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The Background

The Malayslan Staff Training Institute [MESTI] was
Established in 1979. Dburing its formative years.it @perated from
various premises shared with the Teacher Trainimng Division of the
Ministry of EBducation [1979-1980] and the National University of
Malaysia in Bangi [1980-1981]. From 1981-1%984, while its main
campts was being built in Genting Highlands, it operated from its
temporary offices in Pantai Valley, Kuala Lumpur. In 19835,
MESTY changed its name to Institut Fengurusan FPandidikan Negara
[IFFN] or the National Institute of Educatienal Managemernt
[NIEMI. In early 1984, NIEM moved to its Main Campus in Benting
Highlands and started éperations immediately. In 1988, the
Institute was renamed Institut Aminuddin Baki [IAR] to horour the
firgt Director—-General of Education in Malaysia. @A HEranch Campus
0f the Institute started operations in Jitra, Kedah in 1920 and
became fully operational in 1992, Similar.Brancheé are planned
for Sabah and Sarawak as noted in the Sixth Malaysié Flan 1290-
1995. The Branch Campus in Jitra, Kedah has a resgdential

training capacity for over S00 people at any one time and can



take additional commuting participants from the surrounding
areas. Ttogether the two campuses have the capacity to Lrain mo
thart 1000 participa;ts per day. However, because of training
demands the Inﬁt;tufe finds it necessary to rent hotel and
training facilities from other agencies in order to conduct
courses which run concurrently. in récent vears the Institute
has an annual budget of over M$285 million. It is likely that «
costs for development and operations and the costs for running
programmes will increase. In view of the increasing costs of
training and with the implementation of the National
Privatization Policy in education, the Institute must begin
thinking of running programmes with full or partial recovery of
training costs. It this happens it will be an exciting challen
for sducatienal managers in Malaysia, who, hitherto, have not
sEen as their resﬁmnsibility the challenge of recovering costs
trom tuitions, endowments and other sources of income. During
the first thirteen vears of its existence the Institute has giv
traiming to over 58,000 éducatimnal managers, educational leade

and support statf.

Functions and Clients of the Institute

Currently IAR conducts needs assessment, formulates goals
antd objectives, designs curriculum and implements courses for
various groups of clientele. Its primary clientele are the
elementary school headmasters and their assistarits, secondary

school principals, teachers’ college principals and heads of
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department in educational institutions. This group of clientele
is termed "institutional leaders." Another important group of
clients are the Directors of Divisions of the Ministry of
Education, Directors of State Education Departments and Dfficers
in State Education Offices. The assistants to all thase
persornel are alsa in the group referred to as the 'systems
managers." A third major group of clients is the "education
service support staff."” This group comprises all the staff
responsible for providing the support services to the national
educational system. The staff in this category include schooil
clerks, financial clerks, school gardeners, hostel wardens and
school labotratory assistants. Fossible and emerging demands for
training come from teachers trade union and professional
organization leaders, Farent Teachers Assocciation groups,
university student leaders and school sfudent leaders. Community
leaders are given training by the Community Education Unit

of the Institute. Another group is the top echleons of
educational leaders, specifically, the top executives of the
Ministry of Education. Yet anather group of clisntele is the
University leaders, who include, the Viee Chancellors of
Universities and Frinmcipals or Directers of Folytechnics, Deans
of Bchools, Faculties and Research Centres. To date IAR has
offerred and conducted international courses for school
principals and other leaders from Sri Lanka, Maldives, Brunel
Darussalam, Thailand andslndonesia. Since its establishment,

the Institute has been involved in giving training to the staff
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of the nursing school wnder the Ministry of Health, specifically
in the areas of pedagogy and testing. This fact-illustrates the

]
paint that the "ewxtended® clients of the Institute include proplg

outside the Ministry of Education.

Structural lLevel Issues %
At the etrectural level the Institute recognizes the need ti
wark together with various Divisions of the Ministry of Educatio&
and State Education Departments to decide on the primary areas of
cumpetitivé advahtage that esach has. Limited resources have to
bet efficiently and appropriately deployed for effective use
throughout the national system of education. There has to be
some delineation of clientele and subject specialirzations and a
determination on areas where duplication should be avoided and
areas when duplicatidn is permissible and even necessaﬁy. To
date, for instance, we find that at least two Teacher’'s Training
Colleges provide training to school beadmasters who are
considered as the clientele for NIEM. Such traihing was
actually provided when NIEM did not have the staff and resources
to meet the training demands from school principals and their
respective Directors of Education. The Curriculum Development
Eentre, for instance, provides training for school principals on
national cuwrricular changes and innevations. What is considersd
"trainming” is actually briefing and explanation of the changes
that are instructed to be implemented at the school level. 0One

Teacher’'s Collgge sees as its mission the fostering of
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professional leadership. The Mission does not delineate whether
ite clientele are teachers, college lecturers, or systems and
institutional leaders. The College then sees the "professional®’
as opposed to the "administrative" functions of the principals as
the thrust of its focus for training. In NIEM, the emphasis is
orm Comprehensive, Integrated and Total Training. For instance,
the Institute deals with curriculum and pedagogical manégement
besides administrative and financial management. Clearly then,
theée is a need for educational leaders in various institutions
to come together regularly or at lesst from time to time to
exchange ideas and to determine the most appropriate and best
areas of their contributions. Such efforts will ensure the
responsible and most beneficial use of public funds in the

educational sector.

Beyond the Ministry of Education

The Institute is primarily a Division in the Ministry of
Education. 7To all intents and purposes the activities of the
Institute will be targetted towards clientele in the Ministry of
Education. Its Mission and Strategic Flans are designed and
geared to achieve the goals and aims of education as conceived
by the Ministry of Education. However, bhecause the domain of
education is wide and the goals of sducation are all encompassing
and inclusive, it is not always possible to restrict the
definitions of educatiomal aims and educational clientele to

domains which are limited to the Ministry of Education. Examples
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éf the wide-ranging gosls of education include the goal af "1ife-
long education", "community education” and "vocational and
technical training." Such coomprehensive and inclusive
definitions of education become established when education is
seen as a vehicle for national development. Moreover. education
in Malaysia is under government control. It is also widely
realized that in order for education to play the important role
assigned to it, cooperation is reguired from other public
sectors, from the private sectors, from the communities and from
families and individuals. Eecause of the all embracing nature of
education, whatever accﬁr in gducation are not limited to
education. While programmes run by the Institute are primarily
meant specifically for Ministry of Education staff, the policy
decisions and the ideas that are generated in all educational
management domains épill over inteo private sector and public
sector management domains. This situation is more likely +to be
so when the Institute gains in stature and generate ideas,
policies and procedures of interests for wider applications in

other domains.

