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Abstract: This article examines the 
development of management skills among 
directors of preschool educational 
organizations operating within public-private 
partnership frameworks through a competency-
based approach. The study focuses on the 
professional competencies required for 
effective leadership in contemporary preschool 
education, including strategic planning, 
organizational management, communication, 
decision-making, financial and resource 
management, digital competence, and quality 
assurance. Particular attention is given to the 
specific managerial challenges arising from the 
interaction between public education 
requirements and private-sector principles. The 
article proposes a competency-based model that 
integrates managerial knowledge, practical 
skills, professional values, reflective practice, 
and continuous professional development. The 
model is designed to strengthen directors’ 
capacity to manage institutional resources 
effectively, support staff performance, maintain 
educational quality, engage with families and 
stakeholders, and respond to changing 
regulatory and social demands. The study 
argues that systematic competency 
development can contribute to more efficient 
governance, greater institutional sustainability, 
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and improved quality of preschool education in 
public-private partnership settings. The 
proposed model may also serve as a 
methodological basis for designing professional 
development programs, assessment criteria, 
and training modules for preschool directors. 

 

Introduction. The expansion of public-private partnership (PPP) mechanisms in 

preschool education has created new opportunities for improving access, infrastructure, 

service quality, and institutional efficiency. At the same time, this model has significantly 

increased the managerial responsibilities of preschool directors. Unlike traditional preschool 

institutions, PPP-based organizations operate at the intersection of public educational 

requirements, private-sector management principles, financial accountability, stakeholder 

expectations, and quality assurance. As a result, the effectiveness of such institutions 

increasingly depends not only on pedagogical leadership but also on the director’s ability to 

manage human, financial, organizational, and technological resources in an integrated and 

strategic manner. 

Contemporary preschool directors are therefore expected to demonstrate a broad range 

of professional competencies. These include strategic planning, decision-making, team 

leadership, communication, conflict management, financial and resource management, digital 

literacy, monitoring, quality assurance, and cooperation with families, local authorities, and 

private partners. The growing complexity of these functions shows that traditional approaches 

to professional development, which often focus mainly on administrative procedures or general 

theoretical knowledge, may no longer be sufficient. Directors require a structured system of 

competence development that connects professional knowledge with practical managerial 

performance, reflective practice, institutional goals, and changing educational demands. 

A competency-based approach provides an appropriate framework for addressing this 

need because it focuses on what managers are able to apply effectively in real professional 

situations rather than only on what they know theoretically. In the context of PPP preschool 

education, managerial competence can be understood as an integrated combination of 

knowledge, practical skills, professional values, personal qualities, and the capacity to make 

contextually appropriate decisions. Such an approach also allows management development to 

be linked with measurable indicators, professional standards, training outcomes, and 

institutional performance. 

The need for a competency-based model is particularly relevant because directors of 

PPP preschool educational organizations must simultaneously ensure educational quality and 
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institutional sustainability. They are required to comply with public regulations while also 

using resources efficiently, responding to parental expectations, maintaining productive 

relationships with private partners, supporting staff development, and introducing innovative 

management practices. These responsibilities demand a management model that is flexible, 

practice-oriented, and responsive to the specific characteristics of the public-private 

partnership environment. 

Despite the increasing importance of PPP in preschool education, the systematic 

development of directors’ managerial competencies remains an area requiring further 

theoretical and practical elaboration. In particular, there is a need to identify the core 

competencies necessary for effective leadership, determine mechanisms for their development, 

and establish how professional training can be organized around competency-based principles. 

Addressing these issues can contribute to strengthening leadership capacity, improving 

organizational effectiveness, and enhancing the overall quality of preschool education. 

Therefore, this article aims to develop and theoretically substantiate a competency-

based model for improving the management skills of directors of public-private partnership 

preschool educational organizations. The proposed model focuses on the integration of 

strategic, organizational, communicative, financial, digital, analytical, and reflective 

competencies and is intended to provide a methodological basis for professional development, 

competency assessment, and the continuous improvement of managerial practice in PPP 

preschool education. 

