxford Brookes University(UK)
level 6 business management program to get graduates with international degrees in
Myanmar without attending the University in the UK.
In January 2015, the University cooperated with the Chartered Institute of Marketing
based in the United Kingdom to deliver the diploma degree in Professional Marketing and
Marketing Communication for people with doing professional marketing in a company or
other organizations. International Business cooperation recognized Master of Business
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Administration program are opened in 2016, which was interested by most postgraduate
students in Myanmar, with coordination of Heriot- Watt University, Edinburgh Business
School based in the UK and Stamford International University, which is part of American
Educational Association called Laureate. Starting from 2018, bachelor and an advanced
diploma in civil engineering connected to the Scottish Qualifications Authority(SQA), other
higher national diploma courses connected the UK- based Pearson educational organization,
and M.Sc. in construction project management based on Project Management Institute in the
United States had been taught.
Strategy First is grounded in a deep view of the urban community and the educational
disparities and economic prospects that exist. Thus, its framework is adapted to the needs of
Myanmar citizens and its enterprises. Besides these above courses mentioned, the University
supports services for organizations of government and corporate business partners regarding
corporate training, workshop and offers diplomas for different levels of employees, banking
or financial management courses for those who are in the field of finance.
More courses offered by campus and an increasing number of student’s year after
year, it is extended into another five different campuses in Yangon: the first one in April
2016, the second campus in July 2017, the next one in March 2018, the fourth and the last
ones in 2019.May and September respectively. At present, over 400 students are joining in
single subject diploma, MBA, and undergraduate programs. New programs such as M.Sc. in
Project Management and Civil Engineering programs.
By encouraging as well as illustrating the triple- bottom-line philosophy of
individuals, earth, and benefit, it promotes sustainable business practices as part of Corporate
Social Responsibility. They educate students to be responsible in their community and
knowledge that businesses can grow according to culture and the climate. Therefore, a free
program like “Essential Skills for Business Careers” for learners who are starting to do
various careers after graduation was provided to be helpful in their career path. Cambridge
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Assessment business English Certificate and general English four skills are also taught to
people to have assistance in their career of the working environment. Employees are
considered to promote their skills with an allowance of joining single subject diploma, taking
an MBA course according to the years of working, health care benefits for both staffs and
their family members. Moreover, employees are allowed to go to external training programs
according to their respective careers.
With the supervision of the University cooperating with a local non-profit
organizations and other religious organizations, students can participate in donation activities,
educational forums, and workshops. Career choice and educational guide workshops are
celebrated often with the collaboration of public schools and Universities to support those
who’s passed the matriculation exam. Blood donation activities and monthly recitation to
Buddha at Shwedagon pagoda are part of their CSR activities. Besides, general knowledge
for Buddhism for youths is usually described and shared in the weekly Pu Tet journal that can
be read both online and offline. E-Learning Program video, library, career handbooks, and
weekly journals are freely supported to students. Inbound and outbound excursion trips
connected to other business enterprises are done regularly.
Last but not least, Strategy First specializes in establishing strategic political alliances
and designing services that support individuals in less developing states. Therefore, it
cooperates with the Government of Chin to operate a Business University in Chin State.
Similarly, Strategy First runs programs in Rakhine State in partnership with the Government
of Rakhine to provide efficient business services for the citizens of the province. In addition,
MBA lucky draw programs are arranged to offer scholarships for students who already joined
previously. Such initiatives are reminders of how Strategy First places people first over
benefits.
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Table 1
Faculties and Programs Offered by Strategy First University
Faculty
Faculty of Business and
Management

Faculty of Information
Technology
Faculty of Engineering

Programs

Starting Year

NCC L4/L5(BM)

2015

MBA

2016

Pearson(HNC/HND)

2018

BA(Hons)

2018

NCCL4/L5(BIT)

2017

BSc(Hons)

2020

BEng(Hons)

2018

SQA Advanced Diploma

2018

MSc (Construction Project

2018

Management)
Department of Professional

ICM

2010

&Continuing Education

CIM

2015

ABE

2016

PMI, PMP

2018

Cambridge English

2019

Note. Strategy First University. (2020). Programs in Strategy First University. Yangon,
Myanmar.
Strategy First University also provides training services that are based on the company
and organization for working employees and managers. They offer ICM diplomas and
workshops for the business clients.
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Table 2
Corporate Training Services
Management Level

Available Training Services
•

Top Level Management

•

•
•
•
•
•

For Executives and Supervisors, in
Operation

•
•
•

For Managers, in Sales and Customer
Service

•
•
•

Competitive Advantage and Corporate
Strategy
Competing through Logistics and Supply
Chain
Improving People’s Performance
Understanding Financial Statements:
Measuring and Analyzing
Corporate Performance
Strategic Change Management
Corporate Culture and Transforming the
Culture through Corporate Values.
Customer Service Principle
Customer Focus Professional Selling
Skills
Effective Communication and
Teamwork
Effective Supervisory Skills
Managing for Customer Service
Excellence
Professional Selling and Sales
Management

Note. Strategy First University: Shaping You for a Sustainable Edge(n.d.).Retrieved from
https://strategyfirst.edu.mm/

Summary of Literature Review
Effective school leaders build the leadership capacity within their schools to improve.
They create the conditions and establish the environment for the initiation and sustainment of
change. If instructors are part of a professional that engages in decision-making, have a sense
of common interest, engage in collaborative responsibility, they feel motivated, have a
mutual engagement and collective obligation for sustainability and student success. Not only

48
administrators but also instructors need to share their role of leadership in their respective
fields and their interaction with shared confidence is essential to organizational improvement.
The four dimensions of the model are also used to analyze individual organization as
part of an evaluation method to demonstrate the strengths and limitations of their
environments and to recommend ways in which the culture of the organization can affect its
effectiveness. This offers suggestions to leaders who strive to contribute to organizational
efficiency. Culture makes parents and students feel comfortable, lets instructors and staffs
take pride in the campus, and makes the institution step on with leadership. Leaders who
inspire the people with the shared purpose and mission that each individual is able to adapt
and be consistent in their association will be better prepared to form and characterize the
culture of the association. Therefore, organizational culture and building leadership capacity
is essential for building, controlling, and enhancing organizational performance.
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CHAPTER III
RESEARCH METHODOLOGY
This chapter represents the Research Design, Study Population, Research Instrument,
Data collection, Data Analysis, and Summary of the Research Process.
Research Design
The researcher of this study employed a quantitative and correlational design to
determine the three research objectives. The research instrument was divided into three parts.
The first part was about the demographic profile composed of gender, age, academic
qualification, and working experience. The second part comprised Epps’s (2013) leadership
capacity school questionnaires established by Lambert (2003). The last part of the
questionnaire included an organizational culture survey developed by Grunert &Valentine
(1988). This study employed descriptive statistics and a correlational approach to analyze,
discuss, and draw conclusions about the results.

Population
According to the Human Resource department of this university, the population that
participated in this study were 70 lecturers who are teaching different majors of bachelor and
professional development at Strategic First University, Yangon, Myanmar in the academic
year 2020. This population was readily assessable for the purpose of this study.
Research Instrument
The research instrument included three parts with 56 questions to conduct the research
objectives. In Part (I) questionnaire, demographic factors of lecturers’ gender, age, academic
qualification, and work experience are included. Demographic factors of lecturers are
described as follows:
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Table 3
Breakdown of Survey Questions of Demographic Factors of Teachers
Lecturers’
Demographic factors
Gender

Survey
Questions
1

Scale
(1) Male (2) Female

Age

2

(1) 20-25, (2) 26-30, (3) 31-35, (4) 36 and
above

Academic Qualification

3

(1) Bachelor Degree, (2) Master Degree (3)
Doctoral Degree

Work Experience

4

(1) 1-5, (2) 6-10, (3) 11-15, (4) 16 and above

The Part (II) questionnaire was adopted from the High Leadership Capacity School
Survey by Lambert (2003). The breakdown of items for High Leadership Capacity School
Survey questions is shown in the following table.
(1) Participation (2) Shared Vision (3) Inquiry-based Use of Information (4) Role and
Responsibilities (5) Reflective Practice, and (6) Student Achievement.
Table 4
Breakdown of Leadership Capacity Survey Questions
No

Lecturers’ Perception of Leadership Capacity

Items

1

Participation

1-7

2

Shared Vision

8-11

3

Inquiry-based use of Information

12-16

4

Roles and Responsibilities

17-20

5

Reflective Practice

21-25

6

Student Achievement

26-30
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The Part (III) research questionnaire was the Organizational Culture Survey adopted
from Kujur (2016) who adapted the School Culture Survey of Gruenert and Valentine (1998)
developed by Denison’s Organizational Culture Survey. The breakdown of items for
Organizational Culture Survey questions is shown in the following table.
(1) Mission, (2) Adaptability, (3) Involvement, and (4) Consistency.
Table 5
Breakdown of Organizational Culture Survey Questions
No

Lecturers’ perception towards Organizational Culture

Items

1

Mission

1-5

2

Adaptability

6-10

3

Involvement

11-21

4

Consistency

22-26

Lecturers from Strategy First University were requested to fill online survey form
regarding Leadership Capacity School Survey using 5- point Likert Scale. Their response
choices ranked 5) Always,4) Usually3) Often2) Sometimes and 1) Never to measure the level
of their perception in each question. The interpretation of data for lecturers’ perceptions
towards leadership capacity had been described in the following table.
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Table 6
Score and Interpretation of Perceptions of Lecturers’ towards Leadership Capacity
Lecturer’s Perception

Score

Scale

Interpretation

Always

5

4.51-5.00

Very High

Usually

4

3.51-4.50

High

Often

3

2.51-3.50

Moderate

Sometimes

2

1.51-2.50

Low

Never

1

1.00-1.50

Very Low

of Leadership Capacity

Note. Norman G. (2010). Likert scales, levels of measurement and the “laws" of
statistics. Advances in health sciences education: theory and practice, 15(5), 625–632.
Lecturers from Strategy First University were requested to fill the google survey
question form regarding Organizational Culture Survey using 5- point Likert Scale. Their
response choices ranked 5) Strongly agree,4) Agree3) Neutral2) Disagree, and 1) Strongly
Disagree to measure their level of perception in each question. The interpretation of data for
lecturers’ perceptions towards organizational culture had been described in the following
table.
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Table 7
Score and Interpretation of Perceptions of Lecturers towards Organizational Culture
Lecturer’s Perception of

Score

Scale

Interpretation

Strongly Agree

5

4.51-5.00

Very High

Agree

4

3.51-4.50

High

Neutral

3

2.51-3.50

Moderate

Disagree

2

1.51-2.50

Low

Strongly Disagree

1

1.00-1.50

Very Low

Organizational Culture

Note. Norman G. (2010). Likert scales, levels of measurement and the “laws" of
statistics. Advances in health sciences education: theory and practice, 15(5), 625–632.

Validity and Reliability
In this study, Leadership Capacity School Survey developed by Lambert (2003) was
used as the main instrument of this research. This study was recognized as highly reliable
because it has been applied by most investigations and other analysts to utilize the selfassessment of school leadership.
Epps (2013), also used the questionnaire of Lambert (2003), who conducted a
Leadership Capacity School Survey reported an Alpha value of 0. 84 Cronbach complete.
Reliability and validity showed that the internal accuracy of Cronbach’s Alpha value was
adequate and reasonable.
According to Kujur (2016) who adapted the School Culture Survey Questionnaires of
Gruenert and Valentine (1998) based on the organizational culture survey of Denison (1990).
The provided Cronbach’s Alpha value for that type of questionnaire was 0.84 in which the
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validity for this questionnaire had been confirmed and the internal consistency of Cronbach’s
Alpha value was acceptable.
Table 8
Cronbach Alpha Reliability for Leadership Capacity School Survey (LCSS)
Epps’s(2013)

Current Study

Cronbach’s Alpha

Cronbach’s Alpha

1.Broad-Based Participation

.92

.81

2.Shared Vision

.89

.81

3.Inquiry-based use of

.94

.50

4.Broad Involvement

.91

.76

5.Reflective Practice

.89

.74

6.Student Achievement

.60

.70

Overall Average

.84

.72

Six Elements of Leadership
Capacity

information

Table 9
Cronbach Alpha Reliability for Organizational Culture Survey (OCS)
Kujar’s

Current Study

Cronbach’s Alpha

Cronbach’s Alpha

1.Mission

.91

.83

2.Adaptability

.87

.86

3.Involvement

.87

.89

4.Consistency

.90

.75

Overall Average

.84

.83

Four Elements of
Organizational Culture
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The total Cronbach’s Alpha value computed for each survey based on six leadership
capacity elements was .72 and four elements of organizational culture were .83. Therefore,
this study's reliability had been interpreted as good for leadership capacity and highly
acceptable for organizational culture under Deville’s (1991) guidelines.

