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ABSTRACT 

Teacher training has an effective role in the professional development of the 

newly inducted school educators. This study was designed to measure the 

effectiveness of induction training for elementary teachers in Punjab. The research 

objectives were to find out the effectiveness of induction training and develop a 

follow-up mechanism of the elementary teachers in Punjab. Explanatory mix-method 

research design was used to explore the effectiveness of the induction training, where 

quantitative data and qualitative data for an in-depth exploration of the study. 

All teachers who received induction training in 2018 were taken as the 

population. There are 5,096 elementary teachers in Punjab who received induction 

training in 2018. This study was conducted in three phases. First phase was 

quantitative in nature and the first step was to analyze the effectiveness of induction 

training through teachers’ scores at pre and post-test conducted by the training 

administration. Sampled teachers were further asked to fill a questionnaire regarding 

the effectiveness of the induction training. The self-developed questionnaire was 

validated by the experts and piloted; the reliability coefficient was .86. Multistage 

sampling was used to select the sample for the first phase. Out of these 36 districts, 

four districts were selected randomly and from each of these four districts, 100 

teachers were selected. Thus, 400 teachers were selected for the first phase of the 

study.  

 The second phase of the study was qualitative in nature. Six novice teachers 

from each of already four selected districts were invited to participate in the study. 

Simple random sampling technique was used to select the participants. In this way, 24 

teachers were selected. The head teachers of the schools where these 24 teachers are 

posted were also requested to participate in the study. Two separate interview 
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protocols were developed to collect the data for this phase. A follow-up mechanism 

was developed based on the findings of the first and second phases of the study.  

In the third phase of the study, experts were selected for validation of the 

proposed follow-up mechanism. Purposive sampling technique was used to select 15 

experts.  

 In the first step, the effectiveness was measured through pre and post-test. It 

was measured by mean percentage scores. There is a significant difference between 

mean percentage scores of pre and post-tests. Further, the survey results indicated that 

majority of the teachers think that the induction training was aligned with their 

professional needs. Further, according to the respondents, effectiveness of training 

can directly be facilitated by trainee’s awareness of objectives of training courses, 

training design and application of training, skills and knowledge in schools.  

The second phase of the study was to investigate the practices of the newly 

inducted teachers. An observation protocol was used to observe classroom practices 

of the sampled teachers. Only few teachers planned their lesson and followed all the 

steps.  As concerned with assessment techniques, majority of the teachers did not 

mentor and support students’ in homework and understanding, with no feedback on 

students’ assignments. The respective head teachers were also involved in the study. 

A semi-structured interview was developed for the head teachers. Head teachers 

shared 41 types of issues faced by novice teachers. According to head teachers most 

of new teachers behave professionally. Half of the teachers showed organized 

behavior and self-confidence. Rules and regulations were followed by the majority of 

the teachers. All teachers were involved in decision making process of regarding 

school matters. It was explored that newly inducted teachers take part in generating 

new ideas and teachers were expert in organizing school functions.  
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It is recommended that more support should be provided to the teachers after 

training, classes should be frequently observed, and they should be provided proper 

feedback of the observed lesson. On the basis of the findings of the study, a follow-up 

mechanism was developed for the elementary school teachers in Punjab. The follow-

up mechanism was validated by experts having induction training experience.   
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CHAPTER I 

INTRODUCTION 

Education is an essential element to form a well-organized society. For 

developing countries, education is perhaps the only hope for the recovery of their failing 

societies. Majority of social evils can be eliminated through quality education and living 

standard of the people can be raised through it as well. Education plays a dynamic role 

in understanding and contributing in the progress of every nation. Education has been 

a tool for transmitting cultural values, religious duties, moral obligations and social 

responsibilities for centuries by shaping personality of the individuals  (Quennerstedt, 

2019). 

It fulfills the present and the future needs of every society. It is usually said that 

the buildings, roads and bridges are not standard to measures the progress of a nation 

but the educational standards. Education gives a precise system to a nation. It is difficult 

for a nation to develop without a proper education system. Education is meant not only 

to prepare for essential skills of earning a livelihood but also to create awareness for 

social adjustment. That is why almost all the well-known educators have strongly 

agreed that education is the pillar on which the whole nation is a feature  (Abass, 2019). 

1.1 Background and Importance of the Study 

The education system can only be flourishing if students are provided quality 

education, which relies on the quality of its teachers. The success levels of students can 

be enhanced by providing a positive classroom learning environment, which an active 

teacher can ensure by implementing and relating many strategies. The role of teachers 

is significant and valuable in the provision of quality education and making students’ 

lives amazing by setting conducive environment (Rizwan & Masrur, 2019). 
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It is a multi-dimensional idea to improve the quality in education with many 

mechanisms (Sallis & Jones, 2013). It provides the required driving force for a nation 

to retain and improve its place in the comity of nations. The trends in the modern 

education system are universally showed that new approaches, methods and solution to 

problems that may arise in the education of any nation are vital to avoid the failure of 

that education system. 

Quality is meeting and exceeding customer requirements, it is constantly 

improving and recognition of any process, it is leadership, teamwork, measurement and 

systematic way of solving problem in any field (Brucaj, 2014). There is no single 

description of quality in education, nor is there any consensus regarding appropriate 

approach to persuading and managing quality in education. It can be defined in terms 

of priority, right, and value for money and fitness of the purpose (Brucaj, 2014).  

Teachers are not only responsible for delivering knowledge to the students but 

also shaping them into a better citizen of the country. They are answerable for providing 

formal and informal activities for students to enhance learning. The level of teacher 

comprehension is a source of knowledge and capability for students; So many factors 

influence teacher’s ability such as improper recruitment, bad working environment and 

improper training activities which has negatively impact novice teachers’ teaching 

(Khan & Aleem, 2014).  

However, the quality of education provided by institutions may vary depending 

on a number of factors, the teaching system, the quality of the programs, the quality of 

educators, and the learning environment under which the education is being provided 

Therefore, a selection process has to be followed in which expert leaders have to 

separate the average ones from the good ones only. Furthermore, regardless of the 

environment in which the teaching is conducted, does it not meet this standard in order 



3 

to be considered conducive to learning? After all, how does a particular institution cater 

to the diversity of its students? The facilities described earlier can be said to be the ones 

that provide quality education to the admitted students (Thangeda & Baratiseng, 2016).  

The major challenge is to select persons with good teaching aptitude and then 

refine their teaching skills through training. The selection of a teacher should be based 

on their educational background, experience and teaching certification and their 

classroom teaching is mandatory to be evaluated in practical way to check outcomes, 

proficiency, and responsibility. Teachers need proper time to reflect or rebuild their 

thinking to develop a strong pedagogical relation between theory and practice (Maynes, 

Hatt, & Mottonen, 2019).  

But the question is how to uncover and prepare them. In Pakistan, teachers’ 

services are confirmed after a certain time witho ut considering their performance 

during the probation period. Teachers in Punjab get a permanent position after a three-

year probationary period; almost everyone is confirmed without measuring one’s 

performance. Then the solution is to give them intensive training and to motivate new 

educators to be better teachers (Cranston et al.,2012). 

Effective teacher training is an on-going process which needs a hand on practice 

and proper feedback and makes available suitable time and follow-up support. Fruitful 

induction training implicates teachers in learning activities that can be easily performed 

with students in actual classroom setting and inspire the progress of newly inducted 

teachers. There is increasing attentiveness in emerging schools as learning societies and 

introducing new ways for teachers to share their proficiency and practice more steadily 

with other national and international school Organization of Economic Co-Operation 

and Development (OECD, 2016).  
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In any institution, training should categorically be an essential part of the newly 

recruited elementry school teachers. Training helps beginner teachers to learn and 

adjust in new environment and play their due role. Induction training is the process of 

bridging the gap between theoretical knowledge (extended during teacher preparation) 

with the actual settings of  classroom teaching. Training alternatively is the procedure 

of constructing specific talents essential to carry out the teaching profession. Training 

results in visible improvement in teachers' performance and provide them with the 

required support to adjust to the live school environment (Finefter, 2016).  

Teacher training mainly focuses on teaching techniques and methodologies, 

pedagogical skills and practices. Favorable environment, teamwork and motivation can 

improve teaching objectives. Creating sustainable knowledge and creating a Teaching 

Plan (Burns, 2015 ). The number of teachers is very big, then how we can modify 

training? Almost 80,000 teachers are inducted in the government sector during the last 

ten years. Conventional training program in Pakistan was common. Professional 

development covers the pedagogical training skills, knowledge acquisitions, 

competency of all-important accepts of the effectiveness of training (Manqele, 2017). 

Induction training is a process to train newly recruited elementary school 

teachers for improving their capacity, enhance their knowledge, and teach them 

necessary pedagogical skills for achieving their everyday jobs in a successful way. 

Induction approaches and procedures are there to enhance the basic philosophies 

of teaching skills. The theory of induction training of newly inducted teachers has 

been to predate the problems; a newly inducted teacher will be facing during the 

first few years of induction and tried to provide them with material and knowledge. 

The retention of teachers in the profession is based on how skillful and quicker 

they are (Gill, 2010). 



5 

Effectiveness of newly inducted teachers must be built on curricular and 

instructional approaches that have a high possibility of heart-rending student learning, 

and students’ ability to learn and processes of teacher learning were promoted through 

the professional learning experience (Joyce & Showers, 2002).  

Improvement in teaching and the betterment of students’ learning are good 

indicators to identify the effectiveness of induction training of elementary teachers. 

With this reference, Guskey (2000) explains that the vital objective of teachers training 

always sorts profound instructors' information and pedagogics. Bottomless knowledge 

resolves towards successful training and eventually tip to enhanced pupil knowledge. 

Important indicators for effective teacher induction training are induction training  (ii)  

real-time need analysis training and imparting in-service training with the scheduled 

intervals state that effectiveness of teacher training emphasizes the requirements of the 

newly inducted teachers by accompanying organized need-based training United 

Nations Educational,Scientifc and Cultural Organiztion (UNESCO, 2011).  

The National Educational Policy (1998-2010) and (2017-2025) has highlighted 

several issues like obsolete modules of training, design of training, teachers 

overburdened, Non-expediency of induction training and lack of professional 

development duration certification, insufficient finance and some other issues which 

our education system faced (Government of Pakistan, 2017). Quaid-e-Azam Academy 

for Educational Development (QAED) heretofore named as Directorate of Staff 

Development (DSD) was restructured with redefined responsibilities and roles. It is 

only instituted for coordinated training programs for teacher professional development. 

The vision of QAED is to improve a knowledgeable, dedicated, inspired, skilled and 

uprightly sound team of education staffs to make sure the transfer of top-quality 

education to the all public schools of the Punjab (QAED, 2018).  
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The more important feature of student’s achievement depends upon an 

inspirational and informal teacher. The best teacher preparation program is 

emphasizing on mastery of subject matter knowledge, giving opportunities in real-life 

situation under the guidance of experienced mentor. Induction programs focus on 

learning through investigating case studies, learning by doing, attending and providing 

quality of time to apply their knowledge in the situation of teaching a certifiable 

classroom (Vega, 2015).   

  In recent times, the focus of every nation is on the provision of quality 

education to her students. It is frankly recognized that the quality of education we are 

providing to our students in Pakistan is relatively poor (Andrabi, Khan, Khan, & 

Naseer, 2014). It is a fact that students in both types of schools perform differently in 

the learning standards, which requires good motivated potential teachers (Orr, 2014).  

It means we need to be ‘selective’ in searching good potential teachers because 

of a teacher matters in the life of students. The selection of a teacher should be on the 

basis of their educational background, experience and teacher’s certification. One way 

to increase teacher quality is through teacher certification program to ensure that 

teachers have sufficient competencies required for teaching. Researchers have 

documented significant social and economic value generated by high quality teachers 

(Kusumawardhani, 2017). 

Now the question is that will the trained teacher delivered better? In Punjab the 

teacher of the public sector is a big client. It is challenging to deal with, the need for 

standardization and need to customize the training. Is it possible to eliminate to those 

teachers who have poor teaching skills by using different measures? The Identification 

of good teachers is possible after two to three years of Induction (Maynes & Hatt, 2015). 

Teachers in Punjab get a permanent position after a three-year probationary period; 
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almost everyone is confirmed without measuring their performance. Then the solution 

is to give them intensive training to motivate new educators to be better teachers 

(Cranston, 2012). 

Training is the acquisition of knowledge and pedagogical skill and training 

helps to enhance the strength of teachers and affecting their profession. It is an attempt 

to transform knowledge, skill positive attitude and learning abilities. These skills and 

attributes help to achieve effective performance. As a result, training is the main activity 

for any teacher to bring changes to improve their teaching skills (Buckley & Caple, 

2009)  

Teacher training mainly focuses on teaching techniques, methodologies and 

pedagogical skills. The conducive learning environment, teamwork and motivation 

may improve the teaching skills. Training has a leading impact when it is modified to 

the individual needs of the beneficiary (Schultz, 1961). With more number of teachers 

it is difficult to modify trainings? Almost 800,000 teachers are inducted in the 

government sector from last ten years. Teachers are asked to undergo induction training 

when they joined the teaching profession and training at this phase still remains quite 

reliable (Kostoulas-Makrakis, 2010). 

For the improvement of teaching and learning process, teachers need 

professional development trainings to keep well-informed with the modern 

developments (Doyran, 2012). Because of globalization, there is a rapid change in ways 

of living and work, internationalization of all field and new technological advancements 

and educational advancement (Goren & Yemini, 2017). International policies also need 

a rapid change in societal skills and highlight curricular collaboration and identify in 

the 21st century. Creativeness and innovation, communication, and collaboration are 

initiatives in policy documents around the world (Karlsen & Lockhart-Pedersen, 2019). 
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Every year, millions are invested in teacher professional development (PD) and 

a border regulatory system designed to improve teaching quality. It is designed to 

ensure that teachers are involved in professional learning activities (Gore, et al., 2017).  

It is based on observing the quality of teachers through classroom Practice Guide  

(Miller, 2019). According to Mason and Schroeder (2010) Quaid-e-Azam Academy for 

Educational Development, a training organization and training executed body is 

struggling hard to enhance teachers' teaching skills. Developed material of training 

specially designed for acquiring the target and preserving the balance between 

execution for evaluation (Anderson et al., 2004; Strawhecker et al., 2008). 

A lot of troubles are facing by our education system in which one of them is 

nonprofessional teachers. Non-expediency of induction training, lack of professional 

development duration certification, insufficient finance, and some other issues (GOP, 

2017). Professional development covers the pedagogical skills, knowledge and 

competency of all-important concepts of training (Manqele, 2017).  

The success of the teacher training depends on positive learning environment, 

training content, training design, training assessment, physical facilities. The teacher 

training is not sustainable because there is no proper follow mechanism to assess the 

results of training imparted to the teachers, there is a need for the development of 

follow-up mechanism to sustain the impact of teacher training (Secer, 2010). 

The purpose of the academies is to provide quality training (Akalu, 2016) to 

achieve high standards. Furthermore, the research emphasizes this understanding, 

changing just as quality (Cheng, 2003; Akalu, 2016) as in their education. There is a 

scholarly debate on the importance of individual dynamic association in which 

fundamental reasoning arises and the choices of skills transcend their professional 
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knowledge. On the other hand, it is stated that the academy is the continuum of standard 

where an ideal procedure is formulated by the subject experts. One criticism on training 

is that it is not changing the individual personality as is expecting after training 

(Richardson & Mancabelli, 2011). However, various researchers have concluded the 

effectiveness of teacher training is helping them to adjust to their professional life if 

they provide feedback after training for at least one year (Raišienė, 2012). 

The quality of teachers can play a major role in improving elementary education 

and professional development of teacher in order to increase the quality and 

effectiveness of in-service teachers. Teacher is performing many tasks as a manager, 

actor, mediator, role model and some more at same time (Kennedy, 2016). 

Finefter (2016) found that it is based on the fact that a change is required in 

teaching-learning process and professional development, then it important use best 

practices to gauge in related professional development and that teaching skill which is 

important to delivered knowledge to covered in the ability to question the knowledge. 

The number of difficulties faced by the Pakistani education system is the professional 

development of teacher training. According to Manqele (2017) The National Education 

Policies of 1998 and 2017 cover a wide range of issues such as out-of-training modules, 

training settings, stress teachers, development period certification and the absence of 

experts still lack of account. 