Eurriculum Design and Develapment

Typically a Meeds Asscessment study is carried out by a
research/evaluation team before a training programme is designed
for a specific clientele group. Goals, aims and objectives will

be specified, and topics and content areas identified. Learning

activities, learners assessment obhjiectives and procedures and the

Aty -
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certification mode for the course will be proposed. The Board of
Studies will decide, disapprove or approve the running of the
training programme and appropriate resources will be allocated.
Bourse prmjéct maragers will be assigned to run the training
programme. Expert in relevant areas to conduct thedtraining Wwill
be iderntified. The Course Managers will see to the écmnamical,
efficient and effective implemenﬁatimn of the preogramme.  Among
other responsibilities of the Course Managers are the
administrative responsibilities of publicizing the courses,
affering places to prospective participants, registration of
participants and record keeping. One of the major
responsibilities of the Course Managers is to ensure that course
participants receive pre and post course materials. The Course
Marnager may or may not be the main lecturer or resource person
during the course. The Course Manager is also responsible in
providing support services to lecturers in ensuring that
appropriate learning—-teaching facilities are made availahble. In
this respect his task will be to ascertain that materials for use
in the course are made accessible to participants in the red spot
section of the library. Other relevant materials must also be
made ready for distribution, usually in Course Fackages.
Throughout the course there is constant monitoring of the
implaméntatian of the programme to ensure that phjectives are met
and contigency plans are in place in cases when lecturers are
absent or when technology breaks down. Sténdard Training

Evaluation Instruments are administered to participants towards
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the end of the course. The camplete evaluation reports are given

to the Management Team within-a month of the running of the

programme. The responaibilitﬁ of the Course Manager does not endi
with the ending of the trainiﬁg course, Tor he may have to followi
the programme throuwgh, by on—site observations of projécts
.conducted by participants if the projects constitute part of the
training programme. The Dourse Managers themselves and other

authorities becoms members of Review Teams which review the

Toourse curriculum for future programmes.

International Linkages and Btaff Development Programmes

The staff of the Institute receive their postgraduate
training Trom many higher institutions of education at home and
abrpad. Their fields of specializations and disciplinary
strengths are varied and cover the most important areas of
gducational concerns. Their professional experiences include
teaching across all levels of education, work in many Divisions
of the MOE, in many State Education Departments and District
Education Offices and in varicus educational institutions.
Although together they constitute a strong team they
continue to receive further training and new professional
experiences, nationally and internationally. The staff of MIEM
have undergone short exchange visits and training couwrses in
European Countries, New Zealand, Australia, Canada, the
United States of America, Fakistan, India and the Arab Countries.

There are institutional linkages and perscnal contacts between
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rhe Institute and its staff with academicians from all the
aforementioned countries. Fersonal and institutional linkages
open up opportunities for the Institute to access to developmants

ir the world, specifically to educational development.

The Training of Trainers Programmes and Core Competencies

One of the foci of the training programes of the Institute
is fhe Training of Trainers. Because of the size and the growing
number of members of the teaching profession, the Institute will
not be able to train every manager and supervisory personnel in
the system. Therefore, in order to provide tralning
opportunities ta every member in the system, it becomes
necessary to prepare and build a corp of Trainers able to give
training at district, state or regional levels. Such a trainers’
network has been developed for training teachers in the
implementation of the Two-tier Salary Scheme and the New
Remuneration System for civil servants. However, such a system
needs further elaboration and formalization. Together with the
Training of Trainers Frogrammes, there are efforts to produce
Tnstructor’s Manuals and Learner’'s Modules in various domains of
marnagemnent knowledge. A Directory of Trainers in various arsas
of specializations is being prepared and will be made available
nationwide. ; With the development of this sysatem, the core
faculty in IAR [NIEM] can begin focussing on the neglected areas
of their ta;kﬁ, primarily educational consul tancy and research.

Staff members of the Institute have undergone training programmes

.
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for Training of Trainmers in the National Institute of Public
Administration [INTAN], INNOTECH Manila, in New Zealand, the
United States and in several other countries which offer special
programmes in the Training of Trainers. Az a Training Institute
skills and competencies in the Training of Trainers are
considered among the "common core competencies" the staff are
required to possess in order to be eligible for selection as a
member of staff in the Institute. Staff members of the Instituts
are drawn from the pool of highly trained education personnel whe
are considered leaders in their areas of specialization. Among
the gualities reguired of the trainers in the Institute are the
following: idinterest in ideas and a passion for reading and
wrriting, interest in conducting research on educational phenomen:
with special reference on managesment-related research problems,
‘ability to be good speakers or lecturers, willingness to engage
in job-related travel throughout the country, ability to work
alone to solve problems and conduct courses, and the ability to

work harmoniously as a team member in groups.

Research and Educational Management

To date, research on educational management in Malaysia has
focussed mainly on the characteristics, competencies and
‘management styles of principals of schowols, principals of
teachers’ colleges and of Directors of Education. Although

educational management is a popular area of research, many

I
i
H

problem areas in sducational management remain unaddressed and
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unstudied. In 1921, the Institute lavwnched the First National

Semimar on Educational Management. The National Seminar brought
al togeather, for the first time, ressarchers who have written on
te, - educational management. Over 35 doctoral dissertations on

educational management in Malaysia were discussed. Relesvant
recommendations wete elicited and disseminated to the respective

aunthorities to whom the recommendations were of some use. Thie

thi> utilization of research findings on educational management has
vho become formalized and is now well on the way to
3 institutionalization. Im November 1992 the Second National

Seminar will focus on Excellence in Educational Management for

the Zist Century.

na

The Educatiornal Flanning and Research Division of the
MOE conducts macro level research in research problem areas which
have policy implications. Various Divisions of the MOE also
conduct their own research into prob;ems and issues they deem
importarnt to their functions. Some of these research studies
have significant relevance to IAB when they are in ressarch
problem areas related ﬁo educational management and training.
One such on-—going research effort sponsored and conducted by the
Teacher Education Division is an ethnographic research on the
Thinking of Frincipals of Teacher Training Colleges in Malaysia.
IAB/NIEM itself bas also conducted research on the number and
types of meétings that are in existence in the MOE and on the
involvement of education staff in the Meekings [A Study of

Educational Management Folicies and Fractices in Malaysia 1980].
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The Institute has also just completed a Study on the Status of

Educational Management Training Frogrammes 1980-1990.

Evaluation in Educational Management

Even before the establishment of NIEM, there were various
Linds and modes of evaluation of educational management policies
and practices. Researchers, particularly officers from the
Federal Inspectorate of Schools, have been studying and r‘epartingE
bn the state of educational administration in schools. For
instance, a Committes was established for the specific purpose oFf
providing a status report on educational management in schools.
The Committee was named the Committee on the Quality of
Educational Management in Malaysiaﬁ Schools. The report of the
Committes was, however, not utilized. When MIEM [then MESTI] was
pstablished, its founding members conducted a large scale Needs
Assessment Study on the roles and responsibilities of school
principals. Using the data from the study, various curriculum

models for the training of school principals were designed and

cimplemented. The study identified 184 major roles and
responsibilities of Malaysian school principals. A Schedule of
Competencies was produced as a result of the study. In the

Schedule of Competencies, every one of the roles and

responsibilities was elaborated in terms of tasks and activities.
The tasks or activities were then detailed into three components
required to implement or perform a task, specifically, aspects of

knowledge, skills and attitudes. Other Needs Assessment Studies,




for instance., on the roles and responsibilities of district
education officers were also conducted. Sirce the Needs
Assessment Study on the school principals, there has not been a
study on the same scale or extent of comprehensiveness,
commitment and overall level of participation by educators
throughout the country. Since then, Needs Assessment Studies
have not been conducted as formally as when tha'Institute was
first established. However. because the staff of the IAR/NIEM
are continuously exposed to all groups and levels of management
personmel as well as to recurring and emerging ideas in
education, the staff do acguire and provide important feedback on
"what is happening, where and Hmw and what the problems and
challenges are." The several thousand participants in training
courses continually provide first hand, direct information of
thelir training needs as do their superordinates. Every training
programme is evaluated and thus routinely becomes an imporatnt
source of Needs Assessment.