Translation of Instrument
The questionnaire was translated from the English language into the Myanmar
language because this research was conducted in Yangon, Myanmar. The researcher
requested three experts to review the translated questionnaires for accuracy: Sayar Zaw Tun
Latt and Sayar Saw Win Minn and Dr. Saw Harry Nu. The approval of the questionnaire
translation letters by three experts were presented in Appendix C.

Collection of Data
Firstly, the researcher approached the president of Strategy First University in Yangon
for getting permission and cooperation with this University. After getting approval, the
researcher proceeded with further processes under the guidance and collaboration of
administrators at the University. Since the thesis proposal had been finished on the 1st of
September, the researcher continued the questionnaires translation process in September and
online- based data collection using google forms was done in the following month,
October.70 sets of questionnaires were distributed through the assistance of managers and
collected after respondents finished filling.
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Table 10
Data Collection Process
Timeline

Process of Data Collection

Sep, 2020

Proposal of Thesis

Sep, 2020

Reviewing the accuracy of translated questionnaire

Oct, 2020

Distributing questionnaires to the participants, Collecting the
completed questionnaires from the participants

Nov, 2020

Data Analyzing Process

Dec,2020

Final Defense

Data Analysis
In this research analysis, the researcher applied statistical tools to evaluate and
interpret the participants' data.
Research Objective 1: To identify the level of lecturers’ perceptions of their
leadership capacity at Strategy First University in Yangon, Myanmar. For this purpose, the
researcher used Mean and Standard Deviation to assess the conclusion for the level of
lecturers’ perceptions regarding their leadership capacity.
Research Objective 2: To identify the level of lecturers’ perceptions towards
Organizational Culture at Strategy First University in Yangon, Myanmar. For this purpose,
the researcher used Mean and Standard Deviation to assess the lecturers’ perceptions towards
Organizational Culture.
Research Objective 3: To determine if there is a relationship between lecturers’
perception of leadership capacity and organizational culture at the Strategy First University in
Yangon, Myanmar. For this reason, the researcher used the coefficient of Pearson product
moment to assess whether there was a significant relationship between the perceptions of
lecturers towards leadership capacity and organizational culture.

57
Summary of the Research Process
Table 11
Summary of the Research Process
Research Objectives

1. To identify the level of
teachers’ perceptions of their
leadership capacity at
Strategy First University,
Yangon, Myanmar.

2. To identify the level of
teachers’ perceptions towards
organizational culture at
Strategy First University,
Yangon, Myanmar.

3. To determine the relationship
between teachers’ perceptions of
their leadership capacity and
organizational culture at
Strategy First University,
Yangon, Myanmar.

Source of Data Data Collection Method or

Method of

or Sample

Research

Data

Instrument

Analysis

Part I
Demographic Factors
-Age
- Grade Level
-Educational Qualification
-Years of Teaching
Experience

Mean and
Standard
Deviation

70 lecturers
from
Strategy First
University,
Yangon,
Myanmar.

Part II
Leadership Capacity School
Survey (LCSS)
-Broad-Based Leadership
-Shared Vision
-Inquiry-based use of
information
-Broad Involvement
-Reflective Practice
-Student Achievement
Part III
Organizational Culture Survey
-Mission
-Involvement
-Consistency
-Adaptability

Means and
Standard
Deviation

Pearson
Product
Moment
Correlation
Coefficient
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CHAPTER IV
RESEARCH FINDINGS
This chapter represents the findings of the data analysis and the following objectives
interpreted the results:
1. To identify the level of lecturers’ perceptions of their leadership capacity at the
Strategy First University, Yangon, Myanmar.
2. To identify the level of lecturers’ perceptions towards organizational culture at
the Strategy First University, Yangon, Myanmar.
3. To determine the relationship between lecturers’ perceptions of their leadership
capacity and organizational culture at the Strategy First University, Yangon,
Myanmar.
General Demographic Profile of the Respondents
The researcher surveyed by distributing a set of questionnaires via mail to the 70
lecturers from Strategy First University. Four questions related to demographic factors such
as gender, age, educational background, and working experience were included in the
questionnaire, which provides the respondents' general information for better understanding
the participation of each respondent’s background.
Table 12
The Number and Percentage of Participants’ Gender
Gender

Number

Percentage

Male

22

31.4

Female

48

68.6

Total

70

100.0
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Table 12 shows the gender of the respondents. More females were 68.8%(48) than
males, 31.4%(22) in that University.
Table 13

The Number and Percentage about the Participants’ Age
Age

Number

Percentage

20-30

23

32.9

31-40

14

20.0

41-50

25

35.7

51-above

8

11.4

Total

70

100.0

Table 12 shows that 20-30 years old age was 23 or 32.9% of all respondents. A
total of 14 or 20% were 31-40 years’ age range. There were 25 respondents or 35.7%were in
the age range of 41-50 which was the highest percentage of the total respondents. There were
8 respondents or 11.4 %in the 51and above range and this age range stood the lowest
percentage of the total population.
Table 14
The Number and Percentage about the Participants’ Educational Back ground
Educational Background

Number

Percentage

Bachelor Degree

3

4.3

Master Degree

54

77.1

Doctoral Degree

13

18.6

Total

70

100.0

Table 14 illustrates the educational background of 70 lecturers in this study.
Lecturers with bachelor’s degrees with the lowest percentage of the total population rated as
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3(4.3%) persons whereas 54(77.1) respondents holding master’s degrees were the highest
number of this study. Some respondents who hold doctoral degrees were 13(18.6%) of the
total population.
Table 15
The Number and Percentage about the Participants’ Work Experience
Work Experience

Number

Percentage

1-5years

41

58.6

6-10years

12

17.1

11-15years

7

10.0

16-above

10

14.3

Total

70

100.0

Table 15 demonstrates that the finding of lecturers’ working experience. Out of 70
respondents,41 (58.6%)lecturers had 1-5 years of working experience,12(17.1%)lecturers had
6-10years of working experience while lecturers with 11-15 years of working experience
were 7(10.0%)and finally, lecturers with 16 years and above years of teaching experience
were 10(14. 3%). Among different working experience groups, lecturers with 1-5 years of
the working experience were the highest number whereas lecturers with 11-15 years of
working experience were the least number of the total participants.
Research Objective One
The research objective one was to identify the level of lecturers’ perceptions of
their leadership capacity at Strategy First University, Yangon, Myanmar.
To identify the first objective, the researcher conducted the part II research
questionnaires that consist of six components with 30 questions developed by Lambert
(2003). A five-point Likert Scale was used to interpret the lecturers’ perception of leadership
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capacity by analyzing each question item's means and standard deviation: (1.00-1.50= Very
Low, 1.51-2.50= Low, 2.51-3.50=Moderate, 3.51-4.50= High, and 4.51-5.00= Very High).
Table 16
Lecturers’ Perceptions of their Leadership Capacity in the Area of Participation (n=70)
No.

Construct 1: Participation

1.

Participate in representative governance

Mean

SD

Interpretation

2.79

1.006

Moderate

3.26

1.017

Moderate

groups.
2.

Perform collaborative work in large and
small teams.

3.

Model leadership skills

3.61

0.822

High

4.

Organize for maximum interaction among

3.51

1.032

High

adults and children.
5.

Share authority and resources.

3.41

.940

Moderate

6.

Express my leadership by attending to the

3.43

.972

Moderate

Engage each other in opportunities to lead.

3.64

.901

High

Total

3.38

.956

Moderate

learning of the entire school community.
7.

Table 16 illustrates the lecturers’ perceptions towards their leadership capacity with
the mean score of each question in the area of Participation. The total mean score of this area
was (3.38), which was in the range of 3.51-4.50, interpreted as Moderate according to the
data interpretation standards. The mean score of question number 7 got highest (3.64) while
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the mean of question number 1 got the lowest (2.79), though the level of perception was still
considered as Moderate. It is worth mentioning that lecturers’ perception in this area ranked
with Moderate and High.
Table 17
Lecturers’ Perceptions of their Leadership Capacity in the Area of Shared Vision (n=70)
No.

Construct 2: Shared Vision

Mean

SD

Interpretation

8.

Develop school vision jointly.

4.19

.728

High

9.

Ask each other questions that keep us

3.63

.802

High

3.60

.891

High

3.83

.834

High

3.81

.814

High

on track with our vision.
10.

Think together about how to align our
standards, instruction, assessment, and
programs with our vision.

11.

Keep our vision alive by reviewing it
regularly.
Total

Tale 17 represents the level of lecturers’ perceptions with the mean score in each
question in the area of Shared Vision designed as construct 2. The total mean score was
(3.81), which interpreted this area's perceptions as High according to interpretation standards
of this study. Interestingly, all questions’ mean scores were high in the range of 3.51-4.50
which meant lecturers’ perceptions were High as well. Question number 8, Develop school
vision jointly, got the highest mean score (4.19), and question number 10, Think together
about how to align our standards, instruction, assessment, and programs with our vision, got
the lowest (3.60).
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Table 18
Lecturers’ Perceptions of their Leadership Capacity in the Area of Inquiry-based Use of
Information (n=70)
No.

Construct 3: Inquiry-based Use of

Mean

SD

Interpretation

3.31

.790

Moderate

2.97

.884

Moderate

Information
12.

Use a learning circle that involve
reflection, dialogue, inquiry and action

13.

Make time available for this learning to
occur (e.g. faculty meeting, as hoc
groups, teams)

14.

Focus on student learning

4.47

.756

High

15.

Use data evidence to inform our

3.87

.815

High

3.64

1.064

High

3.65

.862

High

decision and teaching practice
16.

Have designed a comprehensive
information system that keep everyone
informed and involved
Total

Table 18 presents the level of lecturers’ perception of their leadership capacity in
the area of Inquiry-based Use of Information for each question. According to the
interpretation standards of this study, the total mean of this area was (3.65), interpreted as
High since it was in the range of 3.51-4.50. There was one question with the highest mean
(4.47), Focus on student learning, interpreted as High, followed by question numbers 15 and
16 which scored (3.87) and (3.64) respectively, and the rest questions 12 with the mean
(3.31) and 13 with the mean (2.97), interpreted as Moderate within the range of mean score
2.51-3.50.
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Table 19
Lecturers’ Perceptions of their Leadership Capacity in the Area of Role and Responsibilities
(n=70)
No.

Construct 4:Role and

Mean

SD

Interpretation

3.83

.916

High

3.33

.829

Moderate

3.51

.913

High

3.47

.896

Moderate

3.53

.889

High

Responsibilities
17.

Have designed my roles to include
attention to our classrooms, school
community, and profession.

18.

Seek to perform outside of
traditional roles.

19.

Have developed new ways to work
together.

20.

Have developed a plan for sharing
responsibilities in the
implementation of our decisions and
agreements
Total

Table 19 shows the level of lecturers’ perceptions in the area of construct 4, Role
and Responsibilities. The total mean of this construct was interpreted as High due to the
result of 3.53 since it was within the range of 3.51-4.50. It was noted that two questions No
18 (3.33) and 20 (3.47) ,the mean score fell within the range of 2.51-3.50 and interpreted as
Moderate whereas the other two questions, No 17 with the mean (3.83) and No.20 with the
mean (3.47), scored within the range of 3.51-4.50, which had been interpreted as High.
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Table 20
Lecturers’ Perceptions of their Leadership Capacity in the area of Reflective Practice
(n=70)
No.

Construct 5:Reflective Practice

21.

Make time for ongoing reflection (e.g.

Mean

SD

Interpretation

3.36

.964

Moderate

3.39

1.040

Moderate

3.31

.986

Moderate

3.47

1.032

Moderate

3.24

1.055

Moderate

3.35

1.015

Moderate

journaling, peer coaching,
collaborative planning).
22.

Encourage individual and group
initiative by providing access to
resources, personnel, and time.

23.

Have joined with networks of other
schools and programs, both inside and
outside the district, to secure feedback
on our work.

24.

Practice and support new ways of
doing things.

25.

Develop my own criteria for
accountability regarding individual
and shared work.
Total

Table 20 describes the mean score of each question for the level of lecturers’
perceptions in the area of Reflective Practice designated as construct 5. Indicating the total
mean (3.35), this construct was interpreted as Moderate. Interestingly, all four questions had
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been interpreted as Moderate because their mean scores were within the range of 2.5-3.50
according to the interpretation standards of this study.
Table 21
Lecturers’ Perceptions of their Leadership Capacity in the Area of Student Achievement
(n=70)
No.