An instructor guides us in the acquisition skills and knowledge. Teachers' roles 

are useful and significant in society because they inspire students to learn. He is capable 

of making his students a great person. A teacher's job is to evaluate his or her effect on 

his or her students. He is responsible for providing formal and comfortable activities to 

being the best teachers of this nation who can professionally and sufficiently assess an 

individual (Mitchell et al., 2020). 
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A teacher recognizes the job of creating students' lives according to society's 

need through a formal system. A teacher helps his students in providing a favorable 

condition to make them learn. The development of skilled and productive citizenry of 

best society always requires the education of high-level teacher. However, a teacher 

can realize the virtue of the education system and the quality and competency of a 

teacher in successfully carrying out her learning activities to the extent that every 

society needs effective work and continuous improvement (Mitchell et al., 2020). 

Every society has a great potential for quality teachers through its efficiently 

trained teachers. Teacher education is a basic part of education system. The content 

knowledge, new skills, assignment, execution and duty are basic piece of teacher 

preparation. The teachers must provide feedback on his progress to improve their 

effectiveness for achieving the pedagogical enhancements and social issues through 

these courses. As per Kostoulas (2010), professional development is a part of 

educational development programs throughout the world, helping the teacher adjust in 

their career – most of the teacher training emphasizes the teaching technique process. 

Any nation progressed and flourished on the base of their education system by 

providing quality education to his students who are directly linked with the education 

providers (Lee, 2012). The teacher can bring a positive change in as well as can shape 

the classroom environment. He can also play an energetic role in the progress of country 

as well as answerable for the failure of students. Now the question is how these role 

models should be trained? Each community must have a brilliant and devoted teacher 

in each classroom. There are numerous opportunities to ensure teachers' worth by 

recruiting devoted people to academics and providing them with an effective learning 

environment for training (Doyran, 2012). 
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Keeping in view the benefits of teachers’ professional development, different 

organizations and institutions are working on it in both public and private sectors. Al 

provincial governments have established a mechanism to cater the needs of their 

teachers. The Academy for Educational Development (QAED) is responsible for 

teachers' professional development as per requirements of School Education 

Department, Punjab. Thirty-six district QAEDs are working under Provincial QAED 

and organizing professional development training of teachers in Punjab. The duration 

of these PD trainings varies from a day to two months. For the professional 

development of teachers, the Punjab government has chosen to enforce the promotion 

policy of 2010, which mandates mandatory preparation for advancement to the next 

grade. Induction training provided as new teachers join the profession (Strawhecker et 

al., 2008). Training materials has been especially designed according to the needs of 

teachers (Mason & Schroeder, 2010).  

To sum up the discussion, trainings at different stages of professional career 

serve the uplift of teachers and teaching quality. The policy makers are also concerned 

with the effectiveness of these trainings because resources are always limited and their 

utilization must be smart. The countries like Pakistan, with low ranking at education 

quality index and very limited resources, it is very necessary that investment in quality 

education must be very smart. A lot is invested in teacher training. We need to ascertain 

its effectiveness to check whether we are going in the right direction or need some 

further modification (Din, Anuar, & Usman, 2016). 

1.2 Statement of the Problem 

Quality education is one of the key concerns for majority of the global 

declarations. As being the signatory of these declarations, Pakistan is striving hard to 

raise the quality of education being imparted in the country. One of the crucial 
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interventions was introducing induction level trainings in 2010. Government is 

spending millions of rupees on newly inducted teachers’ compulsory induction training, 

but still we are lagging in international indexes. In majority of the countries around the 

globe, a comprehensive mechanism is developed as follow-up of the trainees; but 

unluckily we are missing such a mechanism. This study was designed to analyze the 

effects of these induction training imparted by Quaid-e-Azam Academy for Educational 

Development – an apex institute of School Education Department, Government of the 

Punjab. Further, development of a follow-up mechanism for novice teachers was 

another area which was targeted by this study (Ahmed, RIAZ, & SARWAR, 2016).  

1.3 Objectives of the Study 

Following were the research objectives:  

1. To find out the effects of induction training on the professional skills of 

elementary teachers in Punjab.  

2. To develop a follow up mechanism of induction training of the elementary 

teachers in Punjab.  

1.4 Research Questions  

 The research questions of the present study were: 

1. What is the level of achievement of elementary teachers before and after the 

induction training? 

2. How do elementary teachers perceive their induction training? 

3. Do the elementary teachers reflect the induction training in their classrooms? 

4. What do the head teachers notice the usefulness of induction training among 

elementary teachers?  
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5. What kind of follow-up mechanism will increase the effectiveness of the 

induction training of elementary teachers in Punjab?    

1.5 Research Design 

The primary goal of this study was to assess the effectiveness of induction 

training and development of a follow-up mechanism for elementary teachers in Punjab. 

The first phase required relatively large data to measure the short-term effects of the 

induction training and trainees’ perceptions about induction training. In the next phase, 

the effects of induction training carried to the actual classroom (after one year) were 

investigated, which required in-depth investigation. The results of these two phases led 

us to the third phase, i.e., developing a follow-up mechanism for increasing 

sustainability of the effectiveness of the induction training.  

Thus, the study demanded both quantitative and qualitative data. Mix-method 

research approach was followed where data were collected through test results, 

questionnaire, observation and interviews. The study adopted mix-method research 

design where quantitative data and qualitative data were collected. As a result, the 

analysis was a mixed-methods study in which mixed methods design was used to 

determine the efficacy of induction training and to develop a follow-up mechanism for 

elementary teachers in Punjab.  

1.6 Delimitation of the research study 

Induction level training in Punjab administered the then called ‘Directorate of 

Staff Development’ (now called as Quaid-e-Azam Academy for Educational 

Development) was first started in 2011, and since then, it is compulsory for every newly 

inducted teacher and head teacher to undergo this training. This research was limited to 

inducted teachers who received training in Punjab in 2018. 
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1.7 Limitation of the study  

There were some certain areas which were not considered by the researcher. Induction 

Policy 2018 permitted the individuals to be inducted without any pre-service teacher 

education e.g., Bachelor’s of Education, so the newly inducted teachers were with or 

without having a degree in pre-service teacher education. The study did not consider 

this difference. Prior experience to this teaching position was also not considered.  

 Both pre-service teacher education and practical experience may have their 

effects of performance of newly inducted teachers during and after the induction 

training, but due to complexity of already a complex research design, the points were 

not considered.  

1.8 Significance of the Study 

Keeping in view the importance of induction training but lack of its 

effectiveness in Pakistan, this study is significant in many respects. This study may be 

helpful for decision makers of School Education Department for the improvement of 

quality education to get Sustainable Development Goals (SDGs) directly or indirectly 

linked with quality of education. It may also help the attainment of effectiveness of 

training with the help of the development of follow up mechanism. It will also help 

training institutes improve their training design, training modules, areas of training, 

training content, and so on to get the positive improvement of the results of the training.  

The assessment skill will help Head teachers for measuring the effectiveness of 

teachers’ pedagogical skills and quality teaching practices of classroom. It will provide 

a proper follow-up system to the trainee teacher for the improvement and long-run 

impact of training. The ultimate goal of the training is to enhance the teaching ability 

and provide quality education for students. So, it will be helpful for students as well  

(Bredeson, 2006).   
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1.9 Operational Definition  

Following were operational definition of variables of the current study. 

1.9.1 Effectiveness  

Effectiveness is defined as the degree to which something is successful 

in producing a desired result (Andrew, 2018). Effectiveness will be used to the 

levels which objectives are attained and extend to which targets efforts are 

solved.  

1.9.2 Training  

Training is a process to modify the behavior of the teacher in order to motivate 

effectiveness, higher performance and adjustment in the mastery of the content 

knowledge, learning of professionalism, knowledge of psychology and optimistic 

outlook are requisite qualities of an efficient, effective teacher (Rajput, 2014). 

1.9.3 Induction Training 

Training provided to new teachers in order to assist in adjustment to their new 

job tasks and to help them become familiar with their work. (Burns, 2011) 

1.9.4 Development  

The development is a process in which something grows or changes and 

become more advance (Sangurde, 2019).  

1.10.5 Follow up mechanism  

Follow up mechanism is a proper system of further examination or 

observation of someone in order to monitor the success of earlier treatment/ work 

(Kusek, 2004). 
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1.11.6 Teacher development 

Teacher development refers to a wide variety of advance professional learning 

intended to help educator improve their skills and effectiveness (Timperley, 2009). 

1.10 Outline of the Study 

This research study consisted of five chapters. First chapter has following 

sections: introduction of the topic, background and importance of the research study 

and ends with the operational definition of significant variables. 

The second chapter ends with a description of the examined literature in order 

to locate any gaps in the current body of information. Methodology (third chapter) was 

used to find the results of the study. It discussed design of the research.  

Detail regarding analysis of the data was presented in this chapter four. Result 

of Pretest & posttest, analysis of the questionnaire and classroom observation was done 

by using both descriptive and inferential statistic, thematic analysis of semi-structured 

interviews were conducted. Comments of Head Teachers and newly inducted teachers 

were also included in this chapter.  

The study's final chapter includes a description of the analysis, observations, 

discussion, conclusions, and research recommendations.  
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CHAPTER II 

REVIEW OF THE LITERATURE 

This chapter offers a review of the applicable literature, which includes a 

description of current research studies on the efficacy of teacher education, teacher 

preparation, and the impact of induction training on teachers in different countries 

around the world. The review of the related literature is carried out to explain the teacher 

training in the global context and South Asia. In addition, indigenous and local research 

performed in Pakistan is included. Following that, the importance and function of 

induction preparation, as well as the follow-up mechanism was discussed. 

Figure 2.1: Theoretical Framework of the Study 
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2.1 Theoretical Framework of the Study 

 In order to find the quality of professional development training, it was 

necessary to identify and select an appropriate theoretical framework to form the basis 

of the study or the framework. Nilsen (2015) stated that it is important for the researcher 

to explain the basic concepts of the study as it helps to consolidate the research findings. 

The researcher chose Bandura's self-made theory as a framework to guide the study. 

2.1.1 Bandura’s Self-Efficacy Theory 

 Through a review of the literature, Bandura's (1989) concept of self-efficacy, 

which is embedded in Bandura's social cognitive theory, involves programs involving 

meaningful teachers' conceptions were too ambiguous to guide the clear facilitating of 

creativity. Compared to in-service teachers, pre-service teachers expressed more 

optimism in their future environmental support and lower self-efficacy for developing 

creative thinking (Rubenstein et al., 2018). Human motivation is a cognitive behavior 

that strongly affects a teacher's ability to succeed in the classroom.  

 Bandura (1977) described the concept of self-efficacy as the belief that, 

despite adversity, one cans "successfully perform the behavior required to produce 

results"p.98. Effective beliefs affect human thought and action. Self-efficacy differs 

from other ideas of one's self, in that self-efficacy focuses on the ability to perform a 

particular task (Scann-Moran et al, 1998). Additionally, Bandura (1977) claimed that a 

teacher’s levels of efficacy might not be the same for each specific task. Self-efficacy 

is an important component in the development of early teachers. Research shows that 

there is a decrease in the level of usefulness of teachers at the beginning of a preparation 

course, which can be linked to the termination of collaboration after teacher training 

(Scaradozzi et al., 2019). 
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 One's perceptions of self-efficacy relate to the way one perceives success and 

failure, as well as to one's motivation and ability to set goals (Swanson, 2012). The 

teacher engagement program can encourage self-efficacy within new teachers. A 

teacher who feels confident in his or her teaching ability has low levels of stress, which 

can affect whether or not he or she lives in the field of education (Druckman & Bjork., 

1994).  The high level of self-efficacy is an indication of how much effort teachers put 

into their teaching and how flexible they are when things don't go smoothly (Mehmood, 

2019). In relation to social cognition theory, Bandura suggested four sources of 

effective self-development: skill experiments, physical and emotional states, demonic 

experiences, and social persuasion (Bandura, 1977; Bandura, 1989; Wilson, 2019; 

Swanson, 2012). Talent experiences are the most effective means of utility 

development, as effective beliefs can be strengthened when a task is successfully 

completed (Kutsyuruba et al., 2017). 

 Repeated success of a task leads to strong effective belief (Bandura, 1977). If 

the teacher does not perform a task successfully, the direct opponent may be right. In a 

teacher engagement program, the teacher can assist the new teacher by observing the 

teacher as he or she guides the class. The opinions of teachers and senior executives 

can validate the experiences of early teachers and improve mastery skills (Darling-

Hammond et al., 2020). 

The physical and emotional state is conducive to the development of effective 

beliefs. For example, it is normal for a new teacher to feel excited or nervous, but these 

feelings of excitement can be viewed as either positive or negative, depending on the 

teacher in the situation. How do you see yourself Conflicting experiences, including 

observing experienced teachers, can affect one's level of self-efficacy as a teacher by 

demonstrating how to succeed and how to handle classroom instruction? A new teacher 
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often compares himself or herself to others, which can lead a new teacher to believe 

that he or she has the same abilities as experienced teachers. When new teachers 

successfully perform a task that they do not feel confident about, it can motivate new 

teachers to believe that they can do the same thing (Bandura, 1977). 

Social and verbal consent, which includes encouragement and constructive 

feedback, can provide valuable information about teaching. A mentor teacher can 

support this motivation and constructive feedback "with the help of strategies and 

methods that can help master the teacher's skills (Marsh & Farrell, 2015). Most human 

behavior is learned and developed through the modeling behavior of others (Bandura, 

1977). Part of a successful teacher engagement program is time for new teachers to 

observe experienced teachers. Only through this observation and behavior modeling 

can new teachers learn to be effective teachers. Observing another teacher not only 

provides valuable insights into the principles of education, but also helps in self-

perception of the merits of teaching, as the audience compares itself to the model (Bell 

& Mladenovic, 2008).  

 Collaborating with others is another component of a comprehensive teacher 

engagement program that can make a positive contribution to the usefulness of early 

teachers. When teachers cooperate in focusing on different topics, teachers' sense of 

usefulness is likely to increase (Gomendio, 2017). A mentoring teacher who has strong 

interpersonal skills, respect for multiple perspectives, and excellent classroom practice 

can encourage the growth of effective ideas and support teacher retention (Orland-

Barak & Hasin, 2010). In addition, self-reflection can positively influence new teachers 

in their development. Early teachers often tend to imagine failure scenarios. These 

ineffective ideas can hinder new teachers' ability to be effective in the classroom. 
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Doubts about one's abilities not only prevent one from wanting to do something 

difficult, but they also affect one's ability to recover from one's failure.  

2.1.2 Positive scenarios 

 General criticism on theory of self-use involves the idea that the definition of 

self-efficacy is too vague and may lead to a lack of methodology in research (Adeyemi 

& Muhammad, 2016). Although self-efficacy focuses on a person's psychological 

ability to measure the ability to complete a task successfully, some researchers say that 

self-efficacy needs to be more clearly defined. Although Bandura's theory of self-

efficacy states that beliefs are formed and strengthened by experience and are 

influenced by social cues (Usher & Pajares, 2008).  

2.2 Quality Education 

 Education is an important element to form a well-organized society. For 

developing countries, education is perhaps the only hope for the recovery of failing 

societies. Majority of social evils can be eliminated through quality education, and 

living standard of the people can be raised through it (Abbas, 2019). Education system 

can only be successful if students are provided quality education which is reliant on the 

quality of its teachers. The success levels of students can be enhanced by providing 

positive classroom learning environment which an active teacher can ensure by 

implementing and relating many strategies (Rizwan & Masrur, 2019). 

  The role of teachers is significant and valuable in provision of quality 

education and makes students’ lives amazing by setting conducive environment. They 

are not only responsible for delivering knowledge to the students but also shaping them 

into better citizen of the country. They are answerable for providing formal and 

informal activities that can help students to enhance their learning. The level of teacher 
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comprehension is the source of students for knowledge and capability; so many factors 

influence teacher ability such as improper recruitment, bad working environment, less 

return has negative impact on the novice teachers teaching (Khan & Aleem, 2014).  

In recent times focus of world is on the provision of the quality education to 

their students after recognizing that the quality of education that they are providing to 

their students are relatively poor (Andrabi, Khan, Khan, & Naseer, 2014). It is a fact 

that students in both types of schools perform differently in the learning standards 

which required good motivated potential teachers (Orr, 2014).  

  Quality education provided to society affects creativity and innovation, as well 

as improves the nation's potential (Serdyukov, 2017). The transfer of skills and 

knowledge from one person to another with less skill will result in an increase in the 

number of specialists, creating a pool of employees from which organizations can 

recruit. Students who are specialized in certain fields will be better positioned to be 

leaders in their specific abilities, so good education produces ideal leaders.  