The Institute is careful not to make the mistake of assuming
that all traiming reeds can be elicited from the perceptions of
the participants or trainees. If trainees cannot look beyond
thelr immmeﬁiate needs and cannot conceptualize the repertolre
and hierarchies of competencies required to perform their jobs
well they may not be able to provide the proactive and forward
looking imperatives for educational development. While such
tasks may be?considered to be the tasks of the Needs Assessment

researchers, the point that is being made is that clients can
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only provide a partial perspective of goals, neads, processes
and phenomena related to the understanding of the performance of
their jobs. The understanding of megatrends and megatradmaa
which will change the dominant paradigms in the polity aﬁd the
nature of technologies, work routines and work styles will have
to come from somewhere else. The ecological dynamics of change
have to be viewed both from the macro and micro perspectives.
The meta—analysis of the embedded ideals and realities of the
educational enterprise have to be conducted by those on the
frontiers of knowledge. The answers to the questions, "What is
happening?” and "What works?" have to be sought painstakingly,
often beyond the self-~imposed and lock-step proceduras of chosen
models of Needs Assessment techniques. Typi:ally,'the breadth
and depth of understanding of the recurring and emerging
challenges in society and in educational management would come
from following and participating in the latest international
Seminars, for instance, on Educational Innovations and
Fducational Technologies, Economic Growth in the Pacific Rim and
on Revolutions in the Twenty—First Century. The up-to-date
input can also be attained by scouring reputable and important
national and international documents on development, with
reference to educational development. Frogrammes in the
" Institute are designéd not just based on the needs of the client:
as identifisd and described inm Needs Assessment Studies. There
exist ecther programmes which are subject based and are offered t

edurators across all clientele groups. New programmes includse
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Intellectual Discourses, Executive Health Programmes, . and

Envirommental Awareness Frogrammes. The Intellectual Discourses,

particularly on religion, provide a clarificatory framework and a

justificatory structure to influence the rationale of training
programmes through narmafive values and through concepts which
are to be introduced in programmes or to be adopted as policies
and practices. Hecause its.wurk procedures are standardized, the
Institute is ever willing to subject itself to scrutiny from the
oultside and to welcome external evaluation of itself as an
prganization.

it has on record an impressive dossier of critically
constructive and positive evaluation feedback data given by
course participants as testimony to the success of the training
courses. Nevertheless, except for several of its courses, it has
rnot conducted any systematic study of. the impact of its
educational marnagement courses on educational effectiveness in
the country, or at least in institutions where its course
participants work. This would seem to be the direction to go for
resgarch. However, because of the shortage of staff and the
pressiﬁg need to do more training. the "trade-off" is not to
conduct impact studies of training., There is also the strong
argumant that if the costs of impact studies of & particular
training programme are more than the costs of the training given,
then it is not worthwhile to do the impact study. A further
argument is that training programmes are usually designéd for

individuals [imcluding the leaders of organizations)] who are
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assumed to come from a relatively homogenous clientele group,
Typically, the training is given in facilities away from the wy,

]
site. Usually programme objectives and contents focus on gernaerg

management competencies and prescriptions far problem solving iﬂ
L
[
gereral situations. In the real work site situation there are

myriads of dynamic and complex practical problems which may not

be addressed by the objectives and substance of training

'packages. Then again, there is the assertion that not all

problems can be solved by training, for there are problems
related to macro-level societal and ideological issues,
structural and finance problems and other legal or political
problems beyond the jurisdiction or capacity of leaders at
institutional levels. Management Training can best address thos
repertoire of competencies which desl with technocratic and
professional knowledge skills and attitude. Fersonal development
and clinical training for bebavior modifications and personality
readjustments are not conceived as the main functions and
responsibilities of the Institute. Training institution leaders
have to make the difficult decision of spending the limited
resources available in programmes for more clientele or in
research and eQaluatiun projects. Under the complex and dynamic

conditions of societal, technological changes, specifically in

information technoleogy and its impact on knawledge corpus, there

is a clear need for Research and Development concerns and
rapabilities in knowledge disseminating institutions. However,

Staff Traiming Institutions like NIEM have to constantly

]
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distinguish their functions From the furctions of institutions
like academic universities, principally in the areas of their
competitive advantage and their complementary roles.

Buch interesting debates on the function of training or the
importance of impact studies or on the appropriate methods for
the training of adults lead to reconsiderations of the Case
Metﬁad Approaches, the Team Approach in Training as against the
focus on the Training of Individuals, Training on the School Site
Approaches and Distance Education possibilities. Each of these
options has to be seen in the global and the parochial contests
of the educational enterprise in Malaysia. For instance,
Distance Education in Malaysia, in relation to the remote regions
of Sabah, Sarawak, Fahang, Kelantan and Trengganu, may not deai
with the imnmovations in telémcmnferencing or gaming or other
electronic possibilities. In Malaysia's rural areas, Distance
Education leaders have to deal more with the realities of
creating infrastructure for distribution of print matter for
reading and audio materials for listening rather than with the
issue of keeping abreast with the obsolescence of the latest
sophisticated technology. Machinery and mechanisms for
continuing distance education for mamagement training based on
print and audioc materials have to be edplored in terms of cost
effectiveness. Another yet underdeveloped option for training
desigrn is the use of the Case Method. Interesting educational
cases for use in Case Method Agproaches in Management

Training/Education are numerous. However, such cases await to be
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compiled and written. For every newspéper report about an
education case, and for every rumour of all kinds of conflicts
and sukccesses in schools, there are exéiting possibilities of
recording and writing cases as training materials. The early
leaders of the Institute had planned on running some of the
training programmes based predominantly on cases, and drawing
upon theories and insights only and when necessary. Buch

possibilities are not impossible to achieve but are, for

instance, now being planned by the writer and several colleagues

Consultancy Services

The professional staff of IAER often become consultants to
srganizations within the public service and outside public
service. In the past they have become consultants to the
various Divisions of the MOE, to State Education Departments,
District Education Offices, to Schaois and Teachers Colleges, tc
University Departments, to Non Government Organization Bodies, t
the training wings/sections of public and private sector
uréamizatinng. The staftf members contribute importantly in
Mational Committees for policy-making, for curriculum
development, for training or for some kind of problem solving.
Their contributions aré generally in the rducation aresas, in
educational management and, specifically, in the specialized
aroas of their expertise, Although usually their contribution:
are invididual contributions, they often werk in teams when the

demands of the consultancy services reguire team contributions.
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For the most part, however, their contributions take the form of
lecturing, facilitating, coaching or providing Educational
Management Counselling Services. As they go about their Jjobs
gaining practical experiences and expanding thedir repertoire of
knowledge, they gain credibilities and become mature
professionals. The sum of the strength of IAF is the cumulative
and composite strength of its present and past staff and the

associate trainers that it has trained throughout the country.