The quality and sustainability of preschool education depend not only on curriculum, 

infrastructure, and teaching resources but also on the effectiveness of institutional leadership. 

Contemporary research increasingly considers the director of a preschool educational 

organization not merely as an administrator but as an educational leader responsible for 

pedagogical quality, staff development, organizational culture, resource management, and 

cooperation with families and external stakeholders. A review by Douglass (2019) concludes 

that leadership has a central role in improving and sustaining process quality in early childhood 

education and care (ECEC) settings and emphasizes the importance of appropriate preparation 

and continuing professional development for leaders.  

International studies also demonstrate that the responsibilities of preschool leaders are 

multidimensional. OECD evidence from TALIS Starting Strong indicates that ECEC leaders 

divide their time between administrative and pedagogical functions and that stronger 

engagement in pedagogical leadership is associated with staff attitudes and professional 

practices linked to educational quality. Distributed leadership and staff participation in 
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institutional decision-making are likewise associated with greater professional collaboration 

and job satisfaction. These findings suggest that effective preschool management cannot be 

reduced to routine administration; it requires a combination of organizational, pedagogical, 

communicative, and leadership competencies. 

Recent OECD research further strengthens this argument. Findings from TALIS Starting 

Strong 2024 emphasize the importance of leaders' preparation, professional development, 

autonomy, resource conditions, distributed responsibility, support for staff learning, and 

capacity to foster innovation. Leadership development is therefore increasingly viewed as an 

important element of both system quality and workforce stability in preschool education. This 

perspective provides a strong foundation for applying a competency-based approach to the 

professional development of preschool directors. 

Within a competency-based framework, professional effectiveness is understood 

through the integration of knowledge, practical skills, professional values, decision-making 

abilities, and the capacity to perform effectively in authentic workplace situations. For 

preschool directors, this means that managerial development should go beyond theoretical 

knowledge of regulations and administrative procedures. It should include the ability to plan 

strategically, lead teams, allocate resources, resolve problems, communicate with stakeholders, 

use digital technologies, monitor institutional performance, and reflect critically on 

management decisions. Consequently, a competency-based model requires clearly defined 

competency domains, developmental mechanisms, observable indicators, and assessment 

criteria. 

Another important dimension identified in the literature is the relationship between 

leadership and staff development. OECD findings show that leadership practices can shape the 

organizational climate in which educators collaborate, participate in decision-making, develop 

professionally, and implement pedagogical improvements. Leaders themselves also require 

sustained professional support, particularly in areas associated with policy changes, regulatory 

requirements, staff management, and institutional responsibilities. This implies that 

professional development for preschool directors should not be organized as isolated short-

term training but as a continuous process involving workplace learning, mentoring, 

collaborative problem solving, reflection, and feedback. 

The importance of management competence becomes even greater in preschool 

organizations functioning within a public-private partnership model. PPP institutions combine 

public educational objectives with organizational and resource-management mechanisms 

involving private actors. Directors in such settings may therefore be expected to reconcile 
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educational quality with institutional sustainability, regulatory compliance, efficient use of 

resources, accountability, stakeholder communication, and partnership coordination. This 

institutional complexity makes strategic management, financial literacy, negotiation, risk 

management, and stakeholder engagement particularly important components of managerial 

competence. 

The governance dimension is also relevant. UNICEF emphasizes that improving the 

quality of early childhood education requires attention to governance, monitoring, evaluation, 

accessibility, and institutional quality mechanisms. In a PPP environment, these dimensions 

require directors to work across organizational boundaries and maintain accountability to 

several groups simultaneously, including public authorities, private partners, teaching staff, 

parents, and local communities. Accordingly, leadership effectiveness depends increasingly on 

the director's capacity to integrate pedagogical and managerial objectives rather than treating 

them as separate domains. 

Digital competence has also become an important component of preschool leadership. 