According to Thangeda, et al., (2016) quality education is an obligation for 

sustainability. How Far do the Educational Institutions Facilitate Quality 

Education? For the provision of quality education, it is important to promote key 

element that help teacher. For prosperity of developing countries in future Quality 

education is important. The education system of any nation is desired to be developed 

and flourished on the quality education provided to the students which is directly linked 

with its teachers. To fulfill this need, professional development of teachers is 

mandatory, so it is important what type of teacher we are preparing or going to have in 

future? What is the quality of teacher training? How it can be measured. Techniques 

which teachers acquire during training must include knowledge, skills and teaching 

methodologies to enhance the quality. The idea of quality in teaching is one of the 
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important components that affect students' learning though the teacher quality does not 

increase over the short period of time (Wiswall, 2013).  

According to Rowe (2003), quality of teaching has remarkable effects than that 

of students ‘experience on understanding’ desired learning target. Quality of education, 

therefore, is a very important consideration for discussion while we talk about teacher 

education (Koedel, Parsons, Podgursky, & Ehlert, 2015). Furthermore, as objectives of 

teaching change, quality teaching definitely changes its perspective. For example, for 

those who think about students’ scores; for them the quality of teacher limits to 

‘achieving student’s marks only as outcome’?  Many researches have also claimed that 

many indicators involve in the quality of teachers.  

For example, Goe, Bell, & Little (2008) said that there are different indicators 

of teacher quality: checking ability, qualifications, classroom teaching, student 

outcomes and educational rules and regulations. Darling-Hammond (2000) reviewed 

research on teacher quality and introduced five ways for the improvement of teacher’s 

quality, training and pupil learning outcomes as follows: general academic ability, 

content knowledge, teachers’ curriculum & syllabus, teaching experience and 

certification (Goe, 2007).  In line with this issue, Goe suggested that teacher quality is 

the combination of many characteristics, e.g. qualification, physical appearance, 

pedagogical skills, classroom practice and modern way to support students (Yoon, 

2017). 

A teacher always has a pivotal, significant and appreciated role in making 

students’ lives as per needs of society and globally demands by providing conducive 

environment for learning. He shapes his students as respectable human beings and good 

citizen of the country by providing formal and informal activities during teaching-

learning process. To produce capable and efficient citizenship of high quality, society 
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needs high quality teacher education. In this way, teacher can help a student to perform 

his/her learning activities more effectively (Khan & Aleem, 2014). 

 Currently, teacher trainings are observed as significant systems for the 

development of teachers' subject knowledge and their classroom teaching practices and 

skills so as to fulfill great learning standards. The training is directly related with 

teacher's teaching and is generally focused on short-term and smart objectives. 

Normally it is viewed that training provides foundation for guidance of novice teachers 

for its first teaching posting to take on another teaching task or duty. Training includes 

indulgent of important ideas and standards for relating them into teaching and the 

capacity to reveal these in the classroom practices. Teacher training teaches new 

techniques in the classroom, generally with command, and observing and getting input 

from others on one's practice. The content of training is generally controlled by 

specialists and is frequently accessible in training designs or through solutions in 

methodology books (Boudersa, 2016). 

2.2.1 Educational Modifications 

This is the era of educational reforms over the globe; Remarkable changes are 

taking place in education systems. The greatest modifications presented narrate to the 

intense renovation in the kinds and nature of learning effects. Aspiring learning 

outcomes as well as both academic and non-academic outcomes, defined in many 

systems (Todd, 2010). For school is not only to convey the content knowledge (English, 

mathematics, science, language, etc.) The purpose of today’s education is to prepare 

students for their professional careers and educate them for 21st century citizens: 

dynamic, self-directed, and confident and concerned students, strong not only socially 

as well morally, capable not only intellectually but also emotionally (Todd, 2010). 
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Make them able in decisions making and responsible, preparing them with the 

so-called 21st century skills (able to think critically and creatively, to communicate and 

cooperate with others effectively, aware of global and cross-cultural issues. Novice 

teachers face many challenges: inexperience, pre-service training, and conflicts 

between in-service applications; Pressure on new teachers.  Finish extra work, fear of 

inspection, and adaptation to school environment. As a result of inexperience, other 

difficulties were discussed as classroom management and planning (Todd,2010). 

2.3 Teacher Education  

Shah, (2015) states that the purpose of teacher education is to formulate a 

teacher for facing classroom challenges which can meet them in future. So, teacher 

training is a practiced phenomenon prepared to impact learning that changes as a result 

of knowledge, skills, attitudes and teacher performance. Aims and objectives of teacher 

education is to acquaint future teachers with the basics of education and theories of 

education, to acquaint new students with new philosophies and approaches to teaching 

with special emphasis on the role of students and innovation in the teaching process. 

Equip them with teaching skills and discuss them with basic curriculum planning. There 

is a race for teacher training at every level, both formal and informal, in Pakistan. 

The development of any country is determined by on the value of its nations. 

The quality citizens are the products of its education structure. However, the most 

important aspect of all is the quality of teachers. The Elementary Education 

Commission (1952-1953) rightly stated, “we are convinced that the most important 

factor in the contemplated educational reconstruction is the teacher, his personal 

qualities, his educational qualifications, his professional training and the place that he 

occupies in the school as well as in the community. The teacher brings to light the 
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hidden capabilities of the children and helps in their all-round development of 

personality (Singh & Shakir, 2019).  

In the existing situation, a number of teachers are inexperienced. In some 

regions, the condition is not very hopeful. It has been perceived that many teachers not 

professionally sound but also not devoted   with their job. The pre-service education 

quality is declining due to non-governmental interest condition. Naseem and Anas 

(2011) highlighted the various problems that are existing in Teacher Education. Sharma 

(2012) highlighted the need for Information Communication Technology in the 

professional growth of the teacher. The increase in sub-standard organizations of 

teacher education is the reason of such emergent problems and misuses. 

A large number of training institutes are not following the NCTE principles and 

guidelines. It highlights the current flaws in our teachers' education system. Now there 

is a dramatic change in curriculum construction. The role of teachers in improving 

education is dynamic, so teacher education needs support, especially for new teachers. 

Free and competent teachers lead the society and the nation towards betterment of life 

and value. Today's education is essential for the development of all aspects of humanity. 

The goal of teacher education is to develop as responsible, progressive, creative and 

model teachers. When a nation wants to change its education system, it must first 

change its teacher education system, which is a strategic factor in building a society 

(Rathour, 2019).  

 After research and discussions with educators, it was observed that teacher 

capacity building of educational institutions, awareness of science and technology, 

understanding of legitimate goals, emphasis on value of education, strong discussion 

on social issues, teachers' Improving the educational program, progress, development 
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of creativity and life skills is a great remedy for improving the quality and quality of 

teachers' education (Wachiuri, 2015).   

 The weakness of teachers is a big test for both developed and developing 

countries. In India, for example, the way teachers present and use education does not 

prepare students for the current challenges. Dixit (2014) concludes that the teacher 

education system in India has called for revolutionary changes. Blazar and Kraft (2017) 

explored the role of teachers as well as key parameters of teachers and talked about 

opportunities for teaching and improvement through self-up gradation and deliberate 

participation. 

2.3.1 Qualification of teachers 

 Teacher competence affects the quality of teaching. As such, the teachers 

were concerned about how to transfer the subject matter knowledge to the students in 

an appropriate and efficient manner. Teachers have a responsibility to comprehensively 

represent the principles of education to students. Teachers' qualification is an important 

component in the provision of quality education (Mashburn, et al., 2008). 

2.3.2 Model for Effectiveness of Induction Training Program 

 The success of initial educator engagement training can depend on a number of 

factors that can be tailored to an integrated model derived from the used in research on 

the teaching environment and the models used. The following factors contribute to the 

success of a professional development program: Quality and learning possibilities 

throughout the program (which are influenced by the theoretical and ethical 

characteristics of the training), the characteristics of the implementer and the skills, 

awareness, explanation, and use of training programs received by trained personnel 

(which rely on perception). Motivational and volitional characteristics of trainees, the 
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overall settings at the schools where the trainees teach. Teachers' knowledge and ideas 

are tailored to their professional experience and their academic characteristics are 

shaped. However, research on the effects of prior knowledge on teacher outcomes is 

contradictory (Goodnough, 2018).  

 The personality traits of teachers do not mean additional than just academic 

ability because some people are by birth teacher having inbuilt teaching skills and some 

learn it as it an art. Great teachers don't help if they don't recognize their abilities. 

Teachers can be born with the spirit of learning, teaching, and learning. Education is 

not only easy for those who want to go beyond it; Good teachers are made, are born or 

develop teaching skills. They are formed over time, through education, perseverance, 

practice and guidance. Studying is a measure of art and science. Teachers don't just 

have to gain knowledge and skills. Teacher education should enable students and 

teachers to understand love and care, children's social, cultural and political 

backgrounds, personal experience learning, method learning, learning conditions and 

students' abilities (Goodnough, 2018). 

2.3.3 Professional Development of Teachers 

 Professional development that is interpreted in generally accepted formal ways, 

for example, training programs, meetings, classes / workshops, systems / groups in 

school or college, or teaching coherence in educational classes. However, individuals 

adapt to conversations and interactions between partners, autonomous reading, 

research, or peer learning (Miquel & Duran, 2017). Training is about making difficult 

progress and maintaining professional skills, abilities and experiences. Furthermore, 

regardless of the job rating, it is important to receive gifts, encouragement and qualified 

employees. Professional development training may not only be useful for employees 

but it is also valuable for administrators to encourage workers (Aslam, 2013).  
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As Heyward et al., (2018) points out professional development training is a 

progressive process that continues throughout a teacher's academic career. Just as no 

one works with learning with graduation, the age of teachers improves teacher training 

as time progresses by selecting and focusing on understanding for the expected 

duration. This is one of the ways to make a difference in education. These included that 

education and training in the service are associated with each of the activities that 

enhance professional development and worker skills, such as reading academic 

journals, workshops, classes, gatherings, and educational institutions. A visit that gives 

the employee a suspicion that everything is fine and good, while continuing their 

standard responsibilities at school and a spirit of self-reassurance. 

It is a proceeding with education of teachers and other educational specialists 

prompting the development of their professional capability. Professional Development 

(PD) programs provide important opportunities for teachers of all grades to participate 

effectively in competitions that can help improve students' academic performance while 

helping to improve their academic performance.  Therefore, despite the fact that PD 

programs move to a higher degree in terms of layout and content, most offer a common 

goal: to provide or upgrade effective teaching exercises. As such, PD programs often 

focus on changing teachers' approaches, in most cases giving new skills or improving 

clear skills. With the current light on the success of trainees, a clear expression of PD's 

efforts is to help teachers make clear progress in their classroom practices to enhance 

student achievement (Cappello, Wiseman, & Turner., 2019). 

 The constant updating of educational plans and the advancement of new and 

exceptional educational programs calls for a system that prepares and re-trains teachers 

and academic leaders on a permanent basis. To this end, STA and professional 
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development programs have become a method of predicting how modern educational 

institutions should operate in their systems in order to meet current changing 

applications and responsibilities. In this way, since professional development is an 

important component for the sustainability and development of the higher education 

system, institutions must carefully plan and ensure the reality of professional 

development programs in order to alleviate these pressures. What's more, in order to be 

effective, professional development programs must be considered for both the STSA 

and the organization (Yilfashewa, 2012). 

Professional development (PD) is a key competency within the school 

environment, and helps teachers to empower teachers faster. Its highly straightforward 

structure can be characterized as enhancing PD capacity, and achieving adaptations to 

improve performance. Teachers need to learn new skills so that they can enhance their 

student's learning beginnings, which will make PD more important (Feiman-Nemser, 

2005).  

2.3.4 National Professional Standards   

Professionally educated teachers are really national nationalists. Teachers like 

these not only successfully impart information, but they also foster cultural heritage, 

social norms, and, most importantly, national harmony. In2009, the Pakistani 

government established national professional standards to raise teacher awareness of 

their responsibilities and assess their level of professional development. The National 

Professional Standards for Teachers (NPST) were established in 2009 by the Ministry 

of Education, the Government of Pakistan, and Islamabad, and cover topics such as 

skills, human growth, and advancement.  
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 There is no doubt that teachers play a vital role in every educational system. 

Teachers are the only main elements of any structure that play a vital role. High-quality 

teachers are essential to the success of every teacher education system. In general, 

inexperienced and fully qualified teachers are the root of every system's inability to 

provide teacher education programs. National professional expectations can never be 

reached unless teachers play a crucial role in instilling these standards in students during 

the teaching process (Khan & Aleem, 2014). 

2.3.5 Professional development of teachers 

 The professional development of teachers depends on the need to broaden and 

refresh the practice, skills and beliefs of teachers. Such needs can be triggered by 

curriculum changes, new classroom innovations, improvements in teaching methods, 

or whatever. However, the hidden responsibility is to improve outcomes for trainers, 

whether they focus on understanding, skills, views, or obligation (Doig & Groves, 

2011).  

 Things are changing rapidly towards sustainable transformation; we need a 

skillful teacher to fulfilling the quality incentive process. As per Zuljan & Vogrinc 

(2011) the main point of the training is not only to keep busy the teachers in activities   

but able him to bring a positive change in daily teaching, yet the teachers help the 

students in the learning process. 

 The professional development of teachers aims to prepare teachers after 

completing their education before the on-service services, by creating permanent 

knowledge and qualifications of teachers. Practically all European countries provide 

opportunities for teachers to participate in a variety of professional development while 
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working. In some countries, vocational training is mandatory, while in others it is not 

(Wankat & Oreovicz., 2015). 

 The professional development of teachers is fundamental to changing 

classroom tasks, improving schools, and enhancing students' learning outcomes. 

Vocational education is sometimes in formal settings, for example, vocational 

development programs, training research meetings, and formal tuition programs. In 

addition, teachers can learn through casual communication that takes place during peer 

coaching, co-ordination and co-peer coaching (Boud, 2001). 

2.4 Concept and Meaning of Training 

 Training is classified as "an exercise in professionalizing behavior through 

learning experience in order to change an attitude, provide information, and achieve 

effective performance in a process or scope of activities." "The motivation is to build 

people's capacity in the workplace and to meet the organization's current and future 

needs." Training is a development-arranging approach that rearranges a number of steps 

associated with the offer to meet the proposed benefit (Abushamsieh, 2014). 

  Training has features that include developing an employee's level of 

knowledge and skills in order to perform a particular activity. It is a technique to 

improve the knowledge, mindset and skills of the workers to achieve the goal of the 

organization (Elnaga & Imran., 2013). Therefore, the training program should be given 

in an effective manner, through which the required information is conveyed, the skills 

to be adapted to the new environment (Armstrong et al., 2012). 

 In this way, the training process should be guided step by step to ensure the 

required perspective, information and adoption by the employer who planned to 
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improve employee performance. Training is organized to facilitate the "progress of 

learning about employees’' skills" with a legitimate framework related to corporate 

goals, procedures and career goals (Jehanzeb & Bashir., 2013). 

 It is the development of abilities that requires an individual to perform certain 

tasks effectively. Use of organize training activities to assist in training categorization. 

It is also highlighted that the improvement in training skills can be assessed and further 

includes the knowledge of other professionals, an incentive in the knowledge market to 

enhance one's abilities (Zeng & Du., 2007). 

2.4.1 Types of Training  

 Training has many types, such as internal, external, in-service, and in-service, 

and so on. In-house training can be offered through an institution where trained people 

work. Outside training can also be delivered by external offices and institutions. 

Advance service training / induction training may be offered on advance information 

to accommodate newcomers or existing workforce to new situations. Service training 

focuses on training plans for those who are attached to new positions and are 

demonstrating clear skills in their organization (Madalinska-Michalak, 2107). 

 Training is a process of staff improvement in which a job offer is improved 

along with job responsibilities. In addition, it is a program aimed at strengthening the 

capabilities of workers. Training is defined within the service, training employees to 

improve, create and strengthen their skills, introduce new information, skills and 

perspectives to employees. There are plans to work in the workplace such training was 

used to mitigate staff shortages, as the results include individual implementation to 

focus on the organization's goals for professional staff improvement and evaluation. 
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Service training can be arranged in five, (1) inclusion, (2) foundation, (3) at work, (4) 

refresher and (5) career development training(Elnaga & Imran., 2013).  

2.4.2 Process of training 

 The training and development process are concerned with the stages or phases 

of a training and development program that guarantee that the expected results can be 

met. There are four steps involved in the training and development process. This 

training requires analysis, training structure, use of training and observation and 

evaluation of training (Amoah-Mensah & Darkwa, 2016). 