Publications amnd Distance Education
Sinmce its establishement, the Institute has produced its

annual Report without fail. The Annual Report is a document of

its public accountability of all its recurrent and development
expenditure. In additien NIEM has produced scores of Froposal
Fapers for the expansion of the Institute and the development of
its various programme areas. Fortnightly, it produces its

Newsletter for internal circulation only. The Newsletter

carries all news of its staff and participants and thé
professional and social goings—on during the current week. It
also produces Warta which is published twice a year and
distributed widely within the Ministry of Education. The Warts
highlights the major news and educational issues which are of
interest to the MOE and the Fublic Service. The Institute has

now produced a Journal of Educational Management published

guarterly. The Journal bas proven to be very popular with

academicians and scholars amd is distributed nationwide. The
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Institute has alsp now come out with its Frospectus which

outlines its various course offerings and programmes for the

' B
current and immediate training years.

IAR/NIEM is ﬁne of the institutions in the country which
generates and disseminates a large number of articles on
educational management and on knowledge fields related to
gducational marnagement. There are valumes of Course Materials
which await to be perused. Hundreds of articles produced durin¢
the past decade await to be catalogued. Scores of video- |
recordings of lectures, forums and discourses also need to be
gpdited and catalogued. The challenge in this area is to selsct
the best of the articles and the best of the video-recordings fo
dissemination. Also, the challenge is to ensure that there l1s
the fostering of higher order thinking in the articles and
discourses and that there is guality in the production of
materials, whether in print or on tape. When NIEM publishes the
collections of papers for its Nationmal Seminars, when it
publishes ite research reports and its various Epécialized

modules, and when it produces its Monographs, the Institute

would make yet other landmark contributions to the field of

educational management in Malaysia.

"New Ventures in Training Foci and Training Modes
In recent years the Institute has boldly ventured Into naw
areas of training and development. One of the main contributiont

of the Institute is its Community Development Frogramme. This
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programme constitutes an outreach to clients who are neither
educational managers nor people who are employed by the Ministry
of Education. Nevertheless, this clientele group is a group that
iz directly involved with education in.many of its domains. The
client group comprises grass-root level community leaders.
Through its Community Development Frogramme, the Institute is
able to reassert the notions of life—-long education and the
fostering of a learnming community supportive of national
develapment and educational development efforts.

Arotheir new programme is the Feer Counselling Frogramme.
Through this programme IAE has created in Malaysian schepls a
philosophy and & mechanism for student peer counselling. The
programme on the Enculturation of Technology in the Education
System attempts to prepare Malaysian sducators to be familiar
with technological innovations and to be at ease with the
technological onslaught by business and industry. One of the
ear-liest ventures on Training Materials Froduction by I8E was a
feature training movie. The film which traces the management
trials and tribulations of its protagonist was entitled "Syeikh
Tadbir bin Syeikbh Urus [literally: Administration, son of
Managementl]l. The possibilities for the Institute to produce
training management movies/videos are indeed many and enormous.
If the Institute goes towards this direction of materials
production, it is likely that it will be a leader in the area.

Yet another one of thé prrogrammes of the Institute was the

creation of copportunities for education leaders to write their
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Frofessional Memoirs. In the sarly 1980s, edu;atiamél 1eaders,%
prior to retirement were invited to write their memoirs. (&}
professional mentor from the Institute was matéhed with the
educator and a Contract was signed between all‘the parties
involved. The justification for the project was that it was
based on an important and established notion of the “réflective
practitioner.” The professional autobiography could become a
learning resource for the younger generation of sducators and
educational managers. The materials produced by ithe Resident
Writer could alsc be used as Case Btudies in programme areas

related to the theme or subject of the professional memoirs.

Such a programme could be revived and could be fused with

" programmes for Resident Fellows. The Programme for Resident

Fellows is one which acknowledges the significant comtributions
of educational leaders. The recognition is given by making the
resources of the Institute available to these leaders for
purposes of reading, writing and lectwring. In addition to the
above programmes, for instance, the Institute has plans to invit
educational leaders to give their "Inaugural Addresses'" which
could mark or symbolize the culmination and syntheses of their
ideas and experiences in the field of education.

With the amnnouncement of the New Remuneration Scheme by the
Government and the implemantation of the Induction Frogramme
related to the Scheme beginning in 1992, IAR has been entrusted
o run Induction/Orisntation Frogrammes for all personnel in the

Ministry of Education. The suceessful completion by the
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participants in the programme after taking the appropriate
examinations, will determine whether they will be confirmed in
their service or otherwise. That this enormous and impoftant
task is entrusted to IAR underlimes that it is an institution
held in high regard by the auvthorities in public service. The
Institute itself has designed a Training Frogramme to be made
available to all MOE staff towards the end of their careers. The
programme being planned and implemented is known as the Fre-
Retirement Frogramme. The main goal of the Fre-Retirement
Frogramme is to pruvide MDE staff with the information,
conceptual knowledge, stable values and practical tools for life
adjustment after serving as professional educators or education
support staff anywhere between twenty two and thirty five years
or more. It is sigrificant to note that IAE plays an imporatant
rale when an officer enters his first year of service and that
the Institute plays an equally important role when the officer
Prepares to leave service. The mapping out aof the career paths
of individuwals in the education service and providing appropriate
training, education and development programmes across the career-
Span for approximately 300,000 individuals [350,000 of whom are
educational administrators of some kindl are indeed oherous
tasks. In order to prapare educational management personnel to
achieve the goals of a developed nation status, the Institute
must take & leadership role in Staff Development Flanning. There
are indications that NIEM can comfortably and efficiently taﬁe

th ; -
¢ functions of staff development and placement in the MOE.
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Currently, the Scholarships Division of the MOE focuses on the

funétions of selection and placement of pre-service scholars and |
inmgervice personnel in local and forsign institutions of highEr%
education. The Service and Establishment Division of the MOE ;
functions as the Division which executes all the placement Drderﬁ
of individuals to work places in the national education system, !
1t keeps all service records of individuals and all other
administrative records related to personnel services. NIEM
functions as the Staff Development Agency of the MDE. Therse is ;
clear and urgent need for the three Divisions to work very

closely towards the effective and efficient realization of the

goals of caresr—charting and career development within the MOE.

The Search for ldeal Institutional Models and Professional Soul
Searching

The institute iz one of the most exciting places to worbk in,
at least in the MOE. While all members of its staff are kept
busy. the challenge to every member is to make sense of the
plethora of activities they are engaged in and te find the inner
good amtd the inner meaning of all the endless hbusiness of
training. At least once a month, there is the Frofessional Staft
Meeting. And within the month there are all kinds of meetings
which address routine as well as critical non-routine matters.
At least once a year, the members of the Institute [koth the
professional group and the support group] get togehter to reflec

on all aspects of their roles and responsibilities. The
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Feflections do not just focus on professional and job related
matters, or on interpersonal interactions inm the organization,
but may go beyond work-place issues to deal with life views and
life issues across the life~span.