Construct 6:Student Achievement

26.

Work with members of the school

Mean

SD

Interpretation

2.93

1.054

Moderate

community to establish and implement
expectations and standards.
27.

Teach and assess so that all students learn

4.00

.993

Moderate

28.

Provide feedback to students about their

4.07

.857

Moderate

3.43

.861

Moderate

3.33

1.032

Moderate

3.55

.959

High

progress.
29.

Talk with students about their
performance and school programs.

30.

Have redesigned roles and structures to
develop resiliency in students (e.g.,
teacher as coach/ advisor/ mentor, schoolwide guidance programs, community
service).
Total

Table 21 presents the level of lecturers’ perceptions in the area of student
achievement which was designed as construct 6. The resulted total mean score of this
construct was (3.55) and it had been interpreted as high. Within this construct, the mean
scores of all questions have the same interpretation as moderate within the range of 2.513.50. To discuss in detail, the question numbers 28 and 27 having the mean scores of (4.07)
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and (4.00), followed by question number 29 with the mean score of (3.43) and question
number 30 with the mean (3.33) respectively and indicated as Moderate. For question
number 26, Work with members of the school community to establish and implement
expectations and standards, got the lowest mean score (2.93) among the five questions,
however, it was still considered as Moderate according to the data interpretation standards.
Table 22
The Summary of Means and Standard Deviations of Lecturers’ Perception of their
Leadership Capacity (n=70)
No.

Leadership Capacity

Mean

SD

Interpretation

1.

Participation

3.38

.956

Moderate

2.

Shared Vision

3.81

.814

High

3.

Inquiry-based Use of Information

3.65

.862

High

4.

Role and Responsibility

3.53

.889

High

5.

Reflective Practice

3.35

1.015

Moderate

6.

Student Achievement

3.55

.959

High

3.54

.916

High

Total

Table 22 demonstrates the summary of the total means and standard deviation
designated with 30 questions based on these constructs to assess lecturers’ perceptions of
leadership capacity at Strategy First University, Yangon, Myanmar. The finding of the total
mean score result was 3.54, interpreted as High indicating the level of lecturers’ perceptions
towards their leadership capacity was high. Looking into details, construct 2 with a mean
score (3.81), Shared Vision, was the highest level in the table, followed by construct 3 with
the mean (3.65), Inquiry-based Use of Information, stood the second. The mean of construct
4 and 6 also scored above (3.50) in the range of 3.51-4.50. Therefore, all constructs
mentioned above were interpreted as High. The mean of construct 5, Reflective Practice, got

68
(3.35) which was the lowest mean score among the six constructs. The remaining constructs,1
and 5 scored above (3.30) respectively and they had been interpreted as Moderate in the
range of 2.51-3.50 according to the data interpretation standard standards.
Research Objective Two
The research objective two was to determine the level of lecturers’ perceptions
towards organizational culture at Strategy First University, Yangon, Myanmar.
The researchers developed four components with a total of 26 questions of the
Organizational Culture Survey in part III based on the school culture survey developed by
Denison (1990). The researcher analyzed the means and standard deviations of each question
for clarifying the interpretation process with the utilization of a five-point Likert scale: (1.001.50= Very Low, 1.51-2.50= Low, 2.51-3.50=Moderate, 3.51-4.50= High, and 4.51-5.00=
Very High).
Table 23
Lecturers’ Perceptions towards Organizational Culture in the area of Mission(n=70)
No.

Construct 1 : Mission

1.

Lecturers support the mission of the

Mean

SD

Interpretation

4.09

0.654

High

3.97

0.481

High

4.13

0.536

High

4.14

0.621

High

4.29

0.568

High

4.12

.572

High

university
2.

The university mission provides a
clear sense of direction for lecturers

3.

Lecturers understand the mission of
the university

4.

The university mission statement
reflects the values of the
community

5.

Teaching performance reflects the
mission of the university

Total
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Table 23 shows the level of lecturers’ perceptions towards organizational culture in
the area of Mission described as construct one with five questions. The total mean score in
this area was (4.12), interpreted as High according to data interpretation standard. The mean
scores for all question items were within the range of 3.51-4.50 and considered as High.
Remarkably, question number 5, Teaching performance reflects the mission of the university,
got the highest mean score resulting (4.29) while question number 2, The
university mission provides a clear sense of direction for lecturers, scored the lowest mean at
(3.97).
Table 24
Lecturers’ Perceptions towards Organizational Culture in the Area of Adaptability(n=70)
No.

Construct 2: Adaptability

6.

Lecturers utilize professional

Mean

SD

Interpretation

4.14

0.597

High

4.06

0.587

High

4.17

0.659

High

4.11

0.553

High

4.24

0.624

High

4.14

.676

High

networks to obtain information
and resources for classroom
instruction.
7.

Lecturers regularly seek ideas
from seminars, colleagues, and
conferences.

8.

Professional development is
valued by the faculty.

9.

Lecturers maintain a current
knowledge base about the
learning process.

10.

The faculty values university
improvement
Total

Table 24 demonstrates that lecturers’ perceptions of organizational culture in
Adaptability are designed as construct 2 with five questions. The total mean score of this
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construct was (4.14) which had been interpreted as High according to the data interpretation
standard of this study. It is worth noting that all question items scored within the range of
3.51-4.50 and were interpreted as High. Among five questions, question number 10, The
faculty values university improvement, which was the highest score among the five questions
in this factor (4.24).
Table 25
Lecturers’ Perceptions towards Organizational Culture in the Area of Involvement(n=70)
No.

Construct 3: Involvement

Mean

SD

Interpretation

11.

Leaders value lecturers’ ideas.

3.99

0.577

High

12.

Leaders in this university trust the
professional judgments of lecturers.

4.01

0.602

High

13.

Leaders take time to praise lecturers that
perform well.

3.80

0.672

High

14.

Lecturers are involvement in the decisionmaking process.

3.57

0.627

High

15.

Leaders in our university facilitate instructors
working together.

3.93

0.461

High

16.

Lecturers are kept informed on current issues in
the university.

4.01

0.496

High

17.

My involvement in policy or decision making
is taken seriously.

3.76

0.576

High

18.

Lecturers are rewarded for experimenting with
new ideas and techniques.

3.77

0.685

High

19.

Lecturers support risk-taking and innovation
in teaching.

3.93

0.547

High

20.

Administrators protect instruction and
planning time.

3.74

0.652

High

21.

Lecturers are encouraged to share ideas.

3.94

0.611

High

Total

3.86

.591

High
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Table 25 illustrates that the level of lecturers’ perceptions in the area of Involvement
designed as 11 questions in construct 3. The total mean score in this area was 3.86 and
considered as a High perception towards this construct 3. It was noted that question number
12 and 16 ranked the same means (4.01), which were the highest score among all questions in
this construct. The rest of the questions resulted in the range of 3.51-4.50 and they had been
interpreted as High.
Table 26
Lecturers’ Perceptions towards Organizational Culture in the area of Consistency(n=70)
No.

Construct 4:Consistency

22

Lecturers have opportunities for dialogue

Mean

SD

Interpretation

3.94

0.508

High

3.94

0.587

High

3.69

0.671

High

3.81

0.597

High

3.86

0.666

High

3.85

.606

High

and planning across grades and subjects.
23

Lecturers spend consideration
time planning together.

24

Lecturers take time to observe each other
teaching.

25

Lecturers work together to develop and
evaluate programs and projects.

26

Teaching practice disagreements
are voiced openly and discussed.
Total

Table 26 highlights lecturers’ perceptions in the area of consistency designed as
construct 4 with five questions. The total mean of this construct was (3.85) and interpreted as
High according to the data interpretation standard of this study. All items scored within the
range of 3.51-4.50 which were interpreted as High. Interestingly, in question 22, Lecturers
have opportunities for dialogue and planning across grades and subjects, and in question 23,
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Lecturers spend consideration time planning together, were the same score at (3.94) which
was the highest mean score in this construct 4. The rest questions computed were within
3.51-4.50 and had been interpreted and High.
Table 27
The Summary of Means and Standard Deviations of Lecturers’ Perceptions towards
Organizational Culture (n=70)
No.

Organizational Culture

Mean

SD

Interpretation

1.

Mission

4.12

.572

High

2.

Adaptability

4.14

.676

High

3.

Involvement

3.86

.591

High

4.

Consistency

3.85

.606

High

3.99

.611

High

Total

Table 27 presents the summary of lecturers’ perceptions of Organizational Culture
designed with four constructs including 26 questions. The resulted total mean had been
interpreted as High because the total mean was (3.99) which fell in the range of 3.51-4.50. In
addition, two constructs which scored over 4.0 were Adaptability with a mean (4.14) and
Mission with (4.12) followed by Involvement received (3.86) and Consistency scored at
(3.85). To sum up, the four constructs: Mission, Adaptability, Involvement, Consistency were
interpreted as High.
Research Objective Three
Research objective three was to determine the relationship between lecturers’
perceptions of their leadership capacity and organizational culture at Strategy First
University, Yangon, Myanmar.
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The researcher has utilized the Pearson Product Moment Correlation Coefficient for
this objective to analyze the relationship between lecturers’ perceptions of their leadership
capacity and organizational culture was significant.
Table 28
Pearson Correlation between the levels of Lecturers’’ Perceptions of their Leadership
Capacity and Organizational Culture (n=70)
Leadership

Conclusion

Capacity
Lecturers’ Perceptions of

Pearson Correlation

.468*

There is a significant

their Leadership Capacity

relationship between

and Organizational Culture

the two variables
Sig. (2-tailed)

.000

** Correlation is significant at the 0.01 level (2-tailed).
Table 28 represents the result finding the levels of Lecturers’ perceptions towards
their leadership capacity and organizational culture showed with Pearson Correlation. The
significant value of the result finding was 0.01 which was smaller than .05. Therefore, the
researcher concluded that there was a significant relationship between lecturers’ perception of
their leadership capacity and organization culture at Strategy First University, Yangon,
Myanmar. The researcher accepted the research hypothesis and rejected the null hypothesis in
this study. There was a moderate relationship between two selected variables because the
correlation(r)value was .468, p=.000 which was < .01 according to APA standard.
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CHAPTER V
CONCLUSION, DISCUSSION, AND RECOMMENDATIONS
This chapter presents a summary of the Study, Conclusions, Discussion, and
Recommendations for selected University and future studies.
Summary of the Study
This study aimed to survey the relationship between the lecturers’ perceptions of their
leadership capacity and organizational culture at Strategy First University, Yangon,
Myanmar. The three research objectives and the research hypothesis of this study were
1. To identify the level of lecturers’ perceptions of their leadership capacity at Strategy
First University, Yangon, Myanmar.
2. To identify the level of lecturers’ perceptions towards organizational culture at
Strategy First University, Yangon, Myanmar.
3. To determine the relationship between lecturers’ perceptions of their leadership
capacity and organizational culture at Strategy First University, Yangon, Myanmar.
The research hypothesis of this study was “There is a significant relationship between
lecturers’ perceptions of their leadership capacity and organizational culture at Strategy First
University, Yangon, Myanmar.”
Based on the validated and returned responses, the researcher concluded the following
significant findings:
1.Lecturers’ Perceptions of Their Leadership Capacity at Strategy First University,
Yangon, Myanmar
A set of questionnaire was distributed using a google form to each lecturer to identify
their level of perceptions based on the main six constructs of leadership capacity:
1.1. The total mean score of the first construct, Participation, was (3.38), and considered
as Moderate. Lecturers received the highest score (3.64) to Engage each other in opportunities
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to lead while lecturers perceived Participate in representative governance groups, got the
lowest mean score (2.79).
1.2. The total mean in this area, Shared Vision, was (3.65). In this area, the lecturers
viewed, develop school vision jointly, as the most important with the highest mean score
(4.19), however, think together about how to align our standards, instruction, assessment,
and programs with our vision, resulting in the lowest rating at (3.60).
1.3. The total mean score of Inquiry-based Use of Information scored (3.65) and was
considered to be High. In this area, lecturers perceived, Focus on student learning, as the
most important factor with a mean score (4.47) followed by Use data evidence to inform our
decision and teaching practice, which scored (3.87). However, the lecturers’ perceptions on
Make time available for this learning to occur (e.g. faculty meeting, as hoc groups, teams)
, was less significant with the lowest mean score (2.97).
1.4. According to the Role and Responsibilities in the work of lecturers’ perception of
leadership capacity, the total mean score was (3.53), High. Lecturers’ view on, have designed
my role to include attention to our classrooms, school community, and profession, received a
highest mean score at (3.83) in this area while Seek to perform outside of traditional roles
resulted in less importance with lowest mean (3.33) as perceived by lecturers.
1.5. The total mean for Reflective Practice was (3.35), Moderate. In this construct,
lecturers viewed, Practice and support new ways of doing things, was rated the highest mean
(3.47) as they perceived it as an important factor among five factors and the remaining factors
scored between (2.51-3.50), they felt less important towards them.
1.6. The total mean score for Student Achievement was considered to be High at the
mean score (3.55). In contrast, Work with members of the school community to establish and
implement expectations and standards, scored with the lowest mean (2.93), followed by Have
redesigned my role and structure to develop resiliency in children (e.g., teacher as coach/
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advisor/ mentor, school-wide guidance programs, community service), stood as the secondlowest (3.33).
1.7. In summary, the final mean score of lecturers’ perceptions towards leadership
capacity was (3.54), which had been interpreted as High within the range of (3.51-4.50)
according to the data interpretation standard of the study. Ranking the mean score of six
constructs from highest to lowest, shared vision (3.81), Inquiry-based Use of Information(3.65), Student Achievement (3.55), Role and Responsibilities (3.53), Participation (3.38),
and the fifth construct, Reflective Practice (3.35) were regarded respectively.
2.Lecturers’ perceptions towards organizational culture Strategy First University,
Yangon, Myanmar
A set of questionnaire was distributed using google form to each individual lecturer to
identify their level of perceptions based on the four main cultural constructs:
2.1. The total mean of the first area, Mission, was (4.12) which was interpreted as High.
All factors in this area fell due to the range between (3.51-4.50) which meant High. Among
five factors, the university mission provides a clear sense of direction for lecturers, resulting
(3.97), which was viewed as less important whereas Lecturers support the university's mission,
teaching performance reflects the university's mission, scored the highest (4.29).