2.4.3 Training Needs Analysis 

 Noe and Kodwani (2018) shows that training requires analysis in the same way 

that it is needed to see if training is needed. Three analyses are performed: employee 

(individual), classification and job (work) analysis. Firdousi (2017) argues that the need 

for training analysis is used to explore the curriculum or activities offered to both 

workers and executives in order to improve their work delivery. As pointed out by Noe 

and Kodwani (2018) the techniques used to guide the analysis of the need for training 

include ideas, surveys, discussions, focus collection and records. He pointed out that if 

training is needed and not assessed, then the content, goals and techniques for the 

training and development program cannot be fixed. In addition, the cost can be lost and 

the organization may not achieve the expected results. Similarly, it will not enable the 

organization to achieve optimal performance and extended performance (Firdousi, 

2017).  

2.4.4 Design of the Training  

 Noe and Kodwani (2018) states that this presentation on training and 

development planning raises concerns about the elements or activities used for the 
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training program to increase the likelihood that there will be a high level of information 

transmission. Training Design manages to identify the capabilities and extensions, 

techniques and features received to deliver the media training program. The goal of the 

training program is training, which requires analysis of what to do and what to do. 

2.5 Model for Effectiveness of Induction Training  

 The success of the initial teacher engagement training may depend on a 

factorial structure that can be configured in an integrated mode derived from the ORs 

and models used in research on pedagogical ecology. The following factors contribute 

to the achievement of a professional development: The quality and quantity of learning 

prospects during the program (which are influenced by the imaginative and theoretical 

features of the training), facilitator characteristics and abilities, feedback, interpretation 

and use of the training programs received by the participants (depending on) Academic, 

motivational, and volunteer abilities of individual overall conditions taught by 

participants in schools (Arkorful & Ghana, 2015).  

 Considering the characteristics of the trainees, the teachers have knowledge 

and beliefs consistent with their professional practice and shape their academic 

qualities. Though, research on the effects of prior knowledge on teacher outcomes is 

contradictory. However, high advance knowledge and clear qualifications can hinder 

learning due to limitations, which occurs when training cannot provide new - or limited 

- new information to a teacher with broader knowledge (Landry et al., 2009). 

 Teachers with less previous knowledge than teachers are more effective in 

their professional advancement in terms of teaching methods and student education in 

investigating the effects of different types of teacher training on teacher teaching 

methods and the reading ability of preschoolers in the United States were with plenty 
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of training article and content predictions. In this age of deep worldwide race and rapid 

change, administrations of all shapes and sizes are gradually concerned about making 

the best use of human resource capital. Training has increased its importance in today's 

environment where knowledge is complex and change is taking place. In order to make 

the best use of human resources, teachers should be trained to learn new techniques and 

teaching strategies. Measuring the effectiveness of workplace performance training and 

its role to structural outcomes is a major concern for governance in all types of 

organizations (Borate et al.,2014).  

 As an outcome of increasing pressure on quality education, education leaders 

are becoming more standardized and more sensitive to the investment of training. The 

world is changing day by day and the global community is becoming more and more 

information from the world is now in the hands of the student so the teachers need the 

latest knowledge, such pressure has increased further. Training institutes and 

professionals need to defend training budgets by providing some evidence of the 

optimistic effects of training. As a result, the issue of measuring the effectiveness of 

training has become increasingly important in recent years. Over the past four years, 

workplace learning and development professionals have done much to assess the 

effectiveness of training. Some important work in this area and introduced the famous 

"four-level diagnostic model", which is still widely used in the training industry 

(Borate, Gopalkrishna, Shiva Prasad, & Borate, 2014). 

 Later, some other experts also contributed in this course and modified the 

current models. The present study identified a number of factors that affect the 

effectiveness of training in both positive and negative ways. It also explains the training 

effectiveness measurement models. Many scholars have described and measured the 
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effectiveness of training in their organizations, and helpful in solving problems, and 

successfully implementing in training programs. The study also highlights the 

importance of training and development in their managerial improvement and 

summarizes previous research to understand the status of current research and to 

differentiate current research. Therefore, this study as a whole focus on the factors that 

affects the effectiveness of training and how training can be made more effective for 

which the authors have reviewed the effectiveness of training, its implications and its 

importance. Collected on the basis of which future research directions have been sought 

(Grossman, 2011). 

 Wong (2004) sheds light on the following components of the induction 

program: Start with the first 4 or 5 days of induction before school starts. Continue 

induction training through efficient demonstrations, classroom management pledges of 

cooperation, learning circles and leadership in the learning class. 

a) Incorporate a strong sense of administrative support. 

b) Integrate a mentoring component into the induction process. 

c) Present a structure for modeling effective teaching during in-services and 

mentoring.  

d) Provide opportunities for inductees to visit demonstration classrooms. Identify 

the following aspects which must be considered when putting together an 

induction program. 

 We live in an unshakable global world, where nations are heavily dependent 

on financial, political, and mechanical change. Education is also changing rapidly under 

the influence of globalization. Though, notwithstanding its importance in determining 

our future, it is not constantly scrutinized by education parameters, which has led to 
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great results in some education systems. Neighborhood strategy, after all, beats logical 

information in deciding the heads of most countries in terms of training.  Teacher PD 

includes a number of techniques, activities, and systems that intervene inevitably 

through social, societal, political, and financial specialties and states of each specific 

order (Alfredo & Rosario, 2015).  

 Teacher Professional Development (PD) is increasingly effective when it 

comes to: being supported, collaborative, clear topic, having acquired external skills, 

buying from teachers and being practical. This agreement has now been thwarted by 

government policy and authority in some countries (Darling, Linda, & Hamilton, 2012; 

Sims & Harry, 2018). Global Review suggests that general teachers spend 13.5 days 

every year receiving courses, workshops, gatherings, classes, reflection trips, or on job 

training for reasons to move forward with professional development (Diep et al., 2016).  

  Many countries, for example, Mexico, Brazil and Shanghai, teachers spend 

at least 24 and 40 days each year on such professional development (PD). The 

encouragement for this worthy concern in PD is clear: the increase in educators’ 

improvement is due to the increase in pay, contentment and welfare (Lance & 

Hofschire., 2012) and better-quality teacher has a reasonably hard association with 

developed student achievement (Hanushek, 2011;Chetty et al., 2014). 

2.6 Teacher Training in Pakistan 

Pakistan had an education system with a minimal number of teacher training 

organizations at the time of independence, in the sense of Pakistan's educational plans 

and policies. Recognizing the value and significance of an advanced education system, 

the government developed policies and strategies to fulfill the criteria for future action. 

Educational Conference was held in Karachi from 27th of November to first December 
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in 1947 Pakistan, in which portrays that a reasonably proficient and generally 

generously compensated teaching profession was important to the structure up of an 

extraordinary state, in this way it was recommended that the Provinces should find a 

way to ensure the appropriate training of teachers (Government of Pakistan, 1947). 

 In 1959, the National Education Commission noticed that no system of 

education was superior to its teachers. This report highlights the role of teachers, and 

we just need to point out that none of the changes we are recommending can be 

successful unless we are at every level of the profession. Choose the best workforce 

with advanced capabilities, and build and develop them. Supporting universal 

principles so far and giving them the status, they deserve in the eyes of the people 

(Government of Pakistan, 1959). 

 In 1970, the new education policy planned for about 12 128,000 new teachers 

and arranged in-service training for 150,000 teachers. It was suggested that teachers up 

to the fifth grade should have a secondary certificate, teachers up to the eighth grade 

should have an intermediate certificate and teachers up to the tenth grade should have 

vocational training thereafter (Government of Pakistan, 1970). 

 National Education Policy 1992 represents that a different unit for sorting out 

teacher training will be set up by every provincial education department and at the 

federal level, teacher training institutions will be fortified by giving training to their 

workforce so as to refresh their insight and abilities, a regular in-service training 

program will be started for teachers at all levels and distance education strategies will 

be utilized for in-service training, IT training will be obligatory piece of all teacher 

training programs, an arrangement of incentives will be delivered to urge teachers to 

experience in-service training, special honors will be organized for imaginative bit of 

works, a national commission for teachers will be built up for exploring teachers' issues 
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and for recommending available resources for their answers (Government of Pakistan, 

1992).  

In 1970, the new education policy planned for about 12 128,000 new teachers 

and arranged in-service training for 150,000 teachers. It was suggested that teachers up 

to the fifth grade should have a secondary certificate, teachers up to the eighth grade 

should have an intermediate certificate and teachers up to the tenth grade should have 

vocational training thereafter (Government of Pakistan, 1970) The second Five Years 

Plan (1960-65) focused on that teachers’ job is important in increasing the standards of 

education at all levels. It gave arrangement to the in-service training of educational 

executives, inspectors, head teachers and specific teachers through the education 

extension centers now being built up at Dacca and Lahore. Other in-service programs 

will be worked through the teacher training organizations (Government of Pakistan, 

1960).  

The Third Five-Year Plan (1965-70) will introduce a unique in-service training 

program for existing teachers. Plans will be made for them to attend uniquely structured 

courses for three months, followed by further training next year. During the break, they 

will work in schools under the supervision of master teachers. For effective and 

successful completion of training in the service should be included by appropriate 

increase in their salary (Government of Pakistan, 1965). 

 The Fourth Five-Year Plan (1970-75) distinguished the key role of teachers 

in raising quality standards and guidance. In-service training facilities were provided 

for senior directors and planning officers, arrangements to be made over a time frame 

(GOP, 1970).  

 Many methods will be adopted for in-service training, including distance 

learning through non-formal education, the establishment of teacher resource centers at 
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selected locations, and versatile teacher training programs for female teachers, 

especially in rural areas. Modern strategies, including audio / video tapes of training 

activities, will be used in the same way (Government of Pakistan, 1993). 

 Education Sector Reforms (2001-06) focus on improving the quality of 

training through better teachers, changes in educational programs and productive 

assessment systems (Government of Pakistan, 2001).  

However, training of popular teachers is being considered inadequate for quality 

education applications. The teaching profession is non-assembled and assembled with 

no teachers. Different strategies guarantee progress in service training and offer 

stimulus but no tangible results yet. These methodologies express a wide scope of issues 

and concerns. For instance, the quality of teacher training programs has absence of 

concordance with the educational system and there is no relationship among organic 

market of teachers as it is being completed without a practical arrangement (Gujjar et 

al., 2010). 

2.6.1 Induction Training Policy  

 In 2010, the Punjab government took the initiative to start enrollment training 

for newly recruited teachers. The government is spending millions of rupees on 

mandatory induction level training for newly recruited teachers. The study was 

designed to measure the effectiveness of a level of training that is perceived as 

elementary teacher (Settlage, 2000). It found that pre-service teachers who joined the 

Service-Learning Practice in four weeks achieved the first three levels within the 

framework of the Chambers (2009) (experimental learning, social learning, and student 

development) but Not the fourth level (free education). Specifically, at the experimental 

level of service learning, the co-worker is less engaged with the contributors and acts 

as an observer. 
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2.6.2 Teacher Induction Programs  

Induction is a very important part of any profession. Contribution in the field of 

work process, job motivation, satisfaction and capacity building has become a major 

concern. As such, it challenges governments to identify their strengths and understand 

the interaction between inclusion and job effectiveness. Therefore, the effects of an 

effective induction program cannot be ignored. The broader goal of any training 

program is to equip in techniques change in behaviors, development in skills in a way 

that has a positive effect on performance. The training body is answerable for the 

effectiveness of their programs. Assessment can be used to control if training achieves 

its goals. Assessment can also judge the value of training scheme of study of 

improvement, for focusing important areas of training (Devos, 2010).  

For measuring the impact of the organization evaluation of training programs is 

also an important step in improving the overall quality of the training program. It is also 

important to remember that an effective evaluation is necessary. Much of the writings 

acknowledge the significance of assessment in terms of stakeholder direction and 

academic reappearance. Furthermost researchers in this field know that indicators are 

needed, those who have appointed a trainer or trainee in the training, should be happy 

with the training. If trainee does not anticipate a reoccurrence on their deal, whether 

measured in terms of time or expenditure, they may not be able to continue investing 

in training in the future (BERG, 1999). 

2.6.3 Beginning Teacher 

The study refers to a teacher who has experience in teaching. Teachers who 

started in the study Hobson, Malderez, Tracey, & Kerr (2005) well-defined as teachers 

who had newly appointed and who had less than two years of practice in the teaching 

profession. Newly Inducted teachers are other terms used synonymously for teacher 



43 

beginners in this term. Induction is a development where new teachers are educated, 

mentored, and sustained in their early year of education (Hudson, 2012).  

Agreeing to Halpern, (2005) initial a job is deliberated to be one of life's most 

hectic skills and is an appropriate process to incorporate that which is sensitive to 

concerns and uncertainties as well as the needs of the employee It is of utmost 

importance, The Involvement Program helps new teachers integrate by introducing 

them to the details and requirements of teaching and learning activities (Carrell, et al., 

2000).   

It also serves as a support system for newly joined elementary teachers who 

have worked in the school for a long time. In this regard, Van (2003) see inclusion as a 

permanent process that begins when a teacher accepts an appointment to a position and 

continues throughout his or her education. Therefore, it is important for effective 

organizations to manage the inclusion program (Carrell, et al., 2000). 

Bartell (2004) the period of induction is defined as the time in which the newly 

appointed teachers assume job responsibilities, job settings and professional principles, 

from a systematic plan to assist and develop new lecturers in the first three years of 

service.  (Wood, 2005). The process of enrollment is a process, perhaps a better 

program for newly enrolled teachers during their first teaching job transition. The 

involvement of qualified teachers helps underage teachers to become part of a 

community in their professional development zone, and first-year teachers are often set 

apart to deal with challenges within their own classroom is left isolated. Most of these 

new entrants never set up or manage a classroom without the help of a mentor. They 

have to apply everything they learn in a completely new order without the support of 

other teachers and face new challenges on a daily basis. Newly appointed staff have to 
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make hundreds of decisions and usually. But they have to learn from trial and error. No 

training can fully prepare staff for the classroom lecture experience. 

 As a result, many newly appointed staff often try to build themselves up 

during the first year of teaching and know how to effectively meet the wider needs of 

lecturers and students. They also often deal with issues related to classroom 

management, handling their time and workload, relationships with students and parents, 

and curriculum, assessment, and grading. Teachers' failure to manage their time and 

workload effectively can also be a source of help, guidance and familiarity to the 

teacher's business (Crotwell, 2011). 

 Explain the basic assumptions behind the research questions and demonstrate 

the research model that promotes the study, (b) Demonstrate evidence of research and 

traditions surrounding the study and its support, (c) In previous research Identifying 

gaps required the need for a proposed study, and (d) refined and refined research 

questions by embedding them in major experimental traditions. Previous research has 

been criticized for proving that teacher involvement has not been adequately addressed 

to date because it relates to schools and teacher characteristics (Berry & Byrd, 2012).  

 The retention of teachers in education is a widespread concern for both 

traditional and alternatively certified teachers. Statistics show that 50% of teachers in 

urban schools have dropped out in the first three years of school (Berry & Byrd, 2012; 

Ingersoll & Strong., 2012; Smith & Ingersoll, 2006). Teaching is unlike any other 

profession traditionally lacks the support and guidance of new employees. Teachers 

accept full responsibility from day one on the job. Education is also a somewhat isolated 

career with the experience of "fire testing" and involves more business than other 

professions, such as law, nursing and engineering practice (Ingersoll & Strong., 2012). 
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Many new teachers lose touch with him when he talks about transferring what he has 

learned in teacher preparation courses to the classroom. It loses contact with researchers 

(Harris & Farrow, 2008).  

 AS referred to the transfer of the learning theory in which "learners should be 

provided with multiple opportunities to practice". Due to the failure to transfer 

knowledge and lack of cooperation during the early years in the field, teachers are 

leaving the profession soon (Kelly & Northrop., 2015; Ingersoll & Strong., 2012). New 

teachers require more classroom management training, collaboration, and mentoring 

from experienced and experienced teachers. 

 In reaction to the difficulty of teachers leaving the field precipitately, several 

school districts in Punjab, though not bound by the government, have teacher 

recruitment programs to help retain teachers in the field have  been created. Though the 

execution of induction programs is a step in the right direction, they lack a common, 

specific definition of what the included program should include (Kelly & Northrop., 

2015). 

 In the literature review, teacher engagement programs vary in duration and 

strength and vary in who can participate. For some schools, enrollment is for new 

teachers only, but in others, it is for any teacher in that school. Inclusion programs do 

not unavoidably offer extra education, but work to create a support network and a kind 

of direction for teachers during their first year. In addition to increasing the level of 

retention, participation in the induction program can also increase teachers' confidence 

in their own competencies and abilities (Turley et al., 2006). 