Contemporary educational management requires directors to use digital tools for 

documentation, communication, monitoring, staff coordination, professional learning, and 

institutional decision-making. In Uzbekistan, preschool reforms have included new quality-

assurance mechanisms, alternative service-delivery models, curriculum renewal, teacher 

support, and digital solutions for children, parents, and educators. These developments 

increase the need for preschool directors who are able not only to operate digital technologies 

but also to integrate them strategically into organizational management. 

The Uzbek context is particularly significant for the present study because preschool 

education has undergone substantial expansion and institutional transformation. UNICEF 

reports that preschool enrolment in Uzbekistan increased from below 30% in 2017 to more 

than 75% in 2025, alongside reforms involving policies, quality-assurance mechanisms, 

curriculum development, teacher support, and alternative models of preschool provision. As 

access expands and organizational models diversify, the competencies required of preschool 

directors become correspondingly more complex. Quantitative expansion therefore needs to 

be accompanied by the systematic development of leadership capacity if quality is to be 

maintained. 

The reviewed literature indicates several major competency domains relevant to the 

management of PPP preschool educational organizations: strategic and organizational 

competence; pedagogical leadership; human-resource and team-management competence; 

communicative and stakeholder-management competence; financial and resource-
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management competence; digital competence; quality-assurance and analytical competence; 

and reflective professional competence. These domains are interconnected rather than 

independent. Strategic decisions influence resource allocation; staff leadership affects 

pedagogical quality; stakeholder communication affects institutional trust; and monitoring 

provides evidence for further managerial decisions. 

However, an important gap remains. Much of the existing literature considers ECEC 

leadership, professional development, governance, or organizational quality separately. There 

is comparatively less attention to an integrated competency-based model specifically designed 

for directors working within public-private partnership preschool education, where 

pedagogical leadership must coexist with financial, contractual, regulatory, and partnership-

related responsibilities. This creates a need for a model that identifies the specific competencies 

required in PPP settings and connects them with appropriate professional-development 

mechanisms and measurable performance indicators. 

Therefore, the present study builds on existing research on ECEC leadership and 

competency development while extending it to the specific organizational conditions of public-

private partnership preschool education. The proposed model conceptualizes managerial 

competence as an integrated professional capacity developed through the interaction of 

knowledge, practical experience, leadership skills, reflection, and continuous learning. It seeks 

to provide a systematic framework for strengthening directors' ability to ensure educational 

quality, manage institutional resources, develop staff capacity, cooperate with stakeholders, 

and respond effectively to the changing demands of preschool education. 

Materials and Methods. This study employed a qualitative and model-development 

research design to formulate a competency-based framework for strengthening the 

management skills of directors of preschool educational organizations operating under public-

private partnership arrangements. The methodological approach combined theoretical 

analysis, competency mapping, comparative analysis, and structural modelling in order to 

identify the managerial capacities required for effective leadership in PPP-based preschool 

education. 

The materials of the study included scholarly literature on educational leadership, 

preschool management, competency-based professional development, public-private 

partnership mechanisms, organizational effectiveness, quality assurance, and professional 

development of education managers. Regulatory and methodological documents related to 

preschool education management and institutional governance were also considered where 

relevant to the conceptualization of directors’ professional responsibilities. These materials 
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were used to determine the major functions, challenges, and competency requirements 

associated with the management of PPP preschool institutions. 

A systematic conceptual analysis was conducted to identify recurring dimensions of 

managerial competence. The identified competencies were grouped into several 

interconnected domains: strategic and organizational management, communication and 

leadership, financial and resource management, digital competence, quality assurance, 

stakeholder collaboration, decision-making, and reflective professional development. 

Particular attention was paid to competencies that distinguish PPP-based preschool 

management from conventional administrative leadership, including the ability to coordinate 

public and private interests, manage resources efficiently, maintain accountability, and sustain 

cooperation with multiple stakeholders. 

Comparative analysis was used to examine differences between traditional 

administrative approaches and competency-based management development. This made it 

possible to shift the focus from formal managerial functions and knowledge acquisition toward 

observable professional performance, problem-solving ability, adaptability, and context-

sensitive decision-making. 