While the training staff of the Institute hold many
theoretical positions or perspectives regarding all aspects of
educational management and while they will suggest all kinds of

Jﬂ) problem—solving procedures and innovations, the single most
important question that the professional staff ask is "What
works?"  Innovations must make sense, problems must be sclved,
role models and models of organizational excellence must be
Tound. On the one level the Institute looks for the models of
excellence of institutions and of educational leaders "out there’
in the real world, outside the classroom. All kinds of criteria
and modes of identifying the role models and the institutional
models of excellence are employed to capture the essence and
meaning of edcellence. Models of great educators and educational’
managers are drawn from the past and the present and also from
some foreign lair. Models of thg institutions of excellence are
searched for from the primary schools vight across to the
tertiary institutions of education. Urban and rural models are
locked for to illustrate that excellence can be achieved under
different constraints, circumstances &and contexts. On another
level within the Institute itself efforts are not spared to
attempt to find the best model for tr;ining. To this end the

debates regarding pedagogy, androgogy and "synergogy" pervade

-
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d15CQS5iDn5 on training méthcds in.the Institute. The Institute;
is well aware of its conservativenéss and its weaknesses in such%
ArRaAsS A% thé Action Training Methmé, the Case Method, and the us;
of sophisticated technolegy in training, for instance,
teleconferencing and computer simulation. These are areas that
must be looked into as IAE faces the future. The guest for the

Golden Chalice, the Holy Grail, the Hest Maethod and What Works

Hest goes on and must go on!

Databases and Norm—Driven Improvement

Sirce its establishment there have been serious discussions

" nf the nesd to have a database of the sducational management

information system. The Institute bhas two personnel positions
for computer programmers. The Ministry of Education itself has
various Computer units. A lot of work has been put into the goa
of having a database and many reminders were given by all partie:
that duplication of efforts would be costly. Under the
circumstances of cautious development inte the computer age in
the context of fast changing computer hardware market and the
nbsolescence of software, the Institute has not yet found clear
directions regarding databases for training. To date the
Instituts has attempted to develop an information database
regarding all its trainees. The work is slow, erratic and not
fully functional or successful . There are several reasons which
may explain why progress in this area seemns to be difficult and

slow. Among the reasons are the lack of management initiatives
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te and commitment, and the lack of expertise, staff and resources to
ah carry the job through. This area of development gap is certainly
use a challenge the Institute has to faée sguarely. Steps are now

peing taken to face this challenge by copoperating with all other

t Divisions in the MOE which have done similar databass development
= for their programmes.
f—) Future Challenges
With the rapid speed of naticonal development and the
challenges and chamges in the configurations of world politics,
e the Malaysian polity begins to map out its strategy to face the
future. A controversial and inspirational imperative which now
becomes the strategic direction for development in Malaysia was
=) articulated by the Frime Minister in 19%91. Vision 2020 is now
oal the overarching frame of reference for development for the
ies nation. Vision 2020 asserts that:
Ry the year 2020, Malaysia can be & united nation,
) with a confident Malaysian sociasty, infused with
strong moral amd ethical values, living in a society
that is democratic, liberal and tolerant, caring,
economically just and eguitable, progressive and
prosperous, and in full possession of an sconomy
r that is competitive, dynamic, robust and resilient.
In order ta be what the mation can be, i£ was further
asserted that:
t
-h . There can be no fully developed Malaysia until we
- have finally overcome the nine central strategic
d * challenges that have confronted us from the moment

af our birth as an independent nation.

Wk




The nine strategic challenges are as follows:

The first of these is the challenge of establishing &
united Malaysian_nation wilth a sense of Ccommon and
shared destiny. This must be a nation at peace with
itself, territorially and ethnically integrated,
living in harmony and full and fair partnership. made
up of one “"Bangsa Malaysia" with political loyalty and
dedication to the nation.

The second is a challenge of creating & psychologically
liberated, secure, and developed Malaysian Socigty with
faith and confidence in itself, justifiably proud of

what it is, of what it has accomplished, robust enough

to face all manner of adversity. This Malaysian society
must be distinguished by the pursuit of excel lence, fully
aware of all its potentials, peychologically subservient
to none, and respected by the pecples of bpther nations.

The third challenge we have always faced is that of
fostering and developing & mature democratic society,
practising a form of mature consensual, community—
ariented Malaysian demoocracy that can be a model for
many developing countries.

The fourth is the challenge of establishing & fully
mnoral and ethical society, whose citizens are strong in
religious and spiritual values and imbued with the
highest ethical standards.

The fifth challenge that we have always faced is the
challenge of establishing a matured liberal and tolerant
society in which Malaysians of all colours and creeds are
fres to practi=ze and profess their customs, cultures and

religicus beliefs and yet feeling that they belong to one
nation.

The sixth is the challenge of establishing a scientific a
progressive society, a society +hat is innovative and
forward—looking, one that is not only a consumer of
technology but also a contributor to the scientific and
technological civilization of the future.

The seventh challenge is the challenge of establishing a
fully caring society and a caring cultures & gocial syste

rd

m

in which society will come before self, in which the welfare

of the people will revolve not arcund the state or the

individual but around a strong and resilient family system.
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The eight is the challernge of ersuring an economically

just society in which there is a fair and equitable

distribution of the wealth of the nation, in which there

is full partnership in economic progress. Such a society

cannot be in place so long as there is the identification

of race with economic function, and the identification of
economnic backwardness with race.

The ninth challenge is the challenge of establishing a

prusperous society, with an economy that is fully

campetitive, robust and resilient.

Education has a central flunction inm develaping human
resources to prepare and meet corntemporary and future challenges.
Folicy—-makers, managers, knowledge leaders, and the elites as
well as the masses have participative roles to play in order to
achieve the visiom. The knowledge leaders in all sectors now
have the responsibility of interpreting and elaborating the 2050
Vision. The challenges must be articulated into plans,
programmes, projects and activities in the education sector.
Educational policy—-makers and managers have the tasks of

2020

translating and refocussing educational policies towards the 202

Cvision. The Institute has tﬁé'impé}tént role of ensuring that

educatiaﬁ personnel are trained and are preparsd to contribute,

through the education sector, to achieve the geals enunciated in

the vision. In the facequ broad and multiple national and

educational goals and objeétives, the Institute faces many

challenges which stretch the competencies of its staff. To make
{

sense of the rapidity form/content changes in the miliew and to

digcover the management implications for such thanges take a lot

of experiential, theoretical and practical understandings.
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Herce, only with serious and honest reflections coupled with

personal integrity and professional insights can sducators in thy
¥
Institute design appropriate and relevant programmes for its

clientele.

Knowledge Sharing and International Dissemination of Knowledge

Ta share the corpus of management knowledge and insights

with the outside world means that selections of the most

[R—

universally relevant materials produced or generated in the
polity must be tramslated. To date no such systematic efforts
have been made regarding the corpus on educational management.
Arrangements are, however, being made to translate several
Educational Management Modules from Malay into English. From
time to time the Institute does produce materials in that
international language. More often than not, such materials
constitute the working papers of its staff presented during
international Seminars, Conventions or Conferences. It is hoped
that the time will come when the Institute will generate
important contributions in the fTield of educational management to
the extent that such materials will bhe in demand and will be
translated into Japanese,'ﬁrabic, Chinese and othsr languages.