2.2. The total mean for the area of Adaptability was computed (4.14) and interpreted
as High. Lecturers’ perceptions towards, the faculty values university improvement, rated the
highest score (4.24). Lecturers also perceived high towards Professional development is
valued by the faculty (4.17) which was the second- highest factor, followed by Lecturers
utilize professional networks to obtain information and resources for classroom instruction
(4.14), Lecturers maintain a current knowledge base about the learning process (4.11) and
Lecturers regularly seek ideas from seminars, colleagues, and conferences (4.07)
respectively.
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2.3. The total mean in the area of Involvement was resulted (3.86) which had been
interpreted as High. Similarly, Lecturers also viewed that leaders in this university trust the
professional judgments of lecturers, and Lecturers are kept informed on current university
issues and got mean scores (4.01). The rest nine questions also got the mean score between
the range of (3.51-4.50) which was interpreted as High.

2.4. The total mean of a fourth of construct was (3.85) which meant High according to
the data interpretation standard. Out of five questions, Lecturers have opportunities for
dialogue and planning across grades and subjects and lecturers spend consideration time
planning together which were resulted similarly at (3.94), the highest, followed by Teaching
practice disagreements are voiced openly and discussed (3.86), Lecturers work together to
develop and evaluate programs and projects (3.81) and Lecturers take time to observe
each other teaching (3.69) respectively.
2.5. In summary, the total means received for lecturers’ perceptions towards
organizational culture are interpreted as High (3.99). Ranking four constructs from highest to
lowest mean score were - Adaptability (4.14), Mission (4.12), Involvement (3.86), and
Consistency (3.85).
3.The relationship between lecturers’ perceptions of their leadership capacity and
organizational culture at Strategy First University, Yangon, Myanmar.
To determine the relationship between lecturers’ perceptions of their leadership
capacity and organizational culture, Pearson Product Moment Correlation Coefficient was
applied for the analysis of two variables, and the result was mentioned 0.01 which is smaller
than 0.05 and significant. Therefore, it was concluded that the research findings as there was
a significant relationship between the two variables because the significant value was less
than 0.05. Therefore, the researcher accepted the research hypothesis (H1) and rejected the
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null hypothesis (Ho). However, there was a moderate relationship between the two variables
because of the correlation (r) value .468**.

Conclusion
The three research objectives drawn for conclusions from the findings of the data
analysis of the study were:
According to the data interpretation standard of the study, Lecturers’ perceptions of
their leadership capacity at Strategy First University, Yangon, Myanmar were regarded as
High. Among all of the constructs, the total mean of four constructs were perceived as High:
Student Achievement (3.55), Role and Responsibilities (3.53), Inquiry-based Use of
Information (3.65), and Shared Vision (3.81). The total mean scores of construct 1 and
construct 5 were perceived as Moderate: Participation (3.38) and Reflective Practice (3.35).
Ranking these six constructs from highest to lowest level, the second construct,
Shared Vision (3.81), the third construct, Inquired-based Use of Information (3.65), the sixth
construct, Student Achievement (3.55), the fourth construct, Role and Responsibilities (3.53),
the first construct, Participation (3.38), and the fifth construct, Reflective Practice (3.35).
Lecturers’ perceptions towards organizational culture were considered High according
to the data interpretation standard of this study. All dimensions were resulted High and
arranged from the highest to lowest mean scores: the second construct, Adaptability (4.14),
the first construct, Mission (4.12), the third construct, Involvement (3.86), and the fourth
construct, Consistency (3.85). Adaptability got the highest mean score while Consistency was
the lowest among the four dimensions to access the organizational culture.
The researcher concluded the study as there was a significant relationship between
the two variables from the research findings of the analysis at 0.01 level, which was less than
0.05. Therefore, the researcher accepted the research hypothesis (H1) and rejected the null
hypothesis (Ho). However, the correlation (r) value was resulted in .468** for this study at

79
Strategy First University, Yangon, Myanmar, so it is noted that there was a moderate
relationship between the two variables.
Discussion
Lecturers’ perceptions of their leadership capacity at Strategy First University, Yangon,
Myanmar.
The total mean of lecturers’ perceptions of their leadership capacity at Strategy First
University, Yangon, Myanmar was High which was considered relatively good according to
the findings of this study.
To discuss in detail, at first, lecturers prefer to share common values and
commitments to achieve the purpose of the University and focus on students’ achievement.
But it is still needed to emphasize two areas under construct 3, Inquiry-based use of
information: Use a learning circle that involves reflection, dialogue, inquiry, and action,
make time available for this learning to occur (e.g. faculty meeting, ad hoc groups, teams).
This was informed that their engagement in meetings and making reflections to share their
knowledge with staffs to promote instructional practices and students’ achievement was not
encouraged. Mansour (2011) suggested from his findings that building a learning cycle and
inquiry culture supports teachers with essential knowledge and skills were required to
develop their sharing decisions and practices.

Regarding roles and responsibilities, lecturers should develop their performance broad
over their traditional roles and plan for sharing responsibility to make proper decisions and
agreements. Kujur (2016), who conducted the same survey in the Marianists Schools, India,
stated that it was still needed to pay attention to collaborative roles and responsibilities. The
researcher also assumed teachers paid to focus on students’ achievement rather than the
thought of leadership view.
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Concerning students’ achievement, lecturers needed to explore how to work and
communicate with staff members of the organization to strengthen their leadership capacity
while their instructional programs were good. Relating to the students’ achievement,
Penlington et al. (2008) claimed that two aspects essential in lecturers’ leadership capacity
and teaching development are improvement in sustainable students’ outcomes and assisting
in developing members’ careers, efficacy, and commitment, leadership skills. If the teachers
are open-minded, they will act as professional behaviors like interacting with other teachers
solving problems, planning and working together to improve the quality of education (Harris
et al.,2013).
Lastly, lecturers’ perceptions towards Participation and Reflective Practice had
resulted in Moderate. Lecturers still less spent on participation, shared works, and joining
network areas to attain leadership capacity development. It showed that the lecturers and
stakeholders needed to work collaboratively taking different roles and responsibilities
according to their age, educational levels, and make proper decisions together. Blase and
Blase (2001) stated instructors could also engage in the organization and classroom decisions
with their professional and thoughtful deliberations regarding participation. Lambert (2002)
claimed that team productivity is increased by collaboration and participation.
Therefore, the president and administrators should support the lecturer’s roles in
participatory leadership and decision making processes with the engagement of their
knowledge and skills according to the findings of this area. Zaw (2019), the previous
researcher who conducted the same study on teachers’ perceptions of their leadership
capacity and organization culture at B.E.H.S (1&2) in Thanbyuzayat Township, Mon State,
Myanmar. The researcher discussed six constructs, however, Participation was needed to
focus more. Zaw (2019) viewed it could be differences in age gaps, educational levels,
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working experience, and cultural influences that make differences in participation of teachers
in certain programs and current changes in grades.
Lecturers’ perceptions towards organizational culture at Strategy First University,
Yangon, Myanmar.

According to the finding of the research study, it had been considered relatively High
with a total mean score of (3.99). This showed lecturers’ perceptions of organizational culture
were relatively good. However, lecturers need to give appreciation and adaptation in other
areas such as seeking ideas from the outside of the University, involvement in the decisionmaking process, time to observe each other teaching.

To discuss in-depth, Lecturers felt low opinions in observing each other in teaching
and working together to evaluate programs and projects in terms of Consistency.
Communication and Coordination are fundamental in strengthening organizational
culture(Denison,1990). According to Yakoumis and Theofilides (2012), if the school
influences collaborative culture, teachers share each other for the improvement of their skills,
continuous learning happens and organizational efficiency occurs.
Regarding Adaptability, it was needed to emphasize lecturers’ exploring ideas in the
external situation such as conducting seminars, workshops. Kotter and Heskett (1992)
mentioned that adaptive culture is caring for all people and management processes in the
hierarchy for making suitable and useful changes. Crosson, Lane, White, & Klus (1996)
described that adaptation to unexpected and changing environments makes organizations
distinct from the others. Zaw (2019) conducted the same survey on teachers’ perceptions
towards their leadership capacity and organizational culture at B.E.H.S (1&2) in
Thanbyuzayat Township, Mon State, Myanmar. The researcher discussed organization culture
should be adaptable according to leadership advancement, circumstances, and educational
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trends. Teachers’ satisfaction level would be high if they increase participation in teamwork
and decision making.

Remarkably, Mission, the university mission provides a clear sense of direction for
lecturers should be emphasized. In this study, it was critical to have a strong and clear
mission that helps lecturers clarify organizational goals to adapt to changing situational
conditions and improve lecturers’ performance to implement successful organization.
Denison and Mishera (1995) stated that organizations are successful if they have a strong
sense of mission and strategy that identifies corporate strategies and priorities that
communicates a vision of how the enterprise will appear in the future. Simms (2016) studied
an Examination of the Relationship between Principals’ Emotional Intelligence and
Teachers’ Attitudes Toward Personal and Professional Development and School Culture.
The study claimed that school leaders should be reflective practice and strong communication
with teachers for teachers’ professional and personal growth in the working environment. In
addition, building a sustainable relationship between school leaders and teachers also affects
high teacher performance and a successful learning environment.

Regarding, Involvement, it could be viewed that lecturers are encouraged to share
ideas and kept informed on current issues in the university. However, their participation in
the decision-making process should be harvested. If higher levels of coordination and
participation of all members in each level in the organization, implementation of decisions
are committed higher level that leads to higher organizational performance(Denison,1990).
Penn (2019) studied Early Childhood Educators’ Perceptions of Empowering School
Cultures: An Exploratory Case Study in the southeastern United States. The findings of this
research was significant in which the researcher discussed the creation of empowering
organizational cultures where collaborative effort is used for solving problems, involving
decision making in material resources, making frequent communications, celebration for
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special events, and recognition for achieving goals along with creating opportunities for
teachers to collaborate in identifying problems, seeking solutions for organizational,
professional, and personal development. Teachers’ empowerment in working and making
decisions for their instructional methods could be encouraged by positive aspects of
organizational culture.

In conclusion, school culture indicates all stakeholders' achievement (Fullan, 2014).
In order to establish a healthy and sustainable organizational culture, an organization needs to
have adaptation and changing structure and strategies according to the demands of the
changing educational environment. Cultural change in higher education is challenging and it
should be paid attention to all stakeholders’ values and behavior in both individual or groups
what they apply their efforts to promote change (Kelly, 2010).
The relationship between lecturers’ perceptions of their leadership capacity and
organizational culture at Strategy First University, Yangon, Myanmar.