Based on the results of the theoretical and comparative analyses, a competency-based 

model was constructed. The model consists of four interrelated components: a target 

component, defining the goals and expected outcomes of managerial development; a content 

component, identifying the core management competencies; a process component, describing 

professional development mechanisms such as training, mentoring, case analysis, reflective 

practice, and workplace-based learning; and an evaluation component, providing criteria and 

indicators for assessing competency development. 

The study also applied structural-functional modelling to determine the relationships 

between the components of the proposed model. The model assumes that management 

competence develops progressively through the integration of theoretical knowledge, practical 

application, professional reflection, and continuous feedback. Competency development is 

therefore viewed as an ongoing process rather than a one-time training outcome. 

For analytical purposes, the effectiveness of the proposed model was considered 

through three competency levels: basic, developing, and advanced. These levels reflect 

directors’ ability to understand managerial principles, apply them in routine professional 

situations, and independently manage complex institutional challenges in PPP settings. 

The methodology was designed to provide a conceptual basis for future empirical 

validation of the model. Subsequent studies may test the proposed framework through 
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questionnaires, interviews, observation, expert assessment, and pre- and post-training 

evaluation among directors of PPP preschool educational organizations. Such empirical 

application would allow the model’s diagnostic criteria, developmental mechanisms, and 

practical effectiveness to be further refined. 

Results and Discussion. The analysis of the theoretical literature, competency 

requirements, and managerial functions of directors of public-private partnership (PPP) 

preschool educational organizations made it possible to develop a competency-based model 

structured around interconnected managerial domains. The results indicate that the 

effectiveness of a PPP preschool director cannot be explained by administrative knowledge 

alone. Effective management requires the integration of strategic, organizational, 

communicative, financial, digital, analytical, and reflective competencies. 

Since no empirical dataset has yet been provided for this study, the numerical values in 

Tables 2–4 below are illustrative examples showing how the proposed model can be 

empirically presented after data collection. They should be replaced with actual results 

obtained from directors participating in the study. 

1. Structure of the Proposed Competency-Based Model 

The proposed model consists of four interconnected components: target, content, 

process, and evaluation components. These components describe what should be developed, 

which competencies should be prioritized, how professional development should be organized, 

and how progress should be evaluated. 

Figure 1. Competency-Based Model for Developing the Management Skills of PPP 

Preschool Directors 

                    TARGET COMPONENT 

                           │ 

                           ▼ 

        Improvement of managerial effectiveness 

          and quality of preschool governance 

                           │ 

                           ▼ 

                    CONTENT COMPONENT 

                           │ 

        ┌──────────────────┼──────────────────┐ 

        │                  │                  │ 

        ▼                  ▼                  ▼ 
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   Strategic         Leadership &        Financial & 

  competence        communication        resource 

                                        competence 

        │                  │                  │ 

        ├──────────────┬───┴───────┬─────────┤ 

        ▼              ▼           ▼         ▼ 

     Digital        Quality     Stakeholder  Reflective 

   competence      assurance    cooperation  competence 

        │              │           │         │ 

        └──────────────┴─────┬─────┴─────────┘ 

                             ▼ 

                     PROCESS COMPONENT 

                             │ 

       Training → Mentoring → Case analysis 

             → Coaching → Reflective practice 

                             │ 

                             ▼ 

                   EVALUATION COMPONENT 

                             │ 

          Criteria → Indicators → Levels 

                             │ 

                             ▼ 

      BASIC → DEVELOPING → ADVANCED LEVEL 

                             │ 

                             ▼ 

             EFFECTIVE PPP PRESCHOOL 

                  MANAGEMENT 

The model demonstrates that competency development should be considered as a 

continuous cycle rather than a single training intervention. Professional learning begins with 

the diagnosis of managerial needs, continues through targeted professional development 

activities, and is followed by assessment, reflection, and further improvement. 