If the Institute is able to generate management knowledge which
has universal import, relevance, interests and applications,

then it would fulfill one of the important reaszons for its

existence.
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Strengths and Weaknesses of Educational Management Understandings

Educational management in Malaysia derives & considerable
base of its strengths from the public sector, specifically on
public management policies and instructions issued by the Fublic
Services Department. This is because tﬁe Education Service is
under central control and is part of the public service in the
country. Such policies and instructions were initially based on
the British colonial system which itseltf derived principles hased
on trial and error experiences in Commonwealth countries. The
values bases of the system stem from the democratic British
tradition of government and from the Rritish public sarvice.
Since Independence many of the policies and instructions were
reviewed, retracted or reissued with amendments in line with post
independence policies. Recent examples of public sErvice
initiated policy imperatives which illustrate thé innovativeness
and vitality of public administration in Malaysia include the
tollowing documents: BGuidelines for the Improvement of Counter
Service Quality: Guidelines for Quality Control Circles;.
Guidelines on Work Procedures Manual; Buidelines on the
Implementation of the Frivatization Folicyy and Guidelines on the
Integrated Scheduling System. The overarching Guidelines are the
General Orders and Financial General Orders. In 1990, for
instance, the Prime Mimister’'s Quality Award was introduced. The
Award constitutes the highest recognition and acknowledgement
giveé by the nation to agenciea in the public sector, or in the

private sector or to social organizations which have achieved the
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highest or most excellent management of gquality. The Award

reates an awareness of guality issues, fosters healthy
competition among agencies and publicizes strategies regarding
quality practices fhat have proven successful. In addition to
such dmcuments,.are VAFLOUS uthe} Excellence Rwards. The
education sector itself disseminates various materials which
include the following: Guidelines on School Discipline,
Administrative Circulars fmf the EBEducation Service, Frofessional
Circulars, Guidelines for the Implementation of the New Frimary
School Curriculum, and Buidelines for the Implementation of the

Secondary School Curriculum. From these documents emerge and can

he elicited a plethora of ideas on management, with pussibilitieﬂ
for applications in educational managemsnt. Educationsl :
management in Malaysia, therefore, operates within the context mf
incentives, provisions and challenges from the public sector.

The education sector benefits immensel} from the cumulative
principles and practice wisdom of governance and human
civilizations embodied cumulatively in documents recording
workable and testable bureaucratic and technocratic experiences.
While legal and bureaucratic rules may transmit irrelevant,
archaic or narrow principlies, rules aﬁd regulations, they do also
transmit the best of principles and practices of governance in
order to maintain some kind of continuity for stable political,
sopcial and bureaucratic order. The best kind of civil service or
sducational buréaucracy is one which would uphold the enduring

and universal principles of justice while being responsive to thej
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demands, needs, realities of the time and also while
appropriately addressing the vagaries and transient political
Wwill of the time.

In recent times & lot of attermtion has beern given to
innavations and Teadership by the private sectors. The Malaysian
Institute of Management, for instance, plays a very imporatnt
role in ensuring the growth of management knowledge and skills in
the private sector. In recent times too there have been joint
efforts between private and public sector management, for
instance, in holding Seminars and Courses on Issues for Malaysian
Futures. Frivate sector education now plays a more important
role i the provisions of post—secondary and of tertiary level
education in the cauntry. Educational management in Malaysia,
therefore, has to keep pace with developments in management
strategies in the private sector as well. Within thé broad
framework of contributions by other sectors of the human
enterprise, the professional staff of the Institute attempt to
develop the corpus of knowledge, skills and attitudes considered
relevant to educational management. While doing so, there is
constant soul searching and process analyses of the directions
and contents of what the field is all about. Duwring the last
decade for instance, the Institute has collected and developed a
large repertoire of materials and instruments containing a
variety of concepts and approaches to the study of leadership.

In many of the courses offfered by NIEM, leadershié, specifically

educational leadership becomes one of the core subiects. This




is evidertly one of the strengths of the Institute in terms of
the available management knowledge corpus. The Insfitute has ,
howaver, neglacted?the suhject of organizations and
organizational behéviour. There is a dearth of original
materials written by educational management scholars and
practitioners in this area of management in Malaysia. The
Institute must, therefore, take steps to overcome this weakness,
and fill inm the gaps of knowledge in this aresa. If efforts are
geriously taken to overcome omisslions in course programmes and i
constructive criticisms are used as motivation for advancement,

then the Institute would be well on the way towards healthy

organizational maturity.

The Challenges of Institution Building

While NIEM expands all its efforts and resources to provide
training, research and consultancy services to its clientele,
there has to be commensurate resources deployed towards its own
ingtitution~building efforts. Institution—-building does not
merely focus on the physical expansion and development of
resources. Equally or perhaps more importantly, it involves the
total guality development of the institution with its artifacts
sociofacts and psychofacts., The efforts in institution—buildine
imvolve the cultivation and institutionalization of policies ant
practices, procedures, regulaticns and rules which are the
lardmarks of institutional ethics, nmnorms of excellence,

efficiency and effectiveness. Institution-bulilding it NIEM meal




the sharing of visions, missions, goals, aims and objectives
among those in the organizational commurmity. It also involves
the fostering of positive myths, the appropriate use of
ceremonies and formal decorum and paying serious and meticulous
attention to organizational rituals and symhols which create an
inspiring and unigue identity for the institution.

MIEM is situated on the Mountain Resort of Genting Highlands
at 3,000 feet above sea level. From its formative years one of
its challenges has been to take full advarmtage of its favoured
situation and beautiful natural landscape to give added values to
its training attraction. NIEM bad embarked on a long—term
programme of the conservation of mature to arrest the damages
done to the upland environment by rapid and irresponsible
development and to attempt to enhance and restore to the
environment some of its "original" and natural resources. To
this end, in its reafforestation, landscaping and beautification
programmes for its Main Campus, NIEM cooperates with the Forest
Research Institute of Malaysia, the World Wide Fund for Malaysia,
the Malaysian Nature Society and other like organizations. The -
Main Campus of the Institute is now one of the sites for the
Outdoor Environmental Frogramme of the Ministry of Educatioj
which has as its main goal the appreciation and understanding of
nature with all its flora and fauna in natural balance.

Irm the design, delivery and evaluation of its programmes and
services, NIEM has embaréed in efforts to standardize practices

of excellence. Buch practices include the management of i1ts own
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affices, counter Services, acconodation and fond;services,
communications and transport, recreational facildities and
services, and all aspects of the quality of liferat the work
place. It is taking steps to ensure "zero defecf“ in various
aspects of its operations, including such things as the quality
of its hand-outs and transparencies. The Institute upholds the
notion that meticulousness to details and doing things right the
first time would be worthwhile ideals to strive for. GCutting
across all the blueprint details and activities for institution
building are the cherished ideals of justice at the
organizational site. The work sthics being fostered among ite -
staftft are work ethics related to intrinsic motivgtian, self
responsibility and "enpowernent ideals” with appropriate
reduction of tight supervisory control by management and middle
level supervisors in the organizational hierarchy. The
prganization would like to share the ideals of ensuring that ir
the execution of tasks and responsibilities, its stafft will
Jimbibe the goal of doing the right thing in the first place and
then ensuring that things are done rightly. NIEM aims to be &
model eﬁucational institution which practices what it preaches
Ttes staff members share the vision that one day the institutior

will receive the coveted Frime Minister's Guallty Award.