The finding of this study was concluded that there was a significant relationship
between two variables because of the significant value which was smaller than 0.05.
However, the researcher stated that there was a moderate relationship between the two
variables because the correlation (r) value was .468**.
Lecturers’ perceptions of leadership capacity on participation and reflections were
still needed to improve properly while their perceptions towards organization culture were
good. The researcher considered there might be a misunderstanding of the respondents on
some question items. If the researcher took time more for both explanations of questionnaires
to participants in detail for their well understanding and response time, the results might be
stronger than this.
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The previous researches have shown encouraging leadership capacity to engage
strong and healthy organizational culture. D’ Ambrosio (2005) studied the Leadership
Capacity: Principal and Teacher Perceptions of Lambert’s Essential Elements. The result
showed that both principals and staffs should visit other schools, engage practices in others’
collective responsibility and leadership, and assess their strengths and weaknesses. Schools
are needed to enhance participation broadly in some activities and staff development, which
can be used as an action plan for both principals and teachers for their leadership
advancement and collegial responsibility that matches their needs and levels. Being openminded, good listening, able to accept others’ ideas to make teachers improve their leadership
capacity, and lessen their stress also.

On the other hand, Harris (2016) surveyed on The relationship between building
teacher leadership capacity and campus culture in a suburban East Texas School District. It
mentioned that school administrators should try to hear teachers’ voices in terms of formal
and informal conversation and remind themselves to recognize teachers' different leadership
desires according to the teaching experience years. Schools can modify the campus culture by
developing leadership capacity building for teachers. Administrators are also the main
influencers for developing teacher leadership or positive organizational culture. Jones (2012)
conducted a study on the relationship between leadership practices on organizational culture
and school performance. It reported that the level of teachers’ perceptions of high-performing
schools is higher than those from low-performing schools.

According to the previous research conducted by Cansoy, Ramazan & Parlar, Hanifi
(2017), Examining the Relationship between School Culture and Teacher Leadership. It
discussed teacher leadership should be developed based on balancing strong and weak
different school cultures. Teachers’ collaboration was beneficial in developing different types
of school cultures.

85
To conclude, leadership capacity and organizational culture are interrelated and the
role of lecturers’ leadership capacity is essential to improve the sustainable and healthy
organizational culture. Therefore, according to the current study, if the lecturer's leadership
capacity has been improved, the relationship between leadership capacity and organization
culture would be strong. Encouraging effective lecturers’ leadership capacity could be
engaged with a strong, sustainable, and healthy culture. Thus, leadership capacity and
organization culture are believed inseparable to achieve the organization’s competitive
sustenance.

Recommendations
This section represents the researcher’s recommendation for teachers,
administrators, school organizations and future researchers to improve their leadership
capacity and have strong organizational culture at Strategy First University, Yangon,
Myanmar.
1.Recommendation for Lecturers
Based on the statistical results of the study, the total mean score of the six
constructs for leadership capacity was high and lecturers’ perceptions of their leadership
capacity were high. Even though the overall mean score was high but lecturers needed to
improve their leadership capacity in some areas, so the researcher suggested some areas
follow:
The lecturers should get awareness to enhance their professional knowledge and
leadership skills as well as to improve students’ resiliency. They should engage in their
representative groups taking formal roles as chair, program coordinator, and informal
leadership roles such as mentors, coach, or advisors. Lecturers should take time planning for
learning with groups were using new skills such as data analysis assessment, then sharing and
communicating their knowledge with other staffs to make proper decisions and agreements.
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Moreover, they should practice collaborative work and reflective practices in both individual
and groups beyond their traditional routines where they could focus on each other about their
instructional practices, fulfill each other needs, evaluation and make appropriate changes in
order to adapt to the challenges they face in their teaching and learning practices.
Besides, lecturers should cooperate more with stakeholders and the members of the
University to implement achievement in programs of the university and students’ learning.
For sustainability in lifelong learning and students’ achievement, lecturers should create
strategies and take various roles for students’ guidance.
2.Recommendation for the Administrators
The role of the principal is supporting leadership roles to teachers and establishing
a strong organizational culture. Administrators should practice sharing leadership and make
strategic support to lecturers in which good listening, formal and informal communication to
enhance lecturers’ leadership practices. Moreover, the principal should create a collaborative
and cooperative environment for lecturers encouraging team spirits, sharing resources and
ideas, and making more involvement in the decision- making process.
The existing research indicated that administrators in the University should
develop a clear mission for lecturers and organizational members to achieve goals, identify
their strengths, make their involvement, and delegate tasks into various roles inside and
outside of the University. As organizational culture is healthy and strong due to the collective
growth and responsibility, it is required that the leaders in the university
arrange organizational learning for lecturers where lecturers take time to observe sharing and
learning instructional practices each other and develop plans for the future.
3.Recommendation for the University Organizations
Based on the results, the University needed to provide lecturers’ decision-making
involvement and collaborative responsibility with communication practices such as
conducting meetings, formal and informal conversation, using well-designed comprehensive
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information system such as data assessment, learning management system, an administrative
management system that could be assessable to all. The university should also support
technical innovation support and training to lecturers for enhancing their instructional
practices and students’ learning achievement. Besides, the University should arrange a
learning network for lecturers such as conferences, seminars, and workshops for their
teaching and peer learning assessment, information exchange for adapting or changing their
practices in line with the changing educational environment.
4.Recommendation for the Future Researchers
Future researchers should extend their studies to both public and private higher
education institutions to measure and evaluate the lecturers’ leadership capacity and
organization culture. Besides, it is also needed to consider the administrators or campus
presidents’ perceptions of their leadership capacity and organizational culture.
In order to have depth understanding and more accurate, descriptive explanatory
exploratory research, qualitative, and both qualitative and quantitative research approaches
should be considered.
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Survey Questionnaires
This survey is intended to access the relationship of lecturers’ perception towards
leadership capacity and organizational culture at Strategy First University, Yangon, Myanmar.
Your legitimate response would assist this research to come to significant end result in regards
to the relationship between lecturers’ leadership capacity and organizational culture at this
University.
Direction
1. The content of survey questionnaires includes three parts:
Part I on Demographic Profiles
Part II on Leadership Capacity School Survey (LCSS)
Part III on Organizational Culture Survey (OCS)
2. Please tick (√) the rating for each question as you find it to be the most appropriate.
3. All of your responses will be handled confidentially and for this reason of research
Only.
Thank you for your valuable time and co-operation.
Part I: Demographic Surveys
Please read the description below and then tick

√ in the box if you find it more

appropriate for each question.
1.Please specify your gender
Male

Female

2.To what age group do you belong?
20-30

31-40

41-50

51 and above

3.What is your educational background?
Diploma

Bachelor’s Degree

Master Degree

4.How long have you been working in the current profession?
0-5

6-10

11-15

16 and above

Doctoral Degree
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Part II: Leadership Capacity School Survey(LCSS)
This survey uses a Likert scale of five points for the respondents to address
accompanying questions.
Place a tick

√

1 = Never

rating each question reflecting your opinion
2= Sometimes

3= Often

4=Usually

5= Always

Construct 1: Broad-based, Skillful Participation in the Work of Leadership. In

1

2

3

4

5

3

4

5

our university, I….
1

Participate in representative governance groups.

2

Perform collaborative work in large and small teams.

3

Model leadership skills.

4

Organize for maximum interaction among adults and children.

5

Share authority and resources.

6

Express my leadership by attending to the learning of the entire school
community.

7

Engage each other in opportunities to lead.

1 = Never

Item

2= Sometimes

3= Often

4=Usually

5= Always

Construct 2: Shared vision results in program coherence. In our university, I…..

No.
8

Develop school vision jointly.

9

Ask each other questions that keep me on track with our vision.

10

Think together about how to align our standards, instruction, assessment,
and programs with our vision.

11

Keep our vision alive by reviewing it regularly.

1

2
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1 = Never

2= Sometimes

3= Often

4=Usually

Item
No.
12

Construct 3: Inquiry-based use of information. In our university, I….

13

Make time available for this learning to occur (e.g faculty meeting, as hoc

5= Always
1

2

3

4

5

Use a learning circle that involve reflection, dialogue, inquiry and action

groups, teams)
14

Focus on student learning

15

Use data evidence to inform our decision and teaching practice

16

Have designed a comprehensive information system that keep everyone informed
and involved

1 = Never

2= Sometimes

3= Often

4=Usually

5= Always

Item

Construct 4: Roles and actions reflect broad involvement, collaboration, and

No.

collective responsibility In our university, I….

17

Have designed my role to include attention to our classrooms, school

1

2

3

4

5

community, and profession.
18

Seek to perform outside of traditional roles.

19

Have developed new ways to work together.

20

Have developed a plan for sharing responsibilities in the implementation of our
decisions and agreements

1 = Never

2= Sometimes

3= Often

4=Usually

5= Always

Item

Construct 5: Reflective Practice that Leads Consistently to Innovation. In our

No.

university, I…..

21

Make time for ongoing reflection (e.g. journaling, peer coaching, collaborative
planning).

22

Encourage individual and group initiative by providing access to resources,
personnel, and time.

23
24

Have joined with networks of other schools and programs, both inside and
outside the district, to secure feedback on our work.
Practice and support new ways of doing things.

25

Develop my own criteria for accountability regarding individual and shared
work.

1

2

3

4

5
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1 = Never

2= Sometimes

3= Often

4=Usually

Item

Construct 6: High or Steadily Improving Student Achievement. In our

No.

university, I…..

26

Work with members of the school community to establish and implement

5= Always
1

expectations and standards.
27

Teach and assess so that all students learn

28

Have redesigned my role and structure to develop resiliency in children (e.g.,
teacher as coach/ advisor/ mentor, school-wide guidance programs, community
service).

Part III: Organizational Culture Survey
This survey uses a Likert scale of five points for the respondents to address
accompanying questions.
Place a tick

√

rating each question reflecting your opinion

2

3

4

5
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1 = Strong Disagree

2= Disagree

Items

Construct 1: Mission. In

No.

our university, we

3= Neutral 4=Agree 5= Strongly Agree

1

2

3

4

5

(Strongly

(Disagree)

(Neutral)

(Agree)

(Strongly

Disagree)

1

Lecturers support the mission of
the university

2

The university mission provides
a clear sense of direction for
lecturers

3

Lecturers understand the
mission of the university

4

The university mission
statement reflects the values of
the community

5

Teaching performance reflects
the mission of the university

Agree)
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1 = Strong Disagree

2= Disagree

Items

Construct 2: Adaptability.

No.

In our university, we

3= Neutral 4=Agree 5= Strongly Agree
1

2

3

4

5

(Strongly

(Disagree)

(Neutral)

(Agree)

(Strongly

Disagree)

6

Lecturers utilize professional
networks to obtain information
and resources for classroom
instruction.

7

Lecturers regularly seek ideas
from seminars, colleagues, and
conferences.

8

Professional development is
valued by the faculty.

9

Lecturers maintain a current
knowledge base about the
learning process.

10

The faculty values university
improvement

Agree)
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1 = Strong Disagree

2= Disagree

Items

Construct 3: Involvement

No.

In our university, we

3= Neutral 4=Agree 5= Strongly Agree
1

2

3

4

5

(Strongly

(Disagree)

(Neutral)

(Agree)

(Strongly

Disagree)

11

Leaders value instructors’ ideas.

12

Leaders in this university trust
the professional judgments of
lecturers.

13

Leaders take time to praise
lecturers that perform well.

14

Lecturers are involvement in the
decision-making process.

15

Leaders in our university
facilitate lecturers working
together.

16

Lecturers are kept informed on
current issues in the university.

17

My involvement in policy or
decision making is taken
seriously.

18

Lecturers are rewarded for
experimenting with new ideas
and techniques.

19

Lecturers support risk-taking
and innovation in teaching.

Agree)
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20

Administrators protect
instruction and planning time.

21

Lecturers are encouraged to
share ideas.

1 = Strong Disagree

2= Disagree

Items

Construct 4: Consistency.

No.

In our university, we:

3= Neutral 4=Agree 5= Strongly Agree
1

2

3

4

5

(Strongly

(Disagree)

(Neutral)

(Agree)

(Strongly

Disagree)

22

Lecturers have opportunities for
dialogue and planning across
grades and subjects.

23

Lecturers spend consideration
time planning together.

24

Lecturers take time to observe
each other teaching.

25

Lecturers work together to
develop and evaluate programs
and projects.

26

Teaching practice disagreements
are voiced openly and discussed.