2. Core Management Competencies Identified 

Eight competency domains were identified as particularly important for directors 

working in PPP preschool education. 
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Table 1. Core Competencies of Directors of PPP Preschool Educational 

Organizations 

Competency domain Main content 
Expected managerial 

outcome 

Strategic management 
Goal setting, institutional planning, 

risk analysis 

Sustainable institutional 

development 

Organizational 

competence 

Coordination, delegation, workflow 

management 

Efficient institutional 

functioning 

Leadership and 

communication 

Team leadership, motivation, conflict 

resolution 

Positive organizational 

climate 

Financial and resource 

management 

Budgeting, resource allocation, cost 

awareness 

Efficient use of available 

resources 

Digital competence 
Digital communication, monitoring, 

documentation 

Data-informed and efficient 

management 

Quality assurance 
Monitoring, evaluation, performance 

analysis 

Continuous improvement of 

educational quality 

Stakeholder cooperation 
Partnership with parents, public 

authorities and private partners 

Strong institutional 

collaboration 

Reflective competence 
Self-evaluation, professional learning, 

corrective action 

Continuous managerial 

development 

The findings suggest that these competencies function as an integrated system. For 

example, strategic management is closely associated with financial decision-making; quality 

assurance requires digital and analytical skills; and stakeholder cooperation depends on 

leadership and communication competence. 

This interconnected nature supports the argument that managerial development 

programs should not treat competencies as isolated skills. A director may possess strong 

administrative knowledge but still experience difficulties if communication, financial decision-

making, or reflective capacities remain underdeveloped. 

3. Hypothetical Diagnostic Assessment of Management Competencies 

To evaluate the model empirically, directors may be assessed through questionnaires, 

expert evaluation, self-assessment, case-based tasks, and structured observation. 

A five-point scale can be used: 
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1 = very low, 2 = low, 3 = moderate, 4 = high, 5 = very high. 

An example of the possible diagnostic structure is presented below. 

Table 2. Illustrative Initial Assessment of Directors' Management Competencies 

Competency Mean score Level 

Strategic management 3.10 Moderate 

Organizational management 3.42 Moderate 

Leadership and communication 3.68 High 

Financial and resource management 2.71 Moderate/low 

Digital competence 2.84 Moderate 

Quality assurance 3.05 Moderate 

Stakeholder cooperation 3.59 High 

Reflective competence 2.93 Moderate 

Overall mean 3.17 Moderate 

Note: The figures are illustrative and are not empirical findings. 

The hypothetical diagnostic profile indicates that directors may demonstrate 

comparatively stronger competence in communication and stakeholder cooperation while 

experiencing greater difficulties in financial management, digital leadership, quality assurance, 

and systematic reflection. 

Such a pattern would be understandable within PPP preschool education. Directors 

frequently interact with parents, staff, and local stakeholders and therefore develop 

communication skills through daily professional experience. Financial planning, data-based 

monitoring, digital administration, and strategic evaluation, however, often require more 

specialized professional preparation. 

Figure 2. Example Competency Profile Before Professional Development 

Strategic management          ███████████████         3.10 

Organizational management     █████████████████       3.42 

Leadership/communication      ██████████████████      3.68 

Financial management          █████████████           2.71 

Digital competence            ██████████████          2.84 

Quality assurance             ███████████████         3.05 
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Stakeholder cooperation       ██████████████████      3.59 

Reflective competence         ██████████████          2.93 

 

                              1     2     3     4     5 

                              Low      Moderate      High 

The diagnostic profile enables professional development to be differentiated. Instead of 

offering identical training to every director, training modules can focus on identified 

competency gaps. 

4. Professional Development Mechanisms within the Model 

The process component of the model includes several professional development 

mechanisms. 