The Seedbed of Ideas

The educational management field has now become accustomed
to such ideas as guality control circles, real time data, project
managemant, the ome minute manager, management by crisis,
management by objijectives, management by walking around, theories
Xy Y. K and the human and technological sides of enterprise, the
“Igra community amd the Tauhidic Paradigm. As private education

f_) comes to play a more important role in the natiocnal education

palicy, new jargon in popular usage include the following: market f
segmentation, z2ero defect management, maragemsnt Lnformation
system, education management information system. Cther popular
notions in the educational management register include:
leadership effectiveness training, team—building. managerial
grid, strategic thinking, proactive leaders, accountability in

management, financial management initiatives, performance ;

managemnent and target setting, infegrated planning and control
system, reactive and proactive decision-making, boundary
managegment, delegation, total guality management, economy.
efficiency and effectiveness. Techniques such as the Fareto
techniques, SWOT Qnalyéis, Force Field Analysis, gantt charts,
flow charts and all varieties of matrix charts have come to be
familiar jargon. Manpowsr planning and human resource
development are favorite notions as are futures scenarios, best
case, wWorse case and probable scenarics, projections, estimates
and forecasts. From the education fiseld are such noticons as

human potentialities, personal and all round development. the




ideal  model of man, the Insan kKamil, elitist education and the
democratization of education, equal educational opportunities,
mppor%unities for the handicapped and for the culturally
disaanntaged, competency-based training, mastery learning,
neurclinguistic programming, accelerated learning, effective
schools, pedagogy of the oppressed, holistic education,
integrated learning, remedial education, enrichment learning,
teacher and parent empowerment, et cetera.

The education management field draws freely and
eclectically from all disciplines. @As different lecturears,
knowledge elites or knowledge hanagars disgeminate their
concepts and opinions, there tends to be too many overlapping &
unclarified ideas. Mature knowledge gets disseminated as
effectiQely as tentative notions and untested ideas are also
affectively disseminated. The consumers and recipients of
management ideas sometimes accept ideas without much reflectior
and without evaluation of their applicability in the education
management sector and without assessing theilr applicability in
gspeciftic context of the educational management effort. The net
challenge for the Institute would be to make sense of the
multiplicity of management ideas and to suggest what best idmas
to be used in which contexts. The challenge to educational
management would be to identify what ideas work where and why -
then to disseminate the best models of innovations or problem-—
solving strategies in the education management sector. The

sducational management thinker must seek for the best and most




potential to be the leading Centre fur:Educaticnal Management ,
its Ddyssey towards that end has just begun. Much needs to be
done. If that goal is to be achieved,’its leaders at the
institutional ard national levels must not distract the
organization from its mission b? assigning functions and goals
which are not consistent with the main reasons for its
gstablishment. In order for it to continue to focus on its goa
and objectives, the organization needs to have a core of highly
tirained personnal in the management related sciences. 1t needs
to have the resources to carry on its tashks and face the
challenges of training the management personnel in the
educational system to meet the challenges of the Zlst century.
Today the Institute is a Centre for management ideas
generation, ideas testing and ideas dissemination. It personn
and associate staff go about their tasks often with missionary
zeal. If the Institute errs, it errs because of its enthusiasm
and because it may unwittingly disseminate the mistaken
certainties of its staff and other associate members. In order
to keep pace with revisionist ideas in politics and in
education, in order to cope with new social demands and be in
cammand of scientific and technological advances, the
professional staff of the Institute must be involved and engags
in all the various developments that are cccurring within the
country arnd in the world at large. In order Tor IAB/NIEM to

contribute to snsure that Malaysian educational leaders are up-

to—date i thelir competenciss and abreast with the latesst




appropriate, the mast harmonious and consonant of management
policies and practices from the public, business and even
industrial and military sectors. The applicability of such ideas
to the sducation sector must be assessed in arder to ensure the
dyrmamism of educational management practices., The challenge to
the educational management thinker is to draw together all the
multiplicity of ideas and notions into a framework and to map out
“)their relationships in their respective domains, specifying their
similarities and differences, their areas of necessary overlap
and of unrecessary and wasteful duplication. The challenge is to
untangie ideas which confuse layman and specialists and %o
unravel and identify relationships which have, hitherto, not
been seen to exist. The challenge includes the practical task of
clarifying embedded assumptions and taking steps to discard
spurious relationships between educational ideas and educational
management ideas. A challenge not any less important than any of
the other challenges is that of maintaining the integrity.
authenticity, honesty and credibilities of the staff of NIEM who
deal in data, information, knowledge and practice wisdom which
can be used for education, indoctrination or propaganda. The
Institute doss not have a conscience far it is not a thinking,
feeling, living, breathing thing. The humans in the Institute
aré breafhing, alive, thinking and feeling and, therefore, do
grappie with problems of personal and professional consciences,
beliefs and ideologies. The educator :Encerned with the pursuit

of Truth must be as conscientious in effectively and efficiently
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guarding against disseminating misinformation, falsehood,

mistaken certainties and other kinds of intellectual and values
errors as they are conscientious and enthusiastic: in transmlttlng

information, knowledge and practice wisdom.

. The Terra Incognita in Educational Management

There has not been much in-depth thinking on the unigqueness
nf educational management in relation to public and private
sector management philosophisgs and paradigms. One area of
commonalty among the sectors may be an idea whiéh is maniftested
somewhat differently in each of the sectors: the idea of
copyright in the private sector, the idea of official secrels ac
or government property in the public sector and of plagiarism in
the education sector. All three sectors can understand and
uphold similar values when talking about property, specifically
"intellectual property." The private sector and.the education
sector can share common understandings when dealing with the
notion of marketing of ideas whether to paying customers or to
pupils. On the other hand, the public sector and the education
sector can communicate effectively when talking about public
service goals. All three sectors have their own'unique
perspectives and have the ideals and realities of their domains
to attend to. Each has a need to preserve the integrity of itse
domain and define the nature of the work ethics and motivations
i ;ts domains. If the dominant values, mode of operations,

procedures and rules of the other domains are to be imposed on
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constitute the new articulations regarding the meaning pf
leadership, management, team—building and individual and
organizatio;al behaviors. While many of these articles are ofte,
refreshing and inspiring, they are for the most part hased on the
opinions of the writers who often quote and interpret other
Islamic thinkers, whether contempcrary or from the past.

rReterences and guotations from the Quran and the Hadiths

[Frophetic Traditions] are brought to bear upon contemporary

manapement issues and challenges. 1In a sense,; many of these

reinterpretations in the domains of management are the Islamic
embodiment of the religious perspsctives of works by authorities
surh as Carl Rogers, Dennis Waitley or Dale Carnegile.