Agree)
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သ/ို့
ချစ်ခင်လ

ေးစောေးရပါလသော ဆရော/ ဆရောမမျောေးရှင်ို့

ဤ လမေးခွနေး် စစ်တမ်ေး

ော လကောက်ခံခခင်ေး၏ ရည်ရွယ်ချက်မှော ထင်ေးနင်ငံ ဘန်လကောက်မမ ြို့

(Assumption University) တွင် ပညောဆည်ေးပေးလနလသော ကျွနမ
် သင်္ဂီလ ောင်၏ ပညောလရေးဆင်ရော မဟောဘွြို့
(စီမံခနခ
် ို့ လရေး)
ွ
မဟောတန်ေး သလတသနစောတမ်ေးတင်သွငေး် ရန်
လခါင်ေးစဥ်မှော "ခမန်မောနင်ငံ ရန်ကန်မမ ြို့
လခါင်ေးလဆောင်မှု စွမေး် ရည်နင
ှ ို့် လကျောင်ေး
ထင်ခမင်ယဆချက်မျောေးက လ

ို့

တွက် ရည်ရွယ်ပါသည်။ ကျွန်မ၏ စောတမ်ေး

Strategy First University လကျောင်ေးရှ ဆရော၊ ဆရောမတ၏
ို့
ဖွြို့

စည်ေး

စဥ်

ောတ ို့ဆက်စပ်မှု

လပေါ်ဆရော ဆရောမမျောေးတ၏
ို့

ောခခင်ေး" ခဖစ်ပါသည်။ ဤ စောတမ်ေး လမေးခွနေး်

ောတွင်

ဓက

ပင်ေး (၃)

ပင်ေးပါဝင်ပါသည်။
ပင်ေး (၁) တွင် ဆရော/ ဆရောမမျောေး၏ ကယ်လရေး ချက်
ဆရောမတ၏
ို့ လခါင်ေးလဆောင်မှုစွမေး် ရည် ဆင်ရော လမေးခွနေး် မျောေးနှငို့်
စဥ်

ပင်ေး (၂) တွင် ဆရော/

ပင်ေး (၃)တွင် လကျောင်ေး ဖွြို့

စည်ေးဆင်ရော

ော လမေးခွနေး် မျောေးတ ခဖစ်
ို့ ပါသည်။
လခဖဆရောတွင်

ကယ်လရေး ချက်
သလတသန

ဆရော/

ဆရောမတ၏
ို့

က်နင
ှ ို့် ထင်ခမင်ယဆချက်မျောေးက

တင်သွငေး် ရောတွင်

ချက်

သံေးခပ သွောေးပါမည်။ သလတသန စောတမ်ေးရ
မတည်ပါလသော လ ကောငို့် မှနက
် န်လသော ရ
ခပ ၍ လမေးခွနေး်

ောေး

ည်စောွ နှငို့်

က်မျောေး

မည်မျောေးက

ည်ေး

လဖော်ခပလရေးသောေးရန်

မ

ပါ။

ြို့ ဝှက်စွော ထန်ေးသမ်ေးထောေးပါမည်။ မဟောတန်ေး

စီစစ်ရန်

လထောက် ထောေး

လနခဖငို့သ
် ော

ဒ်မျောေးသည် ရေးသောေးမှနက
် န်လသော လခဖဆမှု

လပေါ်တွင်

ဒ် ခဖငို့် ဤသလတသနစောတမ်ေး မပီေးလခမောက်လ ောင်ခမင်ရန် လကျေးဇေး

ေးက
ံ
မှနက
် န်စွော လခဖဆလပေး ကပါရန် လမတတောရပ်ခံ ပ်ပါသည်။

ယခကို့သ ို့ ပညောလရေးခရီေးတွင်
နောေး

က်မျောေး၊

က်တွခွင၊ို့် ပေးလပါင်ေး

ပ်လဆောင်ခွငို့် နှငို့် ကညီပံို့ပေးမှုတက
ို့

ချန်လပေး ကလသော ဆရော/ ဆရောမမျောေး တစ်ဦေး တစ်လယောက်ချင်ေးစီက လကျေးဇေး ထေး

တင်ရှပါလ ကောင်ေး မှတ်တမ်ေးတင် လဖော်ခပ ပ်ပါသည်။

လ

ေးစောေးစွောခဖငို့်

သင်္ဂီလ

ောင်

(သလတသနစောတမ်ေးခပ စသ)
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အပိုင်း(၁)
ကယ်လရေး ချက်

က်မျောေးဆင်ရော လမေးခွနေး်

လကျေးဇေးခပ ၍ လ ောက်လဖော်ခပပါလဖော်ခပချက်ကဖတ်ပါ။ မပီေးလနောက် လမေးခွနေး် တစ်ခစီ တွက် ဆရော/ဆရောမ တနှို့ င ို့် သက်ဆင်
သညို့် ချက် မျောေးက လရွ ေးချယ်လပေးပါ။

(၁) သငသည အမျ ်းသြော်း သမဟို
ို ို့ တ အမျ ်းသမ်း ဖြစက
မျ ေးသောေး
(၂) သငဘယအသ

မျ ေးသမီေး

အ ယအိုပစိုနသ
ဲ ို့

၂၀-၃၀ နှစ်

(၃) သင၏ပညြောက ်းကနြော
ဒီပ

(၄) သငသညလ

ဆိုငလဲ။

၃၁-၄၀ နှစ်

၄၁-၅၀ နှစ်

51 နှစ်နင
ှ ို့် ထက်

ခံမြောအဘယနည်း။

မော

ရအလိုပအ

၁-၅ နှစ်

ြောင်းက ်းချယကြြောဖပပါ။

တကက သ

ပ
် ထမဘွြို့

ိုငတငမညမျှ

၆-၁၀ နှစ်

ြော

တကက သ

်မဟောဘွြို့

ပါရင်္ဂဘွြို့

ြောအလိုပလိုပခဲို့ပါသနည်း။

၁၁-၁၅ နှစ်

၁၆ နှစ် နှင ို့် ထက်
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အပိုင်း(၂)
စွမ်ေးရည်ခမငို့လ
် ခါင်ေးလဆောင်မှုဆင်ရောလမေးခွနေး်

ညန

ြော်းချ

၁။ လပေးထောေးလသော ဇယောေးတွငဆ
် ရော/ဆရောမတ၏
ှ ို့်
ို့ ထင်ခမင်ချက်နင

ကက်ညီဆံေး တစ်ကက
ွ က
် (✓)

မှတ်ခခစ်လပေးပါ။
(၁) တစ်ခါမ မ
စဉ်

ံေးစွမ်ေးရည်ခပညို့ပ
် လပါင်ေးပါဝင်

တကက သ

(၂)
(၃)

(၃) မ ကောခဏ

(၄)

မမတမ်ေး

ပ်ငန်ေးတတွ
ို့ င ်

(၅) မမတမ်ေး။
(၁)

(၂)

(၃)

(၄)

(၅)

(၄)

(၅)

ပ်ကင်ခခင်ေး။ ကျွနလ
် တော်/ကျွနမ
် တ၏
ို့

တ
် င
ွ ် ကျွနလ
် တော်/ကျွနမ
် သည်………..

ကွပက
် ကကီေး ကပ်လရေးကယ်စောေး
ဖွြို့ ကကီေး

ယ
ှ ် ဖွြို့ဝင် ခဖစ်ပါဝင်လဆောင်ရွက်သည်။

ဖွြို့ငယ်မျောေး နှင ို့် ပေးလပါင်ေး

ပ်လဆောင်သည်။

လခါင်ေးလဆောင်မစ
ှု ွမ်ေးရည်က စံနမနောထောေး

(၄)

ကကီေး

(၅)

ပ်ပင်ခွငနို့် င
ှ ို့်

(၆)

(၂) တစ်ခါတစ်ရံ

မှတ်စဉ်(၁) လခါင်ေးလဆောင်မှုခမငို့တ
် င်လရေး
ောေး

(၁)

ပ်ဘေးပါ

ပ်ကင်သည်။

ငယ် ကောေး လပါင်ေးသင်ေးဆက်ဆမ
ံ ှု ခမငို့မ
် ောေးလရေး တွက် စီမသ
ံ ည်။

တကက သ

ရင်ေးခမစ် သံေးစွခွငတ
ို့် က
ို့ မ လဝသည်။

တ
် င
ွ ေး် သက် ဝန်ေးတစ်ခ

ံေး၏ သင်ယမှုက

ောရံစက်ခခင်ေး ောေးခဖငို့် ကျွနပ်
် တ၏
ှု လဖေါ် ခပသည်။
ို့ လခါင်ေးလဆောင်မက
(၇)

ဦေးလဆောင်

ပ်ကင်ရသညို့်

ခွင ို့်

မ်ေးမျောေး ရရှလရေး တွက်

တစ်ဦေးနှငတ
ို့် စ်ဦေးညနှုင်ေးလဆောင်ရွက်သည်။

(၁) တစ်ခါမ မ

စဉ်

ပ်ဘေးပါ

မှတ်စဉ်(၂)

(၂) တစ်ခါတစ်ရံ

ပ်ငန်ေး

(၃) မ ကောခဏ

စီ စဉ် လ ကောင်ေးကျ ေးဆီလ

လမ ော်မန
ှ ေး် ချက်ထောေးရှခခင်ေး

(၄)

မမတမ်ေး

ော်မတ
ှု ရရှ
ို့ လ ောင် ဘံ

ကျွနပ
် တ
် လကျောင်
ေးတွင ်
ို့

ကျွနလ
် တော်/ကျွနမ
် သည်……
(၈)

လကျောင်ေးလမ ော်မှနေး် ချက်က ပေးလပါင်ေး

(၉)

လမ ော်မန
ှ ေး် ချက်နင
ှ ို့် ညီ ထန်ေးလကျောင်ေးနင်ရန် တစ်ဦေးနှငတ
ို့် စ်ဦေး လမေးခွနေး် မျောေး
ချင်ေးချင်ေး

(၁၀)

ခပန်

လကောင် ထည် လဖော်သည်။

န
ှ လ
် မေးသည်။

လမ ော်မန
ှ ေး် ချက်နင
ှ ို့် ညီ လကျောင်ေးတွင ်

ပ်ငန်ေး

စီ စဉ်မျောေးစစ်လဆေး ကခဖတ်မှုမျောေး သင် ကောေးလရေးနှင ို့်
စံနန
ှု ေး် သတ်မတ
ှ ်ချက်မျောေး ဆင်ရော လ ကောင်ေး ရောမျောေးက တတကွ
လတွေးဆ ကသည်။
(၁၁)

ပံမှနခ် ပန်

ည် သံေးသပ်ခခင်ေးခဖငို့် လကျောင်ေးလမ ော်မှနေး် ချက်က

ရှငသ
် န်လ ောင်ထန်ေးသမ်ေးသည်။

(၅) မမတမ်ေး။

(၁)

(၂)

(၃)
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စွမ်ေးရည်ခမငို့လ
် ခါင်ေးလဆောင်မှုဆင်ရောလမေးခွနေး်
(၁) တစ်ခါမ မ

စဉ်

ပ်ဘေးပါ

(၂) တစ်ခါတစ်ရံ

(၃) မ ကောခဏ

(၄)

မမတမ်ေး

မှတ်စဉ်(၃) ဆံေးခဖတ်ချက်မျောေးနှင ို့် ထဆံေးခဖတ်ချက်မျောေးဆင်ရော

(၅) မမတမ်ေး။

(၁)

(၂)

(၃)

(၄)

(၅)

(၃)

(၄)

(၅)

က်နောကျငို့သ
် ံေးမှုတ ို့ ောေးသလစရန်လမေးခမန်ေးစံစမ်ေးခခင်ေး ောေးခဖငို့်
ချက်

က်ရယစလဆောင်ေး သံေးခပန်ခခင်ေး ကျွနလ
် တော်/မတတကက
သ
ို့

တ
် င
ွ ်

ကျွနလ
် တော်/မသည်……
(၁၂)

ပ်လဆောင်ချက်မျောေး ၊လမေးခမန်ေးခွငမ
်ို့ ျောေး ၊လဆွေးလနွေးခွငမ
်ို့ ျောေးနှင ်ို့
ခပန်

ည်သံေးသပ်ခခင်ေးတပါဝင်
သညို့လ
် ဆွေးလနွေးလတွြို့ဆံပွ တွငပ
် ါဝင်သည်။
ို့

(၁၃)

၎င်ေးလဆွေးလနွေးခခင်ေး

တွက်

ည်ေး သီေးသန ် ို့ ချန်လရေးဆွထောေးပါသည်။

(၁၄)

လကျောင်ေးသ/သောေးတ၏
ှု
ို့ သင်ယတတ်လခမောက်မက

(၁၅)

သင် ကောေးလရေး လ

ောရံစက်ပါသည်။

ို့ ကျငို့မ
် ျောေးနှငဆ
် မ်ေးမှတ်ရော
ို့် ံေးခဖတ်ချက်တက
ို့ မှတတ

မျောေး သံေးခပ ၍ သတင်ေးမ လဝပါသည်။
(၁၆)