 Quality induction programs also include an experienced instructor who serves 

as a mentor on the same subject, joint planning, regular schedule collaboration and 
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assistant teachers and administration (Ingersoll & Strong., 2012; Cherubini, 2009; 

Killeavy, 2006). The ultimate goal of an effective teacher induction program is to 

enhance the skills and satisfaction of new teachers. These improved skills and higher 

levels of self-efficacy then lend themselves to higher teacher retention rates, and, 

ultimately, increase student learning and achievement (Ingersoll & Strong., 2012). 

 In recent years, the number of new teachers seeking some form of teacher 

support or guidance has increased from 42% in 1990 to 80% in 2008 (National 

Comprehensive Center for Teacher Quality, 2010). Goals of teacher engagement 

programs comprise teacher socialization, and assistance in adjustment and 

development. Statistics show that new teachers are more involved in school and the 

more support they receive, the more likely they are to stay in school and stay in school 

(Smith & Ingersoll, 2006). 

 The idea of socialization is one that has not been encouraged in education, but 

research is concerned with retaining teachers (Fry, 2006; Killeavy, 2006). Teachers 

who feel part of a school are more expected to be hired. To be most successful in teacher 

engagement programs, all teachers and administrators need to be involved. In addition 

to feeling supportive, new teachers need to learn to engage in critical dialogue and self-

reflection in order to examine their teaching practice (Broemmel, Swaggerty, & Dana, 

2009). Teachers who have participated in an induction program rate their overall 

efficacy in the classroom higher than their counterparts who have not participated in an 

induction program (Unruh & Janice, 2010).  

2.6.4 Components of Induction Programs  

 Guiding during the inclusion program provides technical support such as 

advice and recommendations and emotional support such as moral support (Wang & 
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Odell., 2002). A mentor is a teacher who has an inner, or inner desire to help another 

teacher and should be carefully selected (Sam, 2010). Supervisor teachers should be 

one who has experience teaching in the same subject and at the same grade level, and 

should have a joint planning period (Broemmel, Swaggerty, & Mcintosh., 2009; Fry, 

2006).  

 Furthermore, if these mentor teachers are trained by teachers on how to coach 

and interact with new teachers (Fry, 2006). Supervisor teachers should be experienced 

teachers with strong interpersonal skills, respect for multiple perspectives and 

outstanding classroom practice p.78 (Moir & Janet, 2001). One need for a mentor is to 

help new teachers reflect on their own practice and learn to adjust their abilities 

accordingly (Sam, 2010). "By having real dialogue and collaborating with other new 

teachers and instructors in the mutual respect class, the new teachers have reinterpreted 

their professional practice."p.34 (Sam, 2010) 

 Trust is a very important part of a guiding relationship. Confidence is 

something that happens from time to time. Earnings should be earned from time to time 

and should be seen as a priority between the parties to build an effective foundation. 

Guardians must play the role of supporter, not illegitimate" and present options, not 

mandate (Sam, 2010). It is beneficial for mentor teachers to provide effective support 

when needed to be close to their minutes (Fry, 2006).   

2.6.5 Characteristics of Induction training  

 It may be extra effective if teachers participate as a group (Walter, 2012). 

Often the need for cooperation is defined as the need to work with many peers or "action 

teams". Goes this is usually justified by the fact that it allows teachers to test each other 

and clear up misapprehensions. Directly transferring information from a course leader 
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to an individual participant is often the opposite of being mostly useless. PD is claimed 

to be more operative when it involves subject information training. (Desimone, 2009). 

This often conflicts with the PD, which includes training only in general teaching 

techniques, removed from the material they are used to provide. In fact, both are often 

claimed to be complementary, and PD is therefore most effective when both subject 

knowledge and general teaching techniques are trained together. 

 PD is claimed to be more effective when it involves external skills (Bijorn 

Hebler, 2020). In general, outside skills are used in the sense of input from people who 

do not work in the same school as teachers are trained. This is usually justified by the 

fact that it requires a challenge or fresh input from the recycling of prevailing skills 

within the school, which teachers will even now be aware of. PD is claimed to be more 

effective when it involves chances to use, drill, or apply what has been knowledgeable.  

2.6.6 Effectiveness of Training Programs 

 Experts have assessed the effectiveness of training programs in achieving the 

goals and objectives set by the administration  (Iqbal, 2011). Has adopted the 

effectiveness of the training program in terms of benefits to reduce costs due to mistakes 

and more time to complete a task and increase the trainee career (Amen, 

2013).measuring the effectiveness of training in improving satisfaction and moral 

levels and reducing business as a result of training. 

 We live in globalized world, where countries are subject to massive economic, 

political and technological changes. Globalized world is influencing education. 

However, despite its importance in shaping our future, education is not always analyzed 

according to the parameters that have led to high quality results in some education 

systems. Local policies still dominate scientific knowledge in determining the direction 
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of most countries in terms of education. This monograph draws on the idea that 

clarifying the parameters that define high quality education is necessary in today's 

global world (Ahmad, Rehman, & Ali, 2014). 

 In particular, the current article focuses on how to better promote and facilitate 

teacher professional development (PD) in the 21st century. Teacher PD includes many 

processes, methods and systems that are certainly entangled by cultural, social, 

political, and economic characteristics and conditions of each particular context, (Tan 

& Damek, 2014 (ORTEGA-RUIZ, 2015). In the framework of a complex (situational, 

contextual, ecological) theoretical perspective  

Our interest in this monograph is to show the perspectives and perspectives of 

teachers of certain nations with a strong commitment to research and / or practice in 

this field. Some of the questions that sparked this monograph were: What models are 

adopted in countries that have developed highly effective and / or sophisticated PD 

measures in recent years? What are the similarities between the ways teachers in these 

countries engage in PD activities? What are the differences? What kind of challenges 

do these nations face? How do cultural, social, political and economic factors shape PD 

practices around the world?? We thought that exploring these topics was a worthwhile 

effort, with the potential to enrich our understanding of the mechanisms that underlie 

teacher learning in our current globalized world (BAUTISTA, 2015). 

2.6.7 Challenges of Newly Inducted Teachers  

 A study of the challenges of novice teachers by Einstein and Barrett (2004) 

produced three frames: such as the management frame (routines and methods of 

handling students during classroom activities, behavioral difficulties and discipline 

Arranging results, time and lessons), They were more engaged in class when the 
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punishment and de-motivation were reduced, and when their opinions were given 

maximum attention to make them feel important. Positive reinforcement, substituting 

punishment and implementing students’ opinion helped a lot in maintaining discipline. 

The professional development opportunities helped me to become a reflective teacher 

(Sadrudin, 2019). 

  Human Relationship Frame (such as individual student needs and learning 

styles, student-teacher relationships and communication, classroom culture, sense of 

community, collaboration and interaction with students and parents, student expression, 

selection and motivation)  Political frameworks (such as learning to reinforce the needs 

of multiple students to achieve equality and access to education, tact differences, 

student prior knowledge and cultural understanding, teacher expectations, race, culture, 

language and access analysis and inequality (student participation in classroom 

conversations), Relationships with supervising teachers, supervisor challenges, student 

relationship challenges, social status and identity challenges, social challenges, 

classroom management challenges, instructional challenges, workload challenges 

(Tahir & Qadir, 2012). 

 The first year of a teacher's career is very important because it indicates 

whether the teacher will remain in the field or not. It can be frustrating for novice 

teachers to step into professional life after graduation, as there is no soft age for 

adaptation in the teaching profession. On the first day of school, novice teachers have 

to stand in front of students. Newborns should be taught like experienced teachers, and 

they have many roles. The expectation from both teachers is the same. It is hoped that 

the learner will be able to learn the school environment, policies and procedures as well 

as become familiar with the curriculum, testing and school. (Tondeur, J., Forkosh-
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Baruch 2014) focused on the concerns of novice teachers. The results show that the 

biggest problems are: a variety of classes, Learning school-specific rules and 

regulations; Elementary school students; preparing teaching material. And focus on 

student participation. The author describes teacher-classroom management, student 

social, and disciplinary interventions typically performed by teachers, and proposes 

guidelines for teacher education in the following three actions (Rahimi & Karkami, 

2015). 

 There is a scientific basis for educating teachers about classroom management 

that reflects established scientific findings. There is no such scientific basis for student 

social and disciplinary interventions, but principles that reflect the consensus of experts 

can be pointed out. The author says that there should be a constant focus on a single 

integrated approach, which is taught as an action system in which not only business 

knowledge (about the principles of effective management) is implemented (but also 

their How principles are enforced (and when and why to enforce conditional 

knowledge) (Darling-Hammond, Flook, Cook-Harvey, & ,Barron, 2020). 

 Other suggested elements include the conceptual transformation education, 

which is designed to help student’s correct and correct inappropriate attitudes or beliefs. 

Emphasize the basics by focusing on the most common classroom teaching conditions; 

And to develop maximum skills through apprenticeship approach (modeling, coaching, 

scaffolding / fading) (Meiers, 2014).  

 But basic concepts and skills include rational instruction, structured 

classroom observations and students' teaching experiences, and the need to use case 

material and simulation exercises as alternatives to field experiments that cannot be 

included in the program (Westbrook, 2013).  
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 An independent pre-teacher program that provides immediate teaching needs. 

The inclusion process helps new entrants to adapt to the new environment. New 

teachers are joining with full knowledge of the material but still we fail to get quality 

education because they lack maritime skills and others are not even commanded 

teaching techniques. Involvement helps teachers understand students, teaching 

techniques and courses. Awareness of systems and processes as well as school rules 

and regulations are fundamental for teachers to feel confident. As a classroom teacher, 

he is going to be a lifelong learner (Le Clair, R. J., Thompson, K. H., & Binks, A. P. 

Thompson, 2018). After training, teachers were better able to respond to difficult 

situations. According to Darling-Hammond, L., La Pointe, M., Meyerson, D., Orr, M. 

T., & Cohen, C. (2007) there are many indicators of these trainings. 

 Excellent practice standards used to oversee course and experimental work 

strategies and assessments Basic subject knowledge  informational learning, teaching 

methods, assessment, practical learning. Developed practical skills linked to the 

curriculum and practiced in the main classroom. Relationships between trained 

institutes and schools that require what kind of teachers need Case studies, instructor 

research, assessment techniques and portfolio examinations related to teachers' learning 

from classroom practice (Wrenn, 2009). 

 Darling Hammond and Baratz Snowden (2007) suggest that novice teachers 

need to improve their methods, understand teaching, and be able to express these 

methods. In addition to imitating teaching methods on self-reflection, all the new 

knowledge gained from participation helps teachers to enhance their abilities such as 

improving outcomes, learning to handle all kinds of situations, etc. Content knowledge 
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is another very important part of it. With the effectiveness of training and classroom 

learning 

 Numerous teacher studies have shown that there is no reliable association 

between the content measured by student results in teacher (NTE) subject examinations 

and this measure of teacher performance. Most studies show small and statistically 

significant relationships, both positive and negative. Teacher training plays a significant 

role in developing quality teachers. Training is offered to them at different stages of 

their careers. One of the leading trainings is the induction training that they receive at 

the beginning of their career. A well-designed inclusion training program assumes that 

it is most important for novice teachers to understand school settings. It is difficult for 

a new teacher to tilt all areas at once, so focus on important component that will be 

related to teaching and classroom methods, lesson planning, teaching techniques, 

classroom management  (Wrenn, 2009). 

 Lessons, content knowledge, and interaction with students during assessment 

are some of the areas that can be included in the training to engage novice teachers. 

This requires extra time and effort to command the contents. Newly recruited teachers 

can begin to understand how issues can be inked; acceptance expands while issues are 

discussed to resolve (Darling-Hammond, Flook, Cook-Harvey, Barron, & Osher, 

2020). The biggest challenge is to select people with good teaching skills and then 

improve your teaching skills through training. The selection of teachers should be based 

on their educational background, experience and teaching certification and their 

classroom teaching must be practical in order to assess results, skills and 

responsibilities. Teachers need a fair amount of time to reflect or reconstruct their 

thinking in order to build a strong academic connection between theory and practice 

Maynes, N., & Mottonen, A. L. (2017). But the question is how to expose and prepare 
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them. In Pakistan, teachers' services are reviewed after a certain period of time without 

considering their performance. Teachers in Punjab have a permanent post after a three-

year probationary period. This is confirmed without measuring the performance of 

almost everyone. The solution is to train new teachers deeply to motivate them to 

become better teachers  

 Induction training is the process of training newly recruited elementary school 

teachers to improve their skills, enhance their knowledge and teach them teaching skills 

to successfully get daily jobs. There are induction approaches and methods to enhance 

the basic philosophies of teaching skills. The theory of training new recruits predicts 

that in the first few years of enrollment, new recruits will face these challenges and try 

to provide them with material and knowledge (Linda Darling-Hammonda, Flook, 

hanna, Barron, & Osher, 2020).The retention of teachers in the profession depends on 

how skilled and fast they are  

 In any incentive, training should clearly be an integral part of newly recruited 

elementary school teachers. Training helps beginner teachers learn and adjust to the 

new environment and play their appropriate role. Induction training is the process of 

bridging the gap between theoretical knowledge (extension during teacher preparation) 

with the original classroom teaching settings. Alternatively, training is a method of 

developing the skills needed to perform the teaching profession. Training significantly 

improves teachers' performance and provides them with the support they need to adjust 

to the direct school. The idea of developing induction training for novice teachers was 

tested to help novice teachers in the profession. Long live the student because he is the 

educational leader. He can create a class environment as well as bring about positive 

change in it. He can play an important role in the development of the country as well 
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as be responsible for the failure of the student. Now the question is "How to train these 

role models?"  (Finefter-Rosenbluh, 2016) 

 Effective teacher training is an ongoing process that requires hands-on 

practice and appropriate feedback, and appropriate timing and follow-up assistance is 

provided. Effective induction training involves teacher learning activities that can be 

easily performed with the student in the original classroom setting and encourages the 

progress of the new teachers involved. (Bliss, Walden Dissertations and Doctoral 

Studies, 2013) Emerging schools are increasingly focusing on learning societies and 

introducing new ways for teachers to share their skills and practice regularly with other 

national and international schools (OECD, 2009). The effectiveness of newly added 

teachers should be based on curricula and teaching methods that are more likely to 

offend students, and enhance students' learning ability and teacher-learning processes 

through professional learning experience 

 Indications for improvement in teaching and learning for students indicate the 

effectiveness of elementary teacher inclusion training with this message, Schleicher, A. 

(2012). Explains the main purpose of teacher training is always to organize the 

knowledge and teaching of deep instructors. The commitment of bold knowledge 

towards successful training is ultimately a sign of increase in students' knowledge. 

Induction training is an important indicator for the training of effective teachers 

(ii) Real-time need to provide analysis training and in-service training at regular 

intervals stating the usefulness of teacher training with the help of systematic 

emphasizes needs need-based training. (UNESCO, 2006).  
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2.7 Impact of Induction Training Program 

 The effectiveness of involving novice teachers can be measured in several ways. 

(Kirkpatrick, 1979).  First, it is measured by measuring participants' immediate 

response to a program or their satisfaction and acceptance of training. However, the 

correlation between participants' satisfaction and the change in their knowledge and 

actions is generally weak. Second, the effectiveness of teacher training can be measured 

by increasing participants' knowledge and measuring their attitudes, beliefs, and 

motivation levels (Mareike et al., 2013). These qualities of teachers are important 

predictors for the quality of teaching and the education of students. Third, the 

effectiveness of teacher training can be assessed by observing changes in participants' 

class behaviors, for example, if instruction becomes more cognitively motivated or 

students are encouraged to repeat their learning process (Lipowsky & Rzejak, 2015).  

2.7.1 Lack of support 

 Many teachers are dropping out of school due to poor school environments, 

lack of administrative support, low salaries, high level of accountability, and lack of 

teacher preparation examined the reasons for teachers' departure and suggested that 

school administrators may adopt practical strategies to prevent teacher attendance, 

suggesting that teachers have a mentor. The induction program has to go through, and 

the amount of administrative support is affected whether teachers choose to stay or 

leave education (Sedivy-Benton, L, McGill, & J, 2012). 

 Most of the study participants pointed out that despite guidance and inclusion 

help, their biggest challenges were balancing work and life, providing adequate 

curriculum coverage, and managing behaviors. These issues made some teachers want 

to leave and find some less pressure. (Franklin & Quintin, 2012). State that only 15% 
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of elementary teachers choose to remain in teaching after their students' teaching 

experiences and many of the teachers who stay leave after their first year. Franklin and 

Molina found that the lack of help involved in the participants was cited, leading to a 

lack of interest from teachers. He said that many agricultural teachers had received only 

training and work management support from other colleagues who were just as busy 

and overwhelmed as they were. 