IAR/NIEM does not hold all the corpus of knowledge and
experiences on educational management in the pelity. The
institution does not monopolize the Lnowledge corpus that is
integral to educational management. Many ot the local
universities, notably the University of Malaya, had, since the
garly 1970s offered courses on educational management and had
begun their library collections on educational management very
early. Many individuals, private educational institutions and
professional porganizations had contributed to the analysis of
aducational.maﬁagemant issues before the Institute began its
comtributions. The National Institute of Fublic Administration
had, in fact, bheen established almost a decade earlier than IAR.
Throughout tne cmunt?y now, in the private sector as well as in

the public sector there are many Stafft Training Institutes,
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saveral very large indeed. Smaller organizations in both sectors

would typicsally have a Training Department if they do not have
Staff Training Colleges. A substantial sum of the budget may be
allocated for training purposes. NIEM has fostered good
relations with many of these Staff Training Institutions and
Depariments both in terms of institutional linkages and also in
terms of personal and professional contacts. Among the
institutions are the Mational Institute of Fublic Administraion
CINTAN]I, the Mational Productivity Centre [NPC], the Malaysian
Institute of Mansgement [MIM1l, the Telecommunications Department
Staff Training School, the National Electricity BHoard Staff
Training School, the Customs Department Staff Training School,
the Evaluation Dgpartment Traiming School and the Natimnal
Fetroleum Corporation Staff Training Institute. Many of fhe
above organizations haQe higtarical, financial and many other
kinds of advantages when compared to IAB/NIEM.

Notwithstanding the head start of these other institutions
it can be said that IAR/NIEM now holds the largest collection of
books on educational management in Malaysia. The development of
& specialist library is, in fact, the function of NIEM' s Resource
Centre. The Centre, for instance, holds journals such asbthe

Jouwrnal of Educational Admnistration: Australian Journal of

Education: Schogl Qrganizations Human Resource Management:

International Journal of Educational Research: Harvard

Educational Reviewy Comparative Education: and Group and

Brganization Studies, While IAR has the competitive edge and the
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educational ideas and the latest technology, in order to ensure

that Malaysian schools are prepared for the realities of today
and tomorrow, school leaders must be traimed continuously and
gquickly. It is clear then, that in the planning ard
implementation of its programmes IAR must not anly attend to the
training needs of its designated clientele but must alse take a
broader view and a broader perspective of its mission. It must
not only execute its role and fumecticns in preparing educaticnsl
leaders through training., education and development programmes.
It must, in addition, and equally important, be an agent of
change. IAR/NIEM must not be merely a consumer of packaged
Hnuwledgé. It must itself be a generator and producer of
knowledge. whatevaF the fad in the language register af
training, IAB/NIEM must keep WR with developments in thé related
fields of.knowledge relevant to education and specifically,

relevant to educational management.

R
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NOTES

The contents in this paper are the ideas and thoughts of i
writer and do not reflect the official views of
prganizations to which the writer is affiliated.

The acfcnyms MESTI, NIEM, IFFN, IAE and the term "Institute
are used interchangeably. throughout this paper.

The Appendices in this paper provide the background
information on the Qrganizational Structure of the Ministry
of Education and the Current Organizational Structure of th
Mational Institute of Educational Management.

This paper is a reflective paper based on the experiences
and phservations of the writer as an active participant in
the educational enterprise for over twenty five years.

The writer was one of the members of the Taskhk Force/

Frofessional Team formed in 1979 to establish the Malaysiar
Education Staff Training Institute [MESTI]. He was the He.
of the Department of Educational Development in MESTI .
During the last thirteen years he was directly and activel-
involved in all the major programmes of NIEM/IAER. The
writer is the longest serving member in IAR; his five othe
colleagues in the Task Force Team have all Fretired from
government service. Currently, he is the Deputy Director
the Institute.
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AFPENDIX 1

A LIST SHOWING SAMFLES OF COURSE OFFERINGS IN IAB IN 1992
Programmes and courses offered range from two o three dayes
to three months. At the completion of the various courses
participants are given attendance certificates, Pasae-Fail
Certificates and Achievement Certificates. The following list

exhibits a sample of the course offerings in IAE in 1992:

Main Programmes
Marnagement Course for Headmasters
Management Course for FPrincipals of Secondary Schools
Management Course for Semior Assistants
Management for Frincipals of Vocational and Technical

Schools

International Course for School Frincipals and Headmasters
Management for Frincipals of Islamic Religious Schopls

LVariatioms of the courses a2 based on State rneeds, for
instance, Sabahk and Sarawak or based on speciatl circumstances,
for instance, remote schools or residential schools]

Three-Month Training Programmes
Computers in Education
Testing and Measurement
Educational Evaluation
School Based Evaluation System
Training of Trairers
Cost—-Effectiveness Analysis and Educational Financing
Training of Trainers for Feer Counselliing Frogrammes
Curriculum Management for School lLeadets
Co—curriculum Management and Educational Leaders
Fedagogical Management
Supervision of Teaching and learniing
Creativity in Educational Management
Educational Flanning
Educational Folicy Making .
Formulation, Implementation and Evaluation of Fublic Falicy
Flanned Change )
Fnowledge Culture in Education



Seminars and workshops; .
National Seminar on Educational Management
Seminar for Higher Education Management
Seminar for Strategic Management -
geminar on the Infusion of Technology in Education
Workshop for Excellence in Schools
Workshop for Question Formulation and Item~Building

Elective Courses .

Early Interventiorn of Children with Special Needs

Educatianal Research

Advanced Counselling Techniques

Organizational Consultation

Flanrming and Implementation of Traiming Frogrammes

Resource Centre Management '

Teachers Centre Management

Secretariat Management

Community Education for Grassrocot Leaders

Islamic Civilization Course for Non-Muslims

Leadership Effectiveness and rganizational Management

The Training of Trainers for Dutstanding and Active Teach

The Training of Trainers for In-House Training

The Training of Trainers for Frofessional Development

The Training of Trainers for the New Remuneration System
the Fublic Services

Fublic Relations for Educational SBupport Staftf

Educational Services Management for School Laboratory
Assistants

Hostel Management

Educational Clerical Service

Special FProgrammes

Special Frogramnes for Executive Health

Special Frogrammes for Fre Retirement Staft

Fension Regulations

Fortraiture in the Social Sciences; The Writing of
Educational Autobiographies

The Brain, the Mind and Thinking

Futures Froblem Solving

Educational Thought

Thinking in Educational Managemsnt

Women in Educational Management

Educational Innovations

Research Programmes and Activities
Research on Leadership and Management at School Level
Research on Management Fractices im District Education
Offices T )
Research on Management Fractices of School Clerks
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THE NATIORAL INSTITUTE OF EDUCATIONAL MANAGEMENT (NIEHM)

13.

INSTITUT AMINUDDIN BAKI
MINISTRY OF EDUCATION, MALAYSIA
' 1992

Department of Educational Development

Department of Educational Management

Department of Institutional Management

bepartment of Curriculum and Pedagogical Leadership

Department of Educational Planning and Educational
Research

Department of Training Research and Evaluation

Department for Support Staff Services and
Administration

Resource Center and Publications Unit
Department of Training Technology
Special Unit for Community Education
Special Unit for Computer Education
Administration Unit

Coordination Unit for Cources/Programmes and Hostel
Services
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