ဆရော/ဆရောမတင်ေးသရှခွင ို့် ပါဝင်ခင
ွ ို့် စသညို့် သတင်ေး ချက်

က်တ က
ို့

ဆက်မခပတ်ရရှလ ောင် သတင်ေးခပန် ကောေးလရေးစနစ်တစ်ခ ဖွြို့စည်ေးထောေးပါသည်။

စွမ်ေးရည်ခမငို့လ
် ခါင်ေးလဆောင်မှုဆင်ရောလမေးခွနေး်
(၁) တစ်ခါမ မ
စဉ်

ပ်ဘေးပါ

မှတ်စဉ်(၄)

(၂) တစ်ခါတစ်ရံ

(၃) မ ကောခဏ

(၄)

မမတမ်ေး

ပ်ငန်ေးကဏ္ဍ ခွလဝမှု တောဝန်ယမှု

ပလပါင်ေးပါဝင်မှုဆင်ရော

(၁)

ပ်လဆောင်ချက်မျောေး..ကျွနလ
် တော်/မတတကက
သ
ို့

တ
် င
ွ ်

ကျွနလ
် တော်/ကျွနမ
် သည်….
(၁၇)

မမ၏တတ်ကျွမ်ေးမှု လပေါ်မတည်၍သက်ဆင်ရောလကျောင်ေး ဖွြို့ စည်ေးနှင ို့်
စောသင်ခန်ေးစသညို့က
် ဏ္ဍ

သီေးသီေးတွင ် ပါဝင်နင်လ ောင်

တောဝန်မျောေးခွလဝချမှတ်ထောေးသည်။
(၁၈)

သမောရေးကျ

ခန်ေးကဏ္ဍမှလဖောက်

(၁၉)

နည်ေး

(၂၀)

ကျွနပ်တ၏
ှု ျောေးက
ို့ ဆံေးခဖတ်ချက်မျောေးနှင ို့် သလဘောတညီမမ

မ်ေးသစ်မျောေးရရှလ ောင်

ပ်လဆောင်ရန် စေးစမ်ေးသည်။

တတကွလဖော်ထတ်သည်။

လကောင် ထည်လဖော်နင်ရန်တောဝန်မျောေးခွလဝ ကသည်ို့

(၅) မမတမ်ေး။

က်လတွြို့
စီ စဉ်ရှသည်။

(၂)
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စွမ်ေးရည်ခမငို့လ
် ခါင်ေးလဆောင်မှုဆင်ရောလမေးခွနေး်
(၁) တစ်ခါမ မ
စဉ်

ပ်ဘေးပါ

(၂) တစ်ခါတစ်ရံ

မှတ်စဉ်(၅) ခပန်

(၃) မ ကောခဏ

(၄)

မမတမ်ေး

ည်သံေးသပ်ခခင်ေးမှဆန်ေးသစ်မှုသ ခဖစ်
ို့ လပေါ်လစသညို့်

ချက်မျောေး…ကျွနလ
် တော်/ကျွနမ
် တ၏
ို့ တကက သ

(၅) မမတမ်ေး။
(၁)

(၂)

(၃)

(၄)

(၅)

(၃)

(၄)

(၅)

် တွင ်

ကျွနလ
် တော်/ကျွနမ
် တသည်
……….
ို့
(၂၁)
(၂၂)

စဉ်ဆက်မပျက် ခပန်

ည်သံေးသပ်နင်ရန်

ချန် ကျွမ်ေးကျင်သမျောေးနှင ်ို့
တစ်ဦေးချင်ေးလသော်

ချန်မျောေး သတ်မတ
ှ ်ထောေးသည်။

ရင်ေးခမစ်မျောေး

ည်ေးလကောင်ေး၊ စ ဖွြို့

ယ
ွ ်

ငို့တ
် က ထောေးရှခခင်ေးမှတဆင်ို့

က်လသော်

ည်ေး ခပန်

ည်သံေးသပ်ခခင်ေး

က ောေးလပေးသည်။
(၂၃)

တကက သ

် တွငေး် ခပင်

ဖွြို့ စည်ေးမျောေးနှင ို့် ပေးလပါင်ေး၍ မမတ ို့

ပ်လဆောင်ချက်မျောေး လပေါ်
(၂၄)
(၂၅)

ဆန်ေးသစ်သညို့်နည်ေး
ပ်စ

ကံခပ ချက်မျောေး ရရှနင်ရန်ချတ်ဆက်ထောေးသည်။

မ်ေးမျောေး

ပ်ငန်ေး၊ တစ်ဦေးချင်ေး

ပ်ကင်နင်ရန်လ

က
ို့ ျငို့လ
် ထောက်ပံို့လပေးသည်။

ပ်ငန်ေးတ ပတ်
သက်၍တောဝန်ယ တောဝန်ခံမစ
ှု ံနန
ှု ေး် မျောေး
ို့

ကယ်တင်သတ်မတ
ှ လ
် ရေးဆွသည်။

စွမ်ေးရည်ခမငို့လ
် ခါင်ေးလဆောင်မှုဆင်ရောလမေးခွနေး်
(၁) တစ်ခါမ မ
စဉ်

ပ်ဘေးပါ

(၂) တစ်ခါတစ်ရံ

(၃) မ ကောခဏ

မမတမ်ေး

မှတ်စဉ် (၆) လကျောင်ေးသ/လကျောင်ေးသောေးတ၏လရရှ
ညလ
်
ောင်ခမင်မှုခမငို့မ
် ောလရေး
ို့
ချက်မျောေး ကျွနလ
် တော်/ကျွနမ
် တတကက
သ
ို့

(၂၆)

(၄)

တကက သ

တ
် င
ွ ် ကျွနလ
် တော်/ကျွနမ
် သည်…..

တ
် င
ွ ေး် ဖွဝ
ြို့ င်မျောေး လကောင်စမ
ီ ျောေးနှင ို့် တပလပါင်ေး၍

လကျောင်ေးလမ ော်မှနေး် ချက်နင
ှ စ
ံ န
ှု ေး် မျောေးကလရေးဆွချမှတ်သည်။
ို့် န
(၂၇)

လကျောင်ေးသ/သောေးမျောေး ောေး

ံေး တတ်လခမောက်နင်ရန် သင် ကောေးခခင်ေးနှင ို့်

စစ်လဆေး ကခဖတ်ခခင်ေးတက
ို့

ပ်လဆောင်သည်။

(၂၈)

လကျောင်ေးသ/သောေးမျောေး ောေး၎င်ေးတ၏
ှု
ို့ တေးတက်မက

(၂၉)

တကက သ
တ၏
ို့

ကံခပ ချက်မျောေးလပေးသည်။

တ
် င
ွ ေး် စီ စဉ်မျောေးနှင ို့် လကျောင်ေးသ/သောေး

ပ်လဆောင်ချက်မျောေးက လကျောင်ေးသ/သောေးမျောေးနှင ို့်

လတွဆ
ြို့ ံလဆွေးလနွေးလပေးသည်။
(၃၀)

လကျောင်ေးသ/သောေးမျောေး ဒလပနောလပ ခံနင်မှု (ဒဏ်ခံနင်မှု) ဖွံြို့ မဖ ေးတေးတက်လစရန်
စီ စဉ်မျောေး ခန်ေးကဏ္ဍမျောေး သတ်မတ
ှ ထ
် ောေးရှသည်။ (ဥပမောဆရော/မမျောေးသည်နည်ေးခပ ခဖစ်
ရပ်ရွော လခခခပ
)စသညို့်
ကကီေး ကပ်

ည်ေးလကောင်ေး။

ပ်ငန်ေးထမ်ေးလဆောင်သ ခဖစ်

ကံလပေး ခဖစ်
ည်ေးလကောင်ေး

သွင ် မျ ေးမျ ေးခဖငို့် လကျောင်ေးသ/သောေးမျောေးက
မ်ေးညန်လပေးသည်။

ည်ေးလကောင်ေး။

(၅) မမတမ်ေး။
(၁)

(၂)
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အပိုင်း(၃)
လကျောင်ေး ဖွြို့
ညန

စည်ေး

စဉ်

ောဆင်ရော လမေးခွနေး်

ြော်းချ

၁။ လပေးထောေးလသော ဇယောေးတွငဆ
် ရော/ဆရောမတ၏
ှ ို့်
ို့ ထင်ခမင်ချက်နင

ကက်ညီဆံေး တစ်ကက
ွ က
် (✓)

မှတ်ခခစ်လပေးပါ။
(၁)
စဉ်
(၁)

ံေး၀သလဘောမတ

(၂) သလဘောမတ

(၃) မှတ်ချက်မရှ

မှတ်စဉ်(၁) ရည်မန
ှ ေး် ချက် / ကျွနပ်
် တ၏
ို့ တကက သ
သင်တန်ေးပချသ
မျောေးသည် တကက သ
ို့

(၄) သလဘောတ

တ
် ွင ်

(၅)

ံေး၀သလဘောတ

(၁)

(၂)

(၅)

ံေး၀သလဘောတ

(၃)

(၄)

(၅)

်၏ ခံယထောေးလသောတောဝန်က

လထောက်ခံ ောေးလပေးသည်။
(၂)

တကက သ

်၏ ရည်မှနေး် ချက်သည် သင်တန်ေးပချသ
ို့ မျောေး တွက် ရှငေး်

င်ေးလသော

မ်ေးညန်ချက်ကလပေးသည်။
(၃)

သင်တန်ေးပချသ
မျောေးသည် တကက သ
ို့

(၄)

တကက သ

်၏ တောဝန်က နောေး

ည် ကသည်။

်၏ ထတ်ခပန်ထောေးလသော ရည်မှနေး် ချက်သည် ရပ်ရွော၏တန်ဖေးက

ထင်ဟပ်လစသည်။
(၅)

သင် ကောေးပချမှု
ွ ်ေးလဆောင်ရည်သည် တကက သ
ို့ စမ

်၏ ရည်မှနေး် ချက်က

ထင်ဟပ်လစသည်။

(၁)
စဉ်
(၆)

ံေး၀သလဘောမတ

(၂) သလဘောမတ

မှတ်စဉ်(၂)

(၃) မှတ်ချက်မရှ

(၄) သလဘောတ

က်သငို့လ
် နထင်နင်ခခင်ေး /ကျွနပ်
် တ၏
ို့ တကက သ

သင်တန်ေးပချသ
မျောေးသည် စောသင်ခန်ေး
ို့
တွက်သတင်ေး ချက်

တ
် ွင ်

(၁)

(၂)

(၃)

(၄)

(၅)

(၄)

(၅)

တွငေး် ညန် ကောေးမှု

က်နင
ှ ို့် ရင်ေး ခမစ်မျောေးရယရန် တတ်ပညောဆင်ရော

ချတ် ဆက်မျောေးက ဆက်သယ
ွ ် သံေးခပ ကသည်။
(၇)

သင်တန်ေးပချသ
ို့ မျောေးသည် လဆွေးလနွေးပွမျောေး၊
ပ်လဖော်ကင်ဖက်မျောေးနှငည
ို့် ီ

(၈)
(၉)

ောခံမျောေးမှ

ကံညဏ်မျောေးကပံမှနရ
် ှောလဖွ ကသည်။

တတ်ပညောဆင်ရော ဖွံြို့ မဖ ေးတေးတက်မက
ှု တကက သ
သင်တန်ေးပချသ
ို့ မျောေးသည် သင် ကောေးလရေး

၏
် ဌောနမှတန်ဖေးထောေးသည်။

ပ်ငန်ေးစဉ်နှငပ
ို့် တ်သက် ၍

က်ရှဗဟသတ လခခခံက ထန်ေးသမ်ေးထောေးသည်။
(၁၀)
(၁)

တကက သ

်၏ဌောနမှ တကက သ

ံေး၀သလဘောမတ

် ဖွံြို့ မဖ ေးတေးတက်မက
ှု တန်ဖေးထောေးသည်။

(၂) သလဘောမတ

(၃) မှတ်ချက်မရှ

စဉ်

မှတစ
် ဉ်(၃) ပါဝင်ပတ်သက်မှု / ကျွနပ်
် တ၏
ို့ တကက သ

(၁၁)

လခါင်ေးလဆောင်မျောေးသည် သင်တန်ေးပချသ
မျောေး၏
ို့

(၄) သလဘောတ

တ
် င
ွ ်

ကံညဏ်မျောေးက

တန်ဖေးထောေးသည်။
(၁၂)

တကက သ

်၏ လခါင်ေးလဆောင်မျောေးသည် သင်တန်ေးပချသ
မျောေး၏ ပညောရပ်ဆင်ရော
ို့

ဆံေးခဖတ်ချက်မျောေးက ယံ ကည် ကသည်။
(၁၃)