Table 3. Professional Development Mechanisms and Targeted Competencies 

Development 

mechanism 

Competencies primarily 

developed 
Example activity 

Training workshops Strategic, financial, digital 
Developing a three-year institutional 

plan 

Case-based learning 
Decision-making, problem 

solving 

Resolving staff or resource-management 

cases 

Mentoring 
Leadership, reflective 

competence 

Experienced director supports a newly 

appointed director 

Coaching 
Individual managerial 

performance 
Personal leadership improvement plan 

Peer learning 
Communication, 

collaboration 

Directors jointly analyse management 

problems 

Simulation 
Financial and crisis 

management 

Budget allocation or emergency-

response scenario 

Digital learning Digital management 
Using electronic monitoring and 

reporting tools 

Reflective practice 
Self-assessment and 

improvement 

Management diary and monthly 

reflection 

The inclusion of practice-oriented methods is particularly important. Traditional 

professional development may provide directors with information about regulations and 
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administrative procedures but may not necessarily improve their ability to act in difficult 

managerial situations. 

Case-based learning, mentoring, coaching, and simulations can help connect theoretical 

knowledge with authentic workplace problems. 

________________________________________ 

5. Example of Pre- and Post-Intervention Results 

If the model is experimentally implemented, its effectiveness can be evaluated by 

comparing competence levels before and after professional development. 

For example, an experimental study might involve directors completing a competency 

assessment before and after a structured training program. 

Table 4. Illustrative Changes in Competency Scores Following Model 

Implementation 

Competency Pre-test Post-test Difference 

Strategic management 3.10 4.12 +1.02 

Organizational management 3.42 4.21 +0.79 

Leadership and communication 3.68 4.38 +0.70 

Financial and resource management 2.71 3.94 +1.23 

Digital competence 2.84 4.08 +1.24 

Quality assurance 3.05 4.17 +1.12 

Stakeholder cooperation 3.59 4.34 +0.75 

Reflective competence 2.93 4.15 +1.22 

Overall mean 3.17 4.17 +1.00 

Note: These values are provided solely as an example of how actual empirical findings may 

be reported. 

The hypothetical results demonstrate the type of change expected from the competency-

based intervention. The largest improvements occur in digital competence, financial 

management, reflective competence, and quality assurance, which are also the areas that may 

initially demonstrate the greatest developmental needs. 

Figure 3. Example Comparison of Competency Levels 

                       BEFORE       AFTER 

Strategic              ██████        ████████  

Organizational         ███████       ████████  
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Leadership             ███████       █████████  

Financial              █████         ████████  

Digital                ██████        ████████  

Quality assurance      ██████        ████████  

Stakeholder relations  ███████       █████████  

Reflective             ██████        ████████  

 The comparison illustrates how competency-based professional development may shift 

directors from a mainly moderate level toward an advanced managerial level. 

6. Competency Development Levels 

Three levels are proposed for evaluating directors' professional development: basic, 

developing, and advanced. 

Table 5. Criteria for Assessing Management Competency Levels 

Level Characteristics 

Basic 
Director understands essential managerial principles but requires guidance in 

complex decision-making and strategic planning. 

Developing 

Director independently manages routine processes, applies modern methods, 

and demonstrates problem-solving ability but requires further development in 

complex situations. 

Advanced 

Director demonstrates strategic thinking, independently manages complex 

situations, effectively coordinates stakeholders, uses data for decision-making, 

and continuously reflects on professional practice. 

 

The level-based approach is significant because managerial competence develops 

progressively. A director should not be classified simply as "competent" or "incompetent." 

Instead, competence should be viewed as a developmental continuum. 

________________________________________ 

7. Interaction between Competencies 

One of the central results of the theoretical modelling is the identification of 

relationships among individual competency domains. 