 According to the literature on the subject Ingersoll, R. M. (2012)., the issue 

of new teacher enrollment is not only a local concern, but also a national and 

international one. Although more teachers are needed in school districts, some areas 

have higher rates of affordability than others (Nation, 2014). Reasons for teachers to 

leave the profession include a sense of co-operation and overwork by staff. 

 Although first-year teachers enter the profession with enthusiasm at the 

beginning of their careers, this exercise is expected to meet the same demands as the 

learning load, a heavier workload, and experienced teachers. I cause inattention of 

teachers and teachers. The problem is that the time of the new teachers is limited and 

their scope of employment is increasing, without removing anything. Teachers need to 

work harder than ever. But now most states have implemented some form of 

professional development or peer support for new teachers. About three-quarters of new 

teachers have reported participating in the enrollment program and have been assigned 

a mentor. Some states have even fully funded mentoring programs in which teachers 

are expert teachers who have time to release and coaching classrooms on a regular basis 

(Douglas E. Mitchell, E, Mitchell, Howard, & Meetze-Hall, 2017). 

 Subject knowledge, teaching skills development and work performance and 

commitment is an integral part of teacher preparation. Teachers should be refreshed as 



58 

they improve their effectiveness as well as progress through educational improvement 

and regular service courses in social affairs. Lifelong learning has also become an 

important part of teacher education. By assessing the need for training, TNA, education 

officials can identify pedagogical and content-related discrepancies, and as a result, the 

need for training may be tailored (BOUDERSA, 2016). 

 One solution is to provide effective training to enhance your teaching skills. 

The second solution is that good teachers are possible in the two to three year 

recruitment policy 2017-18. In the Pakistani public sector, it is difficult to find qualified 

teachers, usually verified after three years of scrutiny. Teachers in Punjab are 

permanent after a three-year probationary period. Almost everyone is confirmed 

without measuring their performance then the solution is to make them teachers to 

motivate new teachers to become better teachers. (Cranston, 2012) 

2.7.2 Training Evaluation 

 Evaluating a training program can help an organization achieve a variety of 

goals throughout the period of the training. Some basic principles for evaluating a 

training evaluating the effectiveness of the training, and using it as a training aid. The 

main purpose of assessment is to increase training by discovering which training 

processes are successful in achieving their stated goals Posavac, E. J. (2015).  Because 

assessment affects learning, it can also be used as a training aid (results facilitate good 

education). Other commitments of the training test contain the following: 

 To explain training and development goals are being met. 

a) To Explain the effectiveness of different components of a training and 

development program (such as materials, training support, facilities and 

environment, program schedules, presentation styles, instructors, etc.). 
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b) To determine training and development programs justifying the cost. 

c) To decide (which number and type of potential participants) to participate in the 

future program 

d) To determine which participants received the most or leased from a particular 

program. 

e) Gain practical insights into the design, development and delivery of more 

effective future programs. 

f) Training and development efforts in accordance with policy guidelines and 

documentation. 

g) To test the extent of learning transfer. 

h) To determine if trainees from the training program are needed (Topno, 2012). 

 Mohamud, A. M. (2014) conducted an analytical study on the effectiveness 

of various cadre training programs for public sector employees. The results show that 

employees differed in the effectiveness of training programs based on demographic 

roles. It is also estimated that the experience and education of the organization's 

employees determine the key factor and commitment in the training programs. It is 

observed that training budgets are growing at an extraordinary rates Nassazi, (2013) 

highlighted that most organizations are seeking feedback from workers for the 

effectiveness of training to capitalize on their profits. In the endless campaign of 

competitive edge, companies follow the belief that better, better trained workers 

increase the chances of success. This study explains the context of experiences towards 

the different skills of employees and the objectives behind training in organizations. 

 A formal evaluation of the T&D program reflects the role that these programs 

play in improving individual and organizational performance. Assess the amount of 
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change in the evaluation of the training program - the degree to which the skills, 

qualifications, or job performance and the source of the transformation (Clarke, 2012). 

2.7.3 Training Need Analysis 

 Analysis of training needs is an organized way of defining whether 

performance is less than probable or desired. The focus of the training is on 

performance development, which becomes clear to analyze the need to examine 

(Pisano, 2014). 

2.7.4 The Training Methods 

 Choosing the right training method to meet the training objectives becomes 

more and more difficult. Different methods of training include lectures, program 

instruction, virtual reality training, intelligent tuition system, interactive multimedia 

training, games and simulation, teaching techniques, case studies, etc (Mescheder, L., 

Geiger, A., & Nowozin, S. 2018). 

2.7.5 The Training Budget  

 Many researchers look at the training budget as a separate independent 

variable to assess the effectiveness of the training program and find that good results 

are achieved with less investment in training but it depends on the nature of the skills 

and the training program (Amos, A. O., Akpoviroro, K. S., Sariat, A. O., & Adesubomi, 

B. O. 2019).  

2.7.6 Training Facility Environment 

 Training programs that are more environmentally friendly are more 

successful. Physical resources such as seating arrangements, lighting, and peace of 
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mind in the training environment, as well as factors beyond the training classroom such 

as food, are all examples of these (Bucholz & Sheffle, 2014). 

2.7.7 Reinforcement of Training Program  

 The reinforcement of training program affect the training outcomes, as well 

as the activities, skills, and strategies gained by those who participated in the training, 

are still unsuccessful. This happens until they are strengthened in the workplace by the 

organization's management (Noe, 2019).  

2.7.8 Supportive Organizational Setting 

 Rutherford (2002) Organizational layout that includes positive attitudes about 

the knowledge and skills acquired in training by co-workers, supervisors and 

employers, as well as subordinates, is important in applying this work to the actual 

workplace. The organization can show their support to each team using these four 

systems: the reward system, the information system, the educational system, and the 

resource allocation system (Francoeur-Marquis & Aubé, 2020). 

2.7.9 Trainee Characteristics  

 Trainer characteristics play an important role in the effectiveness of training 

programs as all communication and learning through the trainer is through the trainer 

and he acts as a bridge between the trainee and the training program. These features 

may include training experience, professional knowledge and expertise about the 

training program, and number of trainees. Choi, Y. J., Lee, C., & Jacobs, R. L. (2015). 

2.7.10 Sustainability of Teacher Education 

 New Teacher Induction Program provides a range of supports, including 

orientation, mentoring, and professional development focused on key areas of need 
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identified by new teachers, including classroom management, communication with 

parents, assessment and evaluation (Darling-Hammond, Flook, Cook-Harvey, Barron, 

& Osher, 2020). The sustainability of teacher education can be achieved by adopting 

new trends in teacher training through effective teacher training to achieve quality 

education that is going on all over the world. A strong education system, as well as a 

well-thought-out plan of action and policies, will help a country grow. When we 

perform as a profession, teacher education has an effect on the entire education system 

and its efficiency, regardless of which we are or what profession we provide. Teachers 

make life difficult for students because he acts as an educational guide. Teachers can 

also play an important role in the development of the country as they are a model that 

can bring about positive change. The one trillion question now is, "How should these 

role models be trained  (Weybrecht, 2017) ". 

 As per Pianta (2012) every society has many opportunities to ensure the 

quality of teachers through its effective training. Teacher training is seen as a core part 

of teacher education and essentially a school system requirement. Teacher training 

requires subject knowledge, the learning of teaching skills, as well as job success and 

dedication. 

 Lifelong learning has also become an important part of teacher education. 

Permanent professional development programs in various countries around the world 

began at the professional level to assist teachers during their careers. By assessing the 

need for training, TNAs, education officials can identify the contradictions between 

pedagogical and content knowledge, and as a result, the need for training can be tailored 

accordingly (Pianta, 2012) 
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 Effective training promotes quality education, which enables the student to 

learn and succeed throughout life Effective training means ensuring classroom learning 

that emphasizes teacher quality, planning, and teacher evaluation with an emphasis on 

achieving student success in modern learning advances measurement (Rozenholtz, 

2015). These reforms are directly linked to teachers' classroom practices. Observation 

tools are needed that can be used to observe teachers after the induction program. 

Teacher engagement training and professional development that results in upgrading 

student achievement and measuring the effectiveness of the inclusion program 

(Desimone, Smith, & Phillips, 2013). Many years ago, newly added teachers were 

trained with other teachers by observing teachers' classroom practices. However, there 

has not been a variety of activities to clearly articulate, run, and measure this 

competency, which instructors look at classrooms to assess, and develop effective 

teaching through observation (Jamil, F. M. 2013).  

 The key elements of an effective induction program are: Training is clearly 

developed through goals and objectives tailored to the needs of teachers and students. 

It is a good strategy to measure the effects of induction training on teaching skills in 

classroom methods. An important skill for an effective teacher is to facilitate learning 

and student success, although most beginner teachers have not mastered these skills 

(Rosenshine, 2012). 

 The most important skills for exceptional teachers are learning and 

encouraging student success. An expectation from new teachers begins after the next 

day's training, which is quite unnatural. The training academy has the necessary 

constant support from school principals, senior teachers and observers, and appropriate 

feedback (Coe, Aloisi, Higgins, & Major, 2014). A key benefit of the Inclusion Program 
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collaboration is that it provides a framework for successful inclusion of students with a 

successful orientation, "New teachers use a mix of practical approach methods that 

come from their inclusion training deployment program (Goe & , Andrew, 2012). 

 Currently, different types of learning are taking place, but do not highlight the 

quality of teacher training, only offer some insights about the quality of education, nor 

suggest any indicators to improve the quality.  Then it is more practical to make sure 

that the trainer applies classroom activity-based methods with lesson observations. 

Interviewing teachers and head teachers can be more effective in implementing this tool 

in the classroom. The classroom has three boundaries: expression support, classroom 

organization, and teaching support. The Classroom Observation Tool can be used for 

both classroom quality testing and as a tool to help new and experienced teachers 

become more efficient (Little, 2009). 

 Impressions are gained in a fluid, global, gentle way, with the help of 

questioning techniques covering material delivery, interaction with the school and the 

student and encouraging participation. Asking a question during education to support 

one's knowledge and learning aids about one's own intellectual advancement is an 

important element of opinion and is essential. In addition, collaboration, in which the 

observer is committed to improve students' understanding, is related to improving 

linguistic, social development, and academic (Tofade, 2013). 

 Considering the effectiveness of teacher observation in real classrooms to 

measure the effects of received training, the study also used classroom observations to 

investigate the effects of induction level training of primary school teachers in Punjab. 

The question is whether good teachers are being helped with better teaching techniques. 

The identification of teachers based on their educational background, experience, and 
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teacher credentials for the selection of ambiguous practices. The primary focus is on 

the sustainability of quality education in the long run. Finally, the focus is on the 

sustainability of quality education training (Wever & Vanderlinde, 2013).  

The development focuses on the need of generations are very important and 

ESD shows, a great impact on lifestyle, behavior values and ethics to build a bright 

future (UNESCO, 2005). There is growing support for inclusion programs around the 

world and countries such as Scotland, Japan, Switzerland, England, Germany and the 

United States have made inclusion programs mandatory and as part of the 

responsibilities of experienced teachers. It also includes mentoring programs to support 

the responsibilities of newly appointed teachers.. They are expected to perform 

alongside experienced lecturers. 

Unfortunately, newly qualified teachers often feel incompetent because they do 

not have enough knowledge and skills to do their job well. With neither past experience 

nor training to depend, they gradually become unwelcome and unpleasant. Eventually, 

their commitment to the teaching profession diminishes (Christopher Day, 2014). 

Claims that "teachers feel good about their work will find ways to reach all their 

children learning." This statement shows that the newly educated newcomers who 

receive guidance from their schools are more loving and productive than their work. 

Teachers are able to make judgments about changes in their students’ learning 

outcomes (MEIERS, 2014). 

 Induction programs provide an opportunity for new district lecturers to meet 

on a regular basis, yet their scope varies. These meetings are often held before the start 

of the school year and sometimes continue during the school year. They are often 

structured to help lecturers adjust to their new layout. Kelly (2004) explains that 
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inclusion programs, however, vary in their content, substance, and quality, and that 

many of them provide a limited amount of assistance through district orientation only. 

The inclusion program ends with the sharing of school or district rules, policies or 

procedures (McCain, Johansen and Reka, 2005). These efforts seem to be aimed at 

helping lecturers in their first year, much less than what they want to achieve. 

 Such a survival-oriented induction program is a missed opportunity for 

authentic lecturer learning. There is a need to set higher expectations for elementary 

school teacher’s engagement programs, using them as a vehicle for the development 

and growth of inductees, to develop a new perspective on teaching and learning. Adding 

time can be a great learning experience for newly appointed lecturers (Wayne, et al. 

2005), who will suggest that it provides a great opportunity for those who plan inclusive 

programs. With the right kind of planning, the programs involved can be accelerated as 

much as possible by providing planned opportunities for new lecturers to develop 

engagement learning and interact with their peers and other skilled lecturers or 

moderators. It is encouraging that index programs are being presented with a very high 

frequency in the last 13 years, with more than 80 newly appointed lecturers reporting 

some form of inclusion in lecturer inclusion programs (Wayne, et al. 2005; Ingersoll, 

2004).  

 According to Johnson and Kardos (2002) the structure and quality of the 

programs vary and there is often a comparison between the needs of these new lecturers 

and the support they receive. Therefore, in order for the experience of involving a 

lecturer to be meaningful, it is important to provide input to participating lecturers to 

plan the class and share their views and opinions throughout the year. Raise a real voice 

in welfare. 
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 Element of Successful Induction Programs According to Bush and 

Middlewood (2005), it is clear that unless leaders and managers show confidence in the 

importance of the inclusion program, it can be ineffective. It is also important to note 

that all staff should be responsible for the inclusion of a new lecturer and that not all 

responsibility falls on the induction tutor or mentor (Bubb & Early, 2007). Wang (2004) 

describes inclusion as a comprehensive and multi-faceted approach.  

2.8 Tailed induction program 

 He emphasizes the importance of addressing the real needs of lecturers within 

an individual school division and warns that any approach fits one size fits all. In order 

to design an inclusion program that will provide a solution to the attendance rate, an 

initial review is needed to determine the reasons for lecturers leaving the profession or 

a particular school. According to Wang (2004) successful inclusion programs have the 

following characteristics: 

a) There are networks that form learning communities. 

b) Introduce each partner as a potential valuable helper. 

c) Transform learners into learning owners in study groups. 

d) Create learning groups where everyone, new lecturers as well as experienced 

lecturers, gain knowledge. 

 Demonstrate that quality education is not just an individual responsibility, but 

a group responsibility. The wrong source is also stated. In order for the induction 

program to be effective, caregivers need to closely monitor their changing needs by 

providing non-hazardous lectures. It is therefore important for every organization to 

create an effective induction program for new employees as it greatly affects their 
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performance and satisfaction, and consequently the overall performance of the 

organization as a complete non-resource resource (M, Ingersoll, & Stong, 2011).  

a) Measuring training effectiveness models 

b) Creek Patrick's four-level model for measuring training effectiveness 

c) Training to measure the effectiveness of the nine-model training 

d) Swanson and Slaser's three-step model for measuring training effectiveness.  

Providing quality feedback is an important process for achieving high productivity. 

This is the basic education that a teacher wants to bring before he or she arrives in his 

or her original classroom, that is, expert teachers perform as part of their teaching 

profession, in the school environment Basic Exercises Emphasize the Importance of 

Teachers' Material Knowledge and Performance (Darling-Hammond, Amrein-

Beardsley, Haertel, & Rothstein, 2012)  

Rather than focusing on academic pursuits or their abilities for teaching in the 

past, best practices aim to validate the routine activities of teachers and provide 

meaningful content, supporting meaningful learning (McDonald's, Kazimi, Kianag 

2013). Key activities can be categorized as: (1) Pre-lesson activities, learning tasks and 

correcting lessons. (2) Lesson, coaching, control and evaluation and (3) post-lesson 

activities, plan activities to reflect teaching. Measuring on single-measurement tools 

can be difficult, including interacting with students in a variety of settings and teachers' 

classroom teaching. 

Alternatively, replacing the professional development of teachers requires a 

variety of measurement tools and reviewers. Creating a safe and stimulating learning 

climate” and “intensive and activating teaching” and almost significantly on “efficient 

classroom management (Grift, Chun, Maulana, Lee, & Helms-Lorenz, 2016). To some 

extent, little attention has been paid to the evidence that the accuracy of the 



69 

instrumentation tools is as adaptable as the reliability, usefulness, and how they will 

affect teachers' turn of events. At this point, knowledge refers to more probable ground 

choices regarding teacher practices and related outcome estimates, for example, 

accepting help or being innovative (Garcia, et., 2019). 