လခါင်ေးလဆောင်မျောေး လနခဖငို့် လကောင်ေးမွနစ
် ွော
သင်တန်ေးပချသ
ို့ မျောေးကချီေးမွမ်ေးရန်

ပ်လဆောင်နင်လသော

ချန်ယလစောငို့် ကညို့် ကသည်။

(၅)
(၁)

ံေး၀သလဘောတ
(၂)

(၃)
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(၁၄)

သင်တန်ေးပချသ
ို့ မျောေးသည် ဆံေးခဖတ်ချက်ချခခင်ေး

ပ်ငန်ေးစဉ်တွင ်

ပါဝင်ပတ်သက် ကသည်။
(၁၅)

ကျွနပ်
် တ တကက
သ
ို့
ပ်

(၁၆)

်၏ လခါင်ေးလဆောင်မျောေးသည် သင်တန်ေးပချသ
မျောေး
ို့

ပ်နင်လစရန်

တတကွ

ဆင်လခပလချောလမွြို့ စွောလဆောင်ရွကလ
် ပေးသည်။

သင်တန်ေးပချသ
ို့ မျောေး ောေး တကက သ

်၏

က်ရှ လခခ လနမျောေးနှငပ
ို့် တ်သက် ၍

သလပေးထောေးပါသည်။
(၁၇)

မဝါဒ သမဟ
် ၏ ပါဝင်ပတ်သက်မက
ှု
ို့ တ် ဆံေးခဖတ်ချက်ချ ခခင်ေး ၌ကျွနပ်
လ

(၁၈)

ေး နက်ထောေးသည်။

နည်ေးပညော သစ်မျောေးနှင ို့် စတ်ကေး လတွေး လခေါ်

သစ်မျောေး စမ်ေးသပ်

ပ်လဆောင်ချက် တွက် သင်တန်ေးပချသ
မျောေး ောေး
ို့
(၁၉)

ကျ ေးခံစောေးခွငခို့် ပ သည်။

လခါင်ေးလဆောင်မျောေး လနခဖငို့် စွနစ
် ို့ ောေးရမှုနင
ှ ်ို့ ဆန်ေးသစ်တီထင
ွ မ
် က
ှု
သင် ကောေးလရေးတွငလ
် ထောက်ပလ
ံို့ ပေးသည်။

(၂၀)

ပ်ချ ပ်သမျောေးသည် ညန် ကောေးချက်နင
ှ ို့်

ချန်ကက တင်စမ
ီ ံချက် တွက်

ကောကွယလ
် ပေးထောေးသည်။
(၂၁)

သင်တန်ေးပချသ
ို့ မျောေး ောေး ၎င်ေး တ၏
ို့ စတ်ကေး

ကံညဏ်မျောေး မ လဝရန်

ောေးလပေးတက်တန
ွ ေး် မှုမျောေးရှပါသည်။

(၁)
စဉ်
(၂၂)

ံေး၀သလဘောမတ

(၂) သလဘောမတ

မှတ်စဉ်(၄) လရှလ
ြို့ နောက်ညည
ီ တ
ွ ်မှု / ကျွနပ်
် တ၏
ို့ တကက သ

(၄) သလဘောတ
တ
် ွင ်

ခွင ို့်

မ်ေးမျောေးရှသည်။

သင်တန်ေးပချသ
ို့ မျောေးသည် ကက တင်ခပင်ဆင်ခခင်ေးမျောေး တွက်

ချန်က

တတကွ

ထညို့်သွငေး် သံေးခပ စဉ်ေးစောေး ကသည်။
(၂၄)

သင်တန်ေးပချသ
ို့ မျောေးသည် သင် ကောေးလရေး တွက် တဦေးနှငတ
ို့် ဦေး လ
ကခဖတ်မတ
ှု င
ွ ်

(၂၅)

ော

စီ စဉ်မျောေးနှငစ
်ို့ မ
ီ က
ံ န်ေးမျောေး

ဖွံြို့ မဖ ေးတေးတက်ရန်နင
ှ ို့် ကခဖတ်စစစ်ရန်
(၂၆)

ို့

ချန်ယ ကသည်။

သင်တန်ေးပချသ
ို့ မျောေးသည်

တတကွ

ပ်

က်လတွသ
ြို့ င် ကောေးခခင်ေးဆင်ရော သလဘောမတညီမမ
ှု ျောေး ောေး ပွင ို့်
ထတ်လဖော်လခပောဆလဆွေးလနွေး ကသည်။

(၅)
(၁)

သင်တန်ေးပချသ
် တွြို့ဆလဆွ
ံ
ေးလနွေးလရေး ဆငို့န် င
ှ ဘ
ို့ မျောေး တွကလ
ို့် ောသောရပ် ကက တင်
ခပင်ဆင်မမ
ှု ျောေး တွက်

(၂၃)

(၃) မှတ်ချက်မရှ

ပ် ကသည်။
င်ေးစွော

ံေး၀သလဘောတ
(၂)

(၃)

(၄)

(၅)
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Date: 15 Sep, 2020
To whom it may concern,
I am writing this letter of translation approval at the request of Theingi Aung (ID6219569) for the accomplishment of her Master of Education Degree in Educational
Administration. The two questionnaires, High Leadership Capacity School Survey (HLCSS)
and Organizational Culture Survey (OCS), have been comprehensively translated into the
Myanmar language for her focused group of participants.
Therefore, I hereby recommend that the translated versions of both the questionnaires
are relevant and true to their origins.

Zaw Tun Latt (Mr.)
latnova@gmail.com
Founder (Knowledge Village Education, Thanbyuzayat, Mon State)
M.Ed. (Educational Administration and Leadership)
Assumption University of Thailand
B.Sc. (Chem)
Yangon University of Distance Edcuation
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Dear Sir/Madam:
I am writing this letter of translation approval at the request of Ms. Theingi Aung (ID6219569) for the accomplishment of her Master of Education Degree in Educational
Administration.
I am a seminary Linguistics and Translation lecturer serving the ministry of Our Redeemer
Lord, Jesus, under the English Department. After examining the two questionnaires, High
Leadership Capacity School Survey (HLCSS) and Organizational Culture Survey
(OCS), which is prepared by Theingi Aung (ID-6219569), these have been comprehensively
translated into Burmese Language (Myanmar Language) for her focused grouped
participants.
Thus, I hereby recommend that the translated versions of the questions are relevant and true
to their origins.

Saya Winn Minn Zaw
M.A.ELT (Assumption University),B.A.RS (English), Myanmar Institute of Theology, B.A
(Yangon University).
Lecturer
English Department
Liberal Arts Program (LAP)
Myanmar Institute of Theology (MIT), Seminary Hill, Insein, Yangon, Myanmar.
Email:ajarnsawwinnminn@gmail.com
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Permission Letter

From Assumption University of Thailand and President of
Strategy First University, Yangon
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သက်ဆင်ရောသ ို့
ရက်စွ September 10,2020
ချစခငကလ်းစြော်း ပါကသြော ဆ ြောက
လ ကောင်ေး ရော။

်း/ ဆ ြောမက

်း ရင

။ ပညောလရေးဆင်ရော မဟောတန်ေး သလတသန စောတမ်ေးခပ စရန်
Strategy First university တွင် လမေးခွနေး် စစ်တမ်ေး

တွက် ရန်ကန်မမ ြို့

ော လကောက်ယရန်ခွငခို့် ပ ပါရန်

ခွငခို့် ပ ချက် လတောင်ေးခံခခင်ေး။
ထက်ပါ

လ ကောင်ေး

ရောနှငို့် ပတ်သက်၍ ကျွနမ
် သင်္ဂီလ

ောင် သည် ယခ ချန် တွင်

ထင်ေးနင်ငံ ဘန်လကောက်မမ ြို့ ရှ ( Assumption University of Thailand) တွင် Propect Burma Foundation
မှ ပညောသင်ဆ ရရှ၍ ပညောလရေးဆင်ရော မဟောတန်ေးက တက်လရောက်ဆည်ေးပေးလနသခဖစ်ပါသည်။ သ ို့ ခဖစ်ပါ ၍
ကျွနမ
် ၏ မဟောတန်ေးသလတသန စောတမ်ေးက "ခမန်မောနင်ငံ ရန်ကန်မမ ြို့ Strategy First University လကျောင်ေးရှ
ဆရော၊ ဆရောမတ၏
လခါင်ေးလဆောင်မှု စွမေး် ရည်နင
ှ ို့် လကျောင်ေး
ို့
လပေါ်ဆရော ဆရောမမျောေးတ၏
ို့ ထင်ခမင်ယဆချက်မျောေးက လ

ို့

ဖွြို့

စည်ေး

စဥ်

ောတ ို့ ဆက်စပ်မှု

ောခခင်ေး" ဟ၍ လရွ ေးချယ်ထောေးပါသည်။

ထလို့ ကောငို့က
် ျွန်မ၏ သလတသန စောတမ်ေး လ ောင်ခမင်နင်လ ောင် လဆောင်ရွက်နင်ရန်မှော ဆရော
ဆရောမကကီေးတ၏
ို့

ပံို့ပမှုို့ နင
ှ ို့်

ခွငခို့် ပ ချက် က ညီမောှ

မျောေးစွော

ပ်ပါသခဖငို့်

လတောင်ေးခံ ပ်ပါသည်။ ဤစောတမ်ေးနှငို့် ပတ်သက်၍ ဆရော ဆရောမမျောေးတ၏
ို့ ကယ်လရေး ချက်
လခဖမျောေးက
တင်သွငေး် ရော၌

ြို့ ဝှက်စောွ ထန်ေးသမ်ေးထောေးပါမည်။ ဤလမေးခွနေး်
ချက်

က်မျောေးစီစစ်ရန်နင
ှ ို့်

ော မျောေးက

လထောက် ထောေး

ဆရော ဆရောမမျောေးနှငို့်
ရှပါက
လ

ေးစောေးစွောခဖငို့်
က်မျောေးနှငို့်

ည်ေး မဟောတန်ေး သလတသန

လနခဖငို့သ
် ော

ဆရော ဆရောမကကီေးရှင် လကျေးဇေးခပ ၍ လကျောင်ေးတွင်

လ

သံေးခပ မည် ခဖစ်ပါသည်။

က်ရတောဝန်
ှ
ထမ်ေးလဆောင် လန ကလသော

ည်ေး ပေးလပါင်ေးခွငခို့် ပ ပါရန် လတောင်ေးဆ လတောင်ေးခံ ပ်ပါသည်။

ပ်သည်မျောေး

ည်ေး လစတနောထောေး ညန် ကောေးလပေးပါရန် လမတတောရပ်ခံ ပ်ပါသည်။

ေးစောေးစွောခဖငို့်

သလတသနစောတမ်ေးခပ စသ ------------------------မည်
လနရပ်

ပ်စော

ဖန်ေး/ Email

ခွငခို့် ပ သ

က်မှတ်-----------------------

-------------------------

မည်

-------------------------

-------------------------

ရောထေး

-------------------------

-------------------------
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Theingi Aung
kameronkid@gmail.com
Nationality

: Myanmar

Ethnicity

: Burmese

Languages

: Myanmar, English

Origin

: Yangon, Myanmar

Educational Qualifications

2008

B. Pharm (Yangon), University of Pharmacy, Yangon, Myanmar

2014

Diploma in Social Work (Yangon University)

2016

Professional Executive Diploma in Business Administration

2018

Certificate in Teacher Training (Centre for the study of Myanmar
Politics and Society

2019

Master Certificate Programming for Infant and Young child
feeding

Professional Experience

2007-2008

Teacher at Aung Sat Kyar Pharmacist Aid Training School

209-2016

Pharmacist at Bahosi Hospital

2016-2018

Senior Sales and Technical Executive at Safe Choices(Myanmar)

2020

Teacher at Thailand Government Schools
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Volunteering
➢ Assisting in children activities at Latter-day Saint Charities
(Non-profit organization)
➢ Teaching English to young learners at Centre for the study of Myanmar
Politics and Society (CSMP)
➢ Volunteering at Alliance University Center for students and kids’
activities (Soi Ramkhamhaeng 24, Yaek 32, Hua Mak, Bang Kapi district,
Bangkok 10240
➢ Volunteering at CCMA Agape Church for assisting teaching young
learners and adults who will take TOEIC exam from Thai government
(Soi Ramkhamhaeng 24, Yaek 18, Hua Mak, Bang Kapi district, Bangkok
10240)
➢ Assisting teaching at Tonkhaw Kindergarten School (187, HuaMak 22,
Bang Kapi District, Bangkok 10240