Figure 4. Interaction of Management Competencies 

                   STRATEGIC COMPETENCE 

                           │ 

                ┌──────────┴──────────┐ 



http://mentaljournal-jspu.uz/index.php/mesmj/index  43 

 

                ▼                     ▼ 

      ORGANIZATIONAL             FINANCIAL & 

       MANAGEMENT             RESOURCE MANAGEMENT 

                │                     │ 

                └──────────┬──────────┘ 

                           ▼ 

                    QUALITY ASSURANCE 

                           │ 

             ┌─────────────┼─────────────┐ 

             ▼             ▼             ▼ 

        LEADERSHIP      DIGITAL      STAKEHOLDER 

                       COMPETENCE     COOPERATION 

             └─────────────┬─────────────┘ 

                           ▼ 

                  REFLECTIVE PRACTICE 

                           │ 

                           ▼ 

                CONTINUOUS IMPROVEMENT 

 The diagram emphasizes that improvement in one domain can contribute to 

development in others. For instance, digital competence facilitates monitoring and quality 

assurance, while reflective competence supports more effective strategic decision-making. 

Discussion. The proposed competency-based model represents a shift from an 

administrative understanding of preschool management toward a broader conception of 

educational leadership. In traditional administrative models, directors are primarily expected 

to ensure compliance, complete documentation, supervise staff, and implement instructions. In 

contrast, the competency-based model views the director as a strategic leader, organizational 

developer, resource manager, communicator, quality controller, and reflective professional. 

This distinction is especially important within public-private partnership preschool 

institutions. PPP organizations operate under conditions in which directors must coordinate 

educational priorities with organizational sustainability. They may interact simultaneously 

with government bodies, private partners, staff, parents, and local communities. Consequently, 

management decisions frequently involve multiple interests and require greater flexibility than 

conventional administrative routines. 
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The proposed model therefore places particular emphasis on strategic management and 

stakeholder competence. A director should not merely respond to current institutional 

problems but should be capable of anticipating future needs, setting measurable objectives, 

identifying risks, and mobilizing resources. 

Another significant component is financial and resource-management competence. 

Preschool directors working in PPP settings need at least a functional understanding of 

budgeting, resource allocation, cost-effectiveness, accountability, and institutional 

sustainability. Although financial decisions may involve specialized staff, directors remain 

responsible for ensuring that educational priorities are adequately supported by organizational 

resources. 

Digital competence also represents an increasingly important dimension of modern 

preschool management. Digital tools can support documentation, communication, monitoring, 

attendance management, staff coordination, parent engagement, and institutional analysis. 

Digital competence should therefore be interpreted not simply as the ability to use technology 

but as the ability to select and apply digital tools strategically for management purposes. 

The results of the conceptual analysis further indicate that quality assurance should 

occupy a central position in the management model. Effective directors need to use evidence 

when evaluating staff performance, educational processes, parent satisfaction, resource use, 

and institutional development. Monitoring should therefore be connected with decision-

making rather than functioning merely as a reporting requirement. 

A further finding concerns the significance of reflective competence. Management 

decisions in preschool education are highly contextual, and predetermined administrative rules 

cannot provide solutions to every professional situation. Directors need to critically analyse 

their decisions, evaluate their consequences, identify weaknesses, and modify their practice. 

Reflective competence therefore connects professional experience with continuous managerial 

learning. 

9. Traditional versus Competency-Based Management Development 

Table 6. Comparison of Traditional and Competency-Based Approaches 

Traditional approach Competency-based approach 

Focus on administrative knowledge Focus on professional performance 

Uniform professional development Needs-based development 

Lecture-based training Practice-oriented learning 
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Traditional approach Competency-based approach 

Director as administrator Director as strategic leader 

Knowledge assessed Knowledge, skills and performance assessed 

Short-term training Continuous professional development 

Individual responsibility Collaborative and distributed leadership 

Compliance-oriented monitoring Improvement-oriented quality assurance 

This comparison demonstrates that the proposed model does not reject administrative 

knowledge. Rather, it incorporates administrative knowledge into a broader set of professional 

competencies required for contemporary preschool leadership. 

10. Expected Institutional Outcomes 

The implementation of the proposed model is expected to produce effects not only at the 

level of the individual director but also at institutional level. 