2.9 Follow up 

 The journey of teacher education is based on the fact that teacher training 

builds competence, which is defined in terms of program objectives and can be 

observed in the behavior of trainee teachers. Effective follow-up provides accurate 

information on the behavior of potential / trainee teachers. Effective follow-up training 

provides timely, appropriate feedback to administrators/relevant authorities. Follow-up 

study involves research techniques, not research (Vincent, et al., 2014). It also includes 

a set of additional procedures and process that are not required when engaging in 

research. An effective follow-up study requires an understanding of: 

a) The social context in which the follow-up is being conducted, 

b) The purposes associated with the follow-up evaluation, and\ 

The manner in which follow-up assessment was used to provide a successful t raining 

experience, design training course is an important aid in the transfer of knowledge and 

skill (Herry, 2010). Sustainable effects on teachers' learning need to be carefully design 

according to an assessment by the institute hardly ever included follow-up in training 

programs. It is suggested that the training institutes ensure that a strong support setup 

is developed for the newly inducted teacher trainers after the training. 

2.9.1 Follow-up Techniques 

 There are a number of follow-up techniques, such as record keeping and 

evolution meetings, Classroom observation etc.; Studies have deliberately used the 
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usefulness of teacher collaboration methods. Similarly, a small number of researchers 

illuminate the process involved in the follow-up mechanism  (Heyes & Rockwood, 

2017). He emphasized the need to pursue techniques that would help in classroom 

learning, lesson observation, appropriate feedback and support for new teachers. 

 An effective induction program assigns minutes to mentors who are at the 

same grade level in elementary schools or teach the same subject in middle and 

secondary grades. Selecting my teachers who supposed teachers is not only 

accountable, but should be properly trained through professional development and 

"tools to advance the new teacher's practice" are key to enhancing teacher effectiveness 

(Ingersoll & Strong, 2011). 

 A well-established program not only helps first-year teachers but also allows 

experienced teachers to consider their teaching style through questioning of novice 

teachers, leading to a consultation between the two. It is important that a school 

principal creates an environment in which new teachers are assisted and supported in a 

timely manner (Uribe-Zarain, Liang, Sottile, & Watson, 2019) 

 It has been stated that those who arrange a visit during training have a little 

knowledge in the classroom. Studies show that only a handful of teacher training studies 

in different developing countries have used observation of lesson lessons to follow the 

training. Some of the techniques followed by (Uribe-Zarain, Liang, Sottile, & Watson, 

2019) were observed through research based on the classroom observation checklist of 

educational institutions observed teachers and provide feedback. Any issues of 

improvement and implementation, certified skills, techniques and methods were 

discussed. 
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 Start follow-up as soon as possible after training to incorporated creativity to 

support the teaching skills of the training. 

• A develops a practical plan for each trainee involved in the training. 

• Ask a questionnaire to get their feedback. 

• Pay close attention when observing because they have put their abilities into 

practice. 

• The value of professional development of teachers can be enhanced by using 

the following concepts 

• Keep it simple. Use a variety of teaching methods to improve classroom 

learning 

• Arrange cooperation with all Assist teachers in implementing teaching priorities 

in training, observation and diagnostic systems. 

 Help teachers develop feedback methods to help them achieve the desired 

results as the ultimate goal of teacher development is student success. The professional 

development of teachers is a difficult task because it is about educating the learners 

(Mackness, Waite, Roberts, & Lovegrove, 2013). The professional development of 

teachers requires separate and joint academic and emotional involvement  

 Observational data can be used to identify aspects of effective teaching. It is 

difficult to use observational data to identify high quality or effective teaching methods, 

yet there are opportunities to use these data for these purposes. Evaluation instruments 

are used to identify ineffective teachers (M, Lans, Grif, M, & Veen, 2018). 

First, research has combined some aspects of the teaching process, such as 

clarity (i.e., speech, class purpose), Organization (i.e., lessons, content), Enthusiasm to 

students, success and learning outcomes. Second, suggest that observations are 
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particularly good at communicating or modeling non-scientific skills such as 

collaboration or expression that have been critical to long-term student .Therefore, if 

used carefully, reliably collected observation data can capture aspects of effective 

teaching (Joe, Tocci, Holtzman, & Williams, 2013). It is never easy to cope with 

challenges alone. Induction programs, even the curriculum at the bachelor level can 

address the future need of novice teacher. It is not enough of course. Observation of the 

teachers, reflective learning and teaching, self-evaluation is never ending stages of 

professional development. All the knowledge gained should be re-examined through 

the channels of educators (Sözen, 2018). 

2.9.2 Theory that Inform Teacher Induction  

 An important goal of the Teacher Preparation Program is to prepare teachers to 

succeed in the classroom. In addition to learning a variety of classroom skills and 

content knowledge, beginner teachers need to rely on their ability to guide students and 

manage the classroom. New teachers not only lack a lot of skills, but also a lack of trust 

(Boudersa N. , 2016).The teacher involvement program should be the bridge between 

the teacher preparation program and the beginning of one's teaching career. 

Participating in a comprehensive teacher inclusion program can increase skills and 

knowledge, increase confidence in teaching ability, and motivate someone to succeed. 

Increased skill levels, higher levels of confidence, and internal motivations are linked 

to increased teacher retention and self-efficacy (Fry, 2006).  

2.10 Conceptual Framework 

 A conceptual framework is a framework on which the researcher believes that 

the natural progress of the study trend can be better explained  (Camp, 2001). It deals 

with the concepts, empirical research, and key theories used by researchers to develop 
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the knowledge and settle their systems  (Adom, Hussein, & Agyem, 2018). It is 

organized in a logical structure to provide a picture or visual display of how ideas in a 

study relate to one another (Grant & Osanloo, 2014). The purpose of a conceptual 

framework is to classify study-related concepts and to map the relationships between 

them. The framework makes it easier for the researcher to specify and define the 

concepts within the problem of the study (Andy, Mennecke, & Anthony, 2012). 

 The conceptual framework provides many benefits to research. For example, it 

helps the researcher identify and construct a global overview of the incident for its 

investigation (Grant & Osanloo, 2014). The conceptual framework provides the 

relationship among and between variables; for example, the independent variables are 

quality and professional development training (Adom, Hussein, & Agyem, 2018). The 

dependent variable is learning of elementary school teachers in Punjab.  
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Figure 2. 2: Follow-Up Mechanism 
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Summary 

The literature of this study provides adequate support to the topic that the 

effectiveness of induction training brings drastic changes in education system. Teaching 

strategies play an important role to deliver content to student. Training support newly 

inducted teachers to learn pedagogical skills, follow-up support made newly inducted 

teachers strengthen; Help them to adjust in new environment. Training should clearly be 

an integral part of newly recruited elementary school teachers. Training helps beginner 

teachers learn and adjust to the new environment and play their appropriate role. 

Induction training is the process of bridging the gap between theoretical knowledge 

with the original classroom teaching settings. Literature stated that around the globe 

training was important for teachers at every stage it provide confidence to NIT to deliver 

content in excellent manner. Training intuitions are responsible for providing feedback to 

newly inducted teachers support them through mentor and arrange retraining refresher 

courses, test their teaching ability and award certificate accordingly. After completing three 

years, training issues lenience for teaching for specific level. 
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CHAPTER III 

RESEARCH METHODOLOGY 

This chapter is to explain the philosophical research paradigm, the methodology 

and methods used to conduct this research. This includes the research approach (an 

explanatory mixed methods design), the methods of sampling and data collection, a 

summary of data analysis and the ethical issues.   

3.1 Philosophical Research Paradigm 

A mixed methods approach guided by a pragmatist research paradigm was 

adopted in this study. Philosophical research paradigm is set of beliefs and shared 

agreements among the scientists about the understanding and solution of a problem. 

Ontological, epistemological, and methodological questions are responded by the 

scientists according to their set of beliefs. Social scientists ground their ways of problem 

solution in a number of paradigms. Their paradigms are not wrong rather more or less 

useful in a particular situation. Research paradigms generally are bifurcated into two 

main categories: Interpretivism and Positivism, Interpretivists believe that reality is 

what people give meaning to it. Values can be measured through words (Creswell & 

Clark, 2018). 

At the turn of the century, mixed approaches have been more commonly 

accepted and used (Burch & Heinrich, 2015). The need for diverse approaches to 

investigate complex educational and social problems is one reason for this shift. 

(DeCuir-Gunby & Schutz, 2017; Ivankova & Kawamura, 2010). Another reason is that 

major funding agencies, such as the National Science Foundation and the Institute of 

Education Sciences, have started to allow researchers to use studies using mixed 

methods rather than singular approaches to research methods (Clark, 2010). A third 
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reason is that study groups have helped to create mixed approaches to methodology as 

an effective and scientifically legitimate approach to research (Biddle & Schafft, 2015; 

Teddlie & Tashakkori, 2009).  

3.2 Research Design 

Bryman (2012) defines research design as a general approach to social science 

research. As a result, the study design is concerned with a researcher's overall strategy 

for answering the research question(s) (Saunders et al., 2012). It entails how the 

researcher plans to collect and evaluate data, as well as the ethical problems and 

restrictions associated with the process (Saunders et al., 2012).  

Quantitative, qualitative, and mixed methods analysis are the three primary 

forms of research design. The computational and statistical analysis of research data 

dominates quantitative research, which is characterized by an empirical approach to the 

data produced and numerically calculated using statistical techniques (Saunders et al., 

2012). It's ideal for delivering those forms of factual, descriptive data; the hard 

evidence, for example (Goundar, 2011).  

Under the positivist research methodology tradition, quantitative research is 

mostly associated with data collection methods like questionnaires or data analysis 

methods such as graphs and statistics (Saunders et al., 2012). Furthermore, this research 

design is associated with a deductive approach to research, and experiment and survey 

research are typical techniques used in this design (Saunders et al., 2012). As a 

consequence, it necessitates the use of a questionnaire or formal interview, in which 

variables can be managed to generate standardized results (Saunders et al., 2012). 

According to Polit and Beck (2012), pragmatism researchers claim that the 

study issues should be guiding force behind the investigation. The inquiry in this study 

was driven by the research questions; the results of the study were renegotiable and 
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were interpreted in terms of their usefulness in the upcoming situations. Pragmatism 

approach of research demanded for mix-method research design and was aptly followed 

in this research.   

The main objective of the study was to develop a follow-up mechanism to 

increase the effectiveness of the induction training of elementary teachers in Punjab. 

This study was conducted in three phases. The first phase requires quantitative data. 

The next phase was qualitative in nature targeting the same themes the questionnaire 

did. The results of these two phases were led us to the third phase i.e. development of 

a follow-up mechanism for increasing sustainability of the effectiveness of the 

induction trainings.  

As a result, the mix-method research best suited this study using the research 

design. Since the first two steps, i.e. induction training, are concerned with the 

interpretation and perception of the phenomenon, quantitative method was adopted; the 

second was about the in-depth analysis of the effectiveness of training in the actual 

classrooms. The findings of the both quantitative and qualitative parts of the study were 

used to develop a follow-up mechanism of induction level training in Punjab. For easy 

understanding, the results of quantitative and qualitative parts were presented separate 

but the follow-up mechanism was developed keeping in view the findings of both parts. 

It is a two-step project in which the researcher gathers quantitative data in the 

first phase, and the qualitative phase in the second. The quantitative findings usually 

guide the types of participants that will be purposefully chosen for the qualitative 

process, as well as the types of questions that will be asked of them (Creswell, 2014; 

Gay, Mills, & Airasian, 2012).  
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Figure 3.1 Explanatory Mixed Methods Designs 

 

 

  

Note. Source: Gay, L.R., Mills, Geoffrey E. & Airasian, Peter, & Educational 

Research: competencies for Analysis and Applications, tenth Edition. 

3.3 Phase Wise population of the Study 

The theoretical population of this study is all the teachers who were inducted in 

2011 and afterwards and went through a compulsory induction training. The study 

intended to measure the effectiveness of induction training offered to elementary 

teachers. The framework of the study demanded a group of sample who was involved 

in this training as recent as possible. Teachers who were inducted earlier than the 2018 

were not included in the study for mainly two reasons: their extra experience might 

have shadowed the skills they got during training; and secondly, follow-up is mostly 

concerned with the period shortly after the actual training. So, it can be said that the 

accessible population of the study was the teachers who were inducted in 2018 (the 

most recent at the time of data collection) and received induction training.  

For the first phase of the study, the population was consisted of 5,096 SESEs 

who were inducted in 2018 and induction training was mandatory for them before 

joining their place of postings. The Quaid-e-Azam Academy for Educational 

Development is in charge of providing training to government school teachers at 

various stages of their careers. The details of elementary teachers attending the 

induction training were obtained from QAED Punjab. 

Since 2011, the Punjab School Education Department has made it mandatory 

for every newly inducted teacher to go through induction level training. DSD/QAED 

was given the task and induction level training started in 2011 and since then every 
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batch of newly inducted teachers (ESEs, SESEs and SSEs) has been offered induction 

training. Elementary School Educators (ESEs) are recruited to teach primary classes; 

Senior Elementary School Education (SESEs) for elementary classes; and Secondary 

School Educators (SSEs) are inducted to teach secondary classes. This study only 

targets the teachers teaching at elementary classes, so we are basically concerned with 

SESEs. According to data collected from the QAED, the total number of SESEs who 

have undergone induction training is 49,863. 

However, not all of these teachers were included in the study's population. 

Teachers who have received induction training many years ago will be removed from 

the research population because we will be measuring the impact of induction training. 

The sample population was limited to teachers who had completed the most recent 

induction training (held in 2018). There are 5,096 SESEs like this. 

Apart from the teachers who was made population for the first phase of the study, the 

head teachers of the schools where these newly inducted teachers had been appointed 

was also the part of the population of the study. The exact number of schools where 

SESEs inducted in 2018 was posted is not exactly known. Even the School Education 

Department Punjab could not provide the number of schools where these teachers were 

posted. Anyhow, 5,096 SESEs inducted in 2018 and the head teachers of the schools 

where these newly inducted SESEs are working was made the population for the second 

phase of the study. The population for the third phase of this study consisted of experts 

who were validated the follow-up mechanism developed based on the findings of the 

first two phases.  

3.4 Sample and Sampling  

Random sampling refers to a variety of methods where participants are chosen 

at random, with a known probability of being chosen. Random sampling methods are 
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used in surveys where findings of the sample are to be generalized to its population 

(Lavrakas, 2008).  

To pick the sample from the given population, multi-stage random sampling 

technique was used. This sampling is made up of several stages. Multistage sampling 

involves two or more random sampling stages depending on the hierarchical structure 

of natural clusters within the population (Sedgwick, 2015).  

There were 5,096 elementary teachers in Punjab who received induction 

training in 2018. There are 36 districts in Punjab. Out of these 36 districts, four districts 

were selected randomly. From each district, 100 SESEs recruited in 2018 were selected 

randomly. Thus, of 400 teachers were selected for the first phase of the study. Following 

is the brief description of the quantitative sampling: 

Figure 3. 2: Flow Chart Showing Quantitative Sampling 

 

 
The second phase of the study was qualitative in nature. Six newly selected 
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were replaced with the teachers selected in the next phase of sampling. In this way, 24 

teachers were selected. The head teachers of the schools where these 24 teachers are 

posted were taken in the sample. So, the sample for the second phase of the study 

consisted of 24 teachers and 24 head teachers.  

In the third phase of the study, experts were selected for validation of the 

proposed follow-up mechanism. Fifteen experts were purposively selected.  

Figure 3.3 Flow Chart Showing Qualitative Sampling 

 
 

Note. In the third phase of the study, experts were selected for validation of the 

proposed follow-up mechanism. Fifteen experts were selected using purposive 

sampling technique. These experts will be selected from Punjab School Education 

Department on the following criteria:  

• At least 10-year experience of working in Punjab School Education 

Department  

• A trainer of Quaid-e-Azam Academy for Education Development 

(QAED) and involved in induction level trainings 

• At least holds a PhD degree in the subject of Education 

Total number of district in Punjab=36

District-1

6 Participants 
(NIT) from 

each District

3 Males 

3 Females 

6 
Headteachers 

District-2

6 Participants 
(NIT) from 

each District

3 Males 

3 Females 

6 
Headteachers 

District-3

6 Participants 
(NIT) from 

each District

3 Males 

3 Females 

6 
Headteachers 

District-4

6 Participants 
(NIT) from 

each District

3 Males 

3 Females

6 
Headteachers 



83 

3.5 Development of Research Tool 

Following four instruments were used in the current study for data collection. 

a) Pre and Posttest 

QAED administers pre and posttests to determine the level of achievement in 

induction training of elementary teachers of Punjab. These tests are developed by 

QAED subject experts keeping in view the objectives and material of the training. 