Figure 5. From Director Competence to Preschool Quality 

          MANAGEMENT COMPETENCY DEVELOPMENT 

                         │ 

                         ▼ 

                STRONGER LEADERSHIP 

                         │ 

           ┌─────────────┼─────────────┐ 

           ▼             ▼             ▼ 

     Better staff    Efficient      Effective 

      management     resources     partnerships 

           │             │             │ 

           └─────────────┼─────────────┘ 

                         ▼ 

                  BETTER GOVERNANCE 

                         │ 

                         ▼ 

            IMPROVED EDUCATIONAL QUALITY 

                         │ 

                         ▼ 

       SUSTAINABLE PPP PRESCHOOL DEVELOPMENT 
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The central assumption of the model is therefore: 

Management competency → effective leadership → improved institutional processes → 

higher quality and sustainability of preschool education. 

The results of the model-development process suggest that managerial competence in 

PPP preschool education should be conceptualized as an integrated professional construct 

rather than a set of separate administrative skills. Strategic, organizational, communicative, 

financial, digital, analytical, and reflective capacities interact continuously in real management 

practice. 

The proposed model offers three main contributions. First, it defines the core 

competencies required for directors of PPP preschool educational organizations. Second, it 

connects these competencies with specific professional-development mechanisms. Third, it 

provides criteria and developmental levels that can be used to assess progress. 

The model can consequently serve as a foundation for designing professional 

development programs, diagnostic instruments, certification mechanisms, mentoring systems, 

and competency assessment frameworks for directors of PPP preschool institutions. 

Future empirical research should test the model with directors from different regions 

and organizational contexts. A particularly strong research design would involve an 

experimental and control group, pre- and post-intervention competency assessments, expert 

evaluations, and statistical comparison of changes. Such evidence would make it possible to 

determine not only whether directors perceive improvement but also whether the model 

produces statistically and practically significant changes in managerial performance. 

Conclusion. This study has developed a competency-based model for strengthening the 

management skills of directors of preschool educational organizations operating within public-

private partnership frameworks. The findings indicate that effective leadership in PPP 

preschool education requires more than administrative knowledge and compliance with 

institutional regulations. Directors need an integrated set of strategic, organizational, 

communicative, financial, digital, analytical, stakeholder-management, and reflective 

competencies that enable them to respond effectively to the complex demands of contemporary 

preschool governance. 

The proposed model integrates four interrelated components: target, content, process, 

and evaluation. Its main strength lies in connecting clearly defined managerial competencies 

with practical professional development mechanisms, including training, mentoring, coaching, 

case-based learning, digital learning, peer collaboration, and reflective practice. The model also 

introduces a developmental assessment framework based on basic, developing, and advanced 
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competency levels, making it possible to diagnose professional needs and monitor managerial 

growth systematically. 

The analysis further demonstrates that management competencies should not be 

developed in isolation. Strategic planning is closely related to financial and resource 

management; digital competence supports monitoring and quality assurance; leadership 

competence strengthens staff motivation and stakeholder cooperation; and reflective practice 

contributes to continuous professional improvement. Therefore, professional development 

programs for PPP preschool directors should be comprehensive, practice-oriented, and 

responsive to the specific organizational context in which directors work. 

A competency-based approach can contribute to stronger institutional governance, 

more efficient use of resources, improved staff management, better cooperation with families 

and public and private partners, and more systematic quality assurance. In this respect, 

developing directors’ managerial competencies should be regarded as an important condition 

for ensuring both the sustainability of public-private partnership mechanisms and the quality 

of preschool educational services. 

The proposed model provides a conceptual and methodological foundation for designing 

training programs, diagnostic tools, professional standards, mentoring systems, and 

competency assessment mechanisms for preschool directors. Further empirical research 

should validate the model through experimental implementation, pre- and post-intervention 

assessment, expert evaluation, observation, and statistical analysis across different types of 

PPP preschool organizations. 

Overall, the study concludes that the effectiveness of public-private partnership 

preschool education is closely associated with the professional capacity of its leaders. 

Systematic development of directors’ management competencies can transform the director 

from a primarily administrative manager into a strategic educational leader capable of ensuring 

institutional effectiveness, educational quality, innovation, accountability, and sustainable 

development. 
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