These results were borrowed from the authorities and used in this study. Each test 

consisted of 50 items. Pre and posttest were the same. 

b) Questionnaire to check the perception of newly inducted teachers: The 

researcher herself developed Questionnaire for Elementary Schools Educators because 

the Indication training delivered by QAED Punjab was planned according to the need 

of Elementary school Educators of Pakistan, so for objectives and content was 

according to the context of Pakistani’s School. It is therefore, tools were developed on 

the basis of information pack and Training Need Analysis. The questionnaire initially 

consisted on 56 items and 6 factors. The factors were: Training Design, Learning 

Facilities at Training Venue, Training Process, Training outcomes, Training outcomes. 

The questionnaire was on five points Likert scale. Strongly Agree (SA), Agree (A), 

Undecided (U), Disagree (D), and Strongly Disagree (SD) were the answer choices 

(SD). Validity of the questionnaire was ensured by accessing three experts, items 

numbered 7,11.14,19,20,32,38,41,56 were deleted after validating from experts 47 

items were finalized.  
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c) Classroom observation for reflection of induction training 

Classroom observation tool was also developed by researcher herself on the content 

delivery during the training. The Classroom observation tool was on five points Likert 

scale covering six factors, which were: Lesson planning, Teaching Techniques, 

Classroom Management, Assessment Techniques, Interaction with students during 

lesson, and Content Knowledge. The response options were “Not at all, Least Effective, 

Satisfactory, and Very Effective”. The Classroom observation tool was consisted of 47 

items and 5 factors. Validity of the Classroom observation was ensured by accessing 

three experts, items numbered 3, 5, 6, 9, 10, 12, 15, 17, 19, 21, 23, 33, 36, 39, 43, 45, 

46, were deleted after validating from experts 30 items were finalized.  

d) Semi-structured interview for the head teachers 

Semi-structured interview was developed by researcher herself. Initially, the interview 

consisted of 10 questions. After discussion with experts, seven sub questions were 

added. The head teachers were asked about the professional approach of new inducted 

teachers. They were also asked about their punctuality and cooperation with the school 

administration and staff. They were further asked to express their views to increase the 

effectiveness of the induction training.   
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3.6 Validation of Research Tool 

 After the development of research instruments, it was sent for validation to three 

experts (Appendix-E). On the recommended responses from the expert’s instruments 

were amended accordingly. To ensure the validity of the research tools the factors 

analysis was applied and after that the opinion of the experts of the relevant field was 

asked and that the validity of the research instrument was ensured. The classroom 

observation protocol consisted on 30 items and 6 factors. Validity of classroom 

observation tool was ensured by accessing three experts of  

3.6.1 Pilot testing of research instruments 

The Questionnaire was pilot tested with 50 newly inducted teachers after expert 

validation of research instruments. Five classrooms were observed on classroom 

observation tool for pilot testing. Interviews were tried out upon five head teachers. 

Thus, minor changes in the language of five questions of the interview protocol for head 

teachers were made. 

3.6.2 Reliability of Tool 

The Cronbach's Alpha coefficient was used to assess the reliability of the study 

questionnaire. A research instrument's reliability is outstanding when it is greater than 

0.8, and satisfactory when it is between 0.60 and 0.79 (Boroumandfar, Khorvash, Taeri, 

Salehi, & Yadegarfar, 2016). A research tool's reliability coefficient is 0.5, which is 

sufficient (Bujang, Omar, & Baharum., 2018). A value of Chronbach Alpha greater 

than 0.7 indicates that a research method is internally reliable (Taber, 2018). The 

Questionnaire on assessing the efficacy of induction training (QMEIT) had a 

Chronbach Alpha of 0.86 which means the research tool was internally consistent and 

reliable. 
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Table 3.1

 

Factor-wise reliability analysis of Questionnaire on measuring the effectiveness of 

induction training 

No. Factor 

Statement No 

included in the 

factor 

No. of 

statements 

Chronbach 

Alpha 

1 Training Design  1to 9 9 0.72 

2 Learning facilities at 

training venue 

10 to 13 4 0.78 

3 Training process 14 to 23 10 0.68 

4 Training Outcomes 24 to 31 8 0.71 

5 After the training I was 

able  

32 to 43 12 0.85 

6 Following support  44 to 47 4 0.82 

Table 3.2

 

Factor-wise reliability analysis of Classroom Observation Tool (COT) on measuring 

the effectiveness of induction training 

No. Factor 

Statement No 

included in the 

factor 

No. of 

statements 

Chronbach 

Alpha 

1 Lesson planning 1to 5 5 0.59 

2 Teaching Techniques 6 to 11 6 0.68 

3 Classroom management  12 to 16 5 0.75 

4 Assessment Techniques 17  to 21 5 0.43 

5 Interaction with student 

during lesson  

22 to 26 5 0.75 

6 Content Knowledge 27 to 30 4 0.86 

Chronbach Alpha values for QMEIT and COT factors were appropriate, and both 

scales were statistically accurate. 

3.7 Data Collection  

The most critical objective of data collection is ensuring that information-rich 

and reliable data is collected for statistical analysis so that data-driven decisions can be 

made for research (QuestionPro, 2020). There were 5,096 elementary teachers inducted 

in 2018. The pre-test results and post-test off all inducted teachers were collected of 

newly inducted teachers. Questionnaire was administered from four hundred newly 



87 

induced teachers from four selected District of Punjab. For the quantitative part of the 

study, data were collected by using a self-developed questionnaire.  

The quantitative data were collected from randomly selected newly inducted 

teachers. Researcher used the self-developed classroom observation protocol to observe 

the classroom activates of the newly inducted teacher. The results of Pre-test and post-

test were collected from the training authorities. For the qualitative part, data was 

collected using an in-depth face-to-face interview. Semi-structured interview of head 

teachers was conducted. Four steps were followed for the analysis of collected 

qualitative data (Atkinson, 2002). In the first step, collected data were partitioned. The 

second step was to create codes for identification of ‘chunks’ of data. These resulting 

codes were then analyzed and rationalized. At third step analysis of the qualitative data 

were generated. The fourth step generated the final propositions which linked to the 

rationalized codes.  

3.8 Data Analysis 

First stage of the results of pre and post-tests was analyzed by using paired-

sample t test. Mean scores of a big sample was to be compared, so t test was applied to 

find whether the difference of means was significant or not. This significance of mean 

showed whether the level of participants’ achievement increased during training or not. 

As far as the questionnaire was concerned, the perceptions of respondents were sought 

regarding the effectiveness of the induction training. The questionnaire was divided 

into six factors and descriptive statistics was used to analyze the perceptions of the 

sampled teachers. Mean, Standard Deviation and factor mean was used to reach at the 

required conclusions. 

Collected data of semi-structured interviews was analyzed by using thematic 

analysis technique. This is probably the most common method used in qualitative 
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research. It aims to find common patterns across a data set. Four steps were followed 

for the analysis of collected qualitative data (Atkinson, 2002). In the first step collected 

data were partitioned, Getting familiar with the data (reading and re-reading), Coding 

(labeling) the whole text. The second step to create codes for identification of ‘chunks’ 

of data. Searching themes with broader patterns of meaning reviewing themes to make 

sure they fit the data. Defining and naming themes, these resulting codes were then 

analyzed and rationalized. At third step analysis of the qualitative data were generated. 

The fourth step generated the final propositions which linked to the rationalized codes. 

The write-up was based on creating a coherent narrative that includes quotes from the 

interviewees. At the end researcher drawn conclusion and recommendations were made 

on the basis of findings.  

3.9 Development of Follow-up Mechanism and its Validation  

On the basis of the results of the study (both quantitative and qualitative data 

collected in phase one and phase two of the study), a follow up mechanism was 

proposed by the researcher to sustain the training outcomes in the elementary teacher 

in Punjab. These two phases pointed out the effectiveness of the induction training. The 

grey areas were identified, and on the basis of these identified areas, a follow up 

mechanism was developed. The follow up mechanism was strengthened by the findings 

of the empirical researches also.  

Later on, these follow up strategies were validated by ten local training experts, 

having at least 10-year experience of working in Punjab School Education Department, 

a trainer of Quaid-e-Azam Academy for Education Development (QAED) and involved 

in induction level trainings, at least holds a PhD degree in the subject of Education. 

These experts were sent the proposed follow up mechanism and were requested to 
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comment and give suggestions to improve it. They provided their in-depth feedback, 

and in the light of their comments, the proposed mechanism was further improved. 
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CHAPTER IV 

ANALYSIS AND INTERPRETATION OF DATA 

The aim of the current study was to check the effectiveness of induction 

training of elementary teachers and development of follow up mechanism, which 

would be based on training design, training content, methodologies and training areas 

parameters for evaluation of participants. 

The detailed visual and statistical analyses of data are provided in this chapter. The 

study was completed in three phases. Following were the objectives of the study; 

1. To find out the effectivness of induction training of the elementary teachers in

Punjab. 

2. To develop a follow up mechanism of induction training of the elementary

teachers in Punjab. 

4.1 Assumptions for statistics used for the Study 

Main statistics used for data analysis were independent samples t-test and One-Way 

ANOVA which is also extended to post-hoc analyses where needed. t-test was used to 

find out the difference between pre-test and post-test mean score of the same group. 

These statistics were used because the variables of the study were continuous, 

observations/tests were independent from one another, variables were normally 

distributed and did not contain any outliers, and both groups were independent from 

each other (Bryman, 2012). 
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4.2 Normality of Data 

Table 4.1

Outlier Analysis 

Statement # Sr. No. Outliers Replacement of Outliers 

2 11 12 1 

9 222 22 2 

11 84 12 1 

14 2 52 3 

21 84 12 1 

28 142 11 1 

28 219 21 1 

32 25 11 1 

32 99 13 1 

32 166 12 1 

33 83 21 1 

37 373 11 1 

Note. Table 4.1 shows that there are 12 outliers in 9 statements. The outliers were 

excluded in frequency distribution analysis of these statements while replace with 

least numbers in outliers except outlier 52 which is replaced by 3. 

Table 4.2

Skewness and Kurtosis test of Normality (Normality Test) 
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1 The objectives of the training were in 

accordance with my professional 

requirements. 

-1.48 0.12 -11.91 3.23 0.25 13.09 

2 The training modules have been 

developed keeping in view the 

problems faced by teacher 

-0.86 0.12 -6.90 0.21 0.25 0.83 

3 I was involved in Training Need 

Analysis process 

-0.23 0.12 -1.85 -1.28 0.25 -5.17 

4 My Training need was addressed in 

training 

-0.66 0.12 -5.35 -0.40 0.25 -1.60 

5 The training has been offered to me at 

the right time of my career. 

-1.28 0.12 -10.35 1.48 0.25 5.99 

6 The duration of training was 

appropriate. 

-0.97 0.12 -7.85 0.30 0.25 1.22 
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7 Almost all the require components had 

been included in the training. 

-0.89 0.12 -7.14 0.20 0.25 0.81 

8 Trainees were encouraged to participate 

during session 

-1.12 0.12 -9.04 2.13 0.25 8.62 

9 Training schedule was properly 

communicated to the trainees 

-1.55 0.12 -12.46 2.80 0.25 11.33 

10 Training Material was helpful of 

training assignments and activities. 

-1.35 0.12 -10.85 1.61 0.25 6.52 

11 Multimedia was used in the training 

room according to the need of topic. 

-0.88 0.12 -7.13 -0.02 0.25 -0.09 

12 Materials were provided for activity-

based teaching. 

-0.98 0.12 -7.87 0.45 0.25 1.83 

13 Training module was provided to every 

teachers 

-1.13 0.12 -9.14 0.72 0.25 2.90 

14 Trainees were actively engaged in the 

learning process. 

-1.17 0.12 -9.46 1.31 0.25 5.29 

15 Resource persons checked 

understanding of the trainees and 

provided feedback regularly 

-1.16 0.12 -9.35 1.22 0.25 4.95 

16 Resource persons was strong grasp over 

content knowledge 

-1.06 0.12 -8.58 1.36 0.25 5.52 

17 Resource persons always satisfied 

participants’ queries. 

-1.10 0.12 -8.84 1.24 0.25 5.01 

18 Provincial QAED staff remains engaged 

in ensuring the minimum standards of 

the training. 

-1.27 0.12 -10.20 1.63 0.25 6.59 

19 Only lectured method was used by 

trainers 

-0.30 0.12 -2.42 -0.96 0.25 -3.88 

20 I trained required computer skills 

during training 

-0.78 0.12 -6.32 0.13 0.25 0.51 

21 Theory and skills both were integrated 

in the training. 

-1.07 0.12 -8.66 0.79 0.25 3.21 

22 I was trained to utilized the available 

physical facilities 

-1.13 0.12 -9.13 1.30 0.25 5.27 

23 The training will be helpful for me in 

future. 

-1.16 0.12 -9.35 0.76 0.25 3.08 

24 Induction Training was enough to meet 

my professional needs 

-1.63 0.12 -13.13 2.49 0.25 10.09 

25 This training should be made 

compulsory for every newly inducted 

teacher/ head teacher. 

-1.07 0.12 -8.65 0.41 0.25 1.64 

26 Induction Training helped to 

comprehend job description, Role and 

responsibilities. 

-1.40 0.12 -11.27 1.71 0.25 6.90 

27 I acquired knowledge and pedagogy 

skills through training 

-1.25 0.12 -10.06 1.43 0.25 5.78 

28 I learnt how to prepare the lessons Plan -1.33 0.12 -10.70 1.58 0.25 6.40 

29 Quality assurance staff used to engage 

in ensuring the minimum standards of 

the training. 

-1.33 0.12 -10.76 1.65 0.25 6.69 
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30 The induction training periodically 

evaluated and improved 

-1.00 0.12 -8.05 0.23 0.25 0.92 

31 I am able to deal with the students 

having different abilities. 

-0.81 0.12 -6.54 -0.18 0.25 -0.73 

32 I am able to manage  stress while 

teaching in class 

-0.91 0.12 -7.36 -0.10 0.25 -0.41 

33 I am able to manage students inability 

to understand the lesson taught 

-0.80 0.12 -6.41 -0.41 0.25 -1.64 

34 I can manage low–cost no cast material 

for classroom activities. 

-0.88 0.12 -7.08 -0.20 0.25 -0.81 

35 I am able to  managing behavioral 

issues of student 

-0.92 0.12 -7.43 -0.16 0.25 -0.64 

36 I can easily  manage  my time -0.74 0.12 -5.94 -0.59 0.25 -2.39 

37 I am able to do task other than teaching -0.99 0.12 -7.95 0.12 0.25 0.47 

38 I  need support  in planning lesson -0.86 0.12 -6.95 -0.35 0.25 -1.40 

39 I am able to define SLOs in class -0.66 0.12 -5.34 -0.77 0.25 -3.10 

40 I am able to select appropriate teaching  

strategies 

-0.74 0.12 -5.98 -0.41 0.25 -1.67 

41 I am able to manage classroom -0.74 0.12 -5.96 -0.44 0.25 -1.77 

42 I am able to handle discipline in classes -1.00 0.12 -8.08 0.26 0.25 1.04 

43 Guidance and support from Head 

Teachers was provided to me 

-0.96 0.12 -7.73 -0.07 0.25 -0.27 

44 Assigned a senior as a mentor for help 

to in teaching 

-0.46 0.12 -3.74 -1.13 0.25 -4.55 

45 Observation of classes by a senior 

teacher 

0.01 0.12 0.09 -1.42 0.25 -5.75 

46 Feedback provided to me by observing 

person 

0.41 0.12 3.31 -1.20 0.25 -4.84 

. Table 4.2 explored that both Skewness /Standard Error and Kurtosis/ Standard Error 

ratios of none of the statement are within ±1.96. Therefore, data of each statement is 

not normal in nature. 
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Table 4.3

Shapiro-Wilk and Kolmogorov-Smirnova Test of Normality 

Sr 

no 

Statements Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

1 The objectives of the training 

were in accordance with my 

professional requirements. 

0.32 389 0.00 0.73 389 0.00 

2 The training modules have 

been developed keeping in 

view the problems faced by 

teacher 

0.35 389 0.00 0.80 389 0.00 

3 I was involved in Training 

Need Analysis process 

0.20 389 0.00 0.86 389 0.00 

4 My Training need was 

addressed in training 

0.30 389 0.00 0.84 389 0.00 

5 The training has been offered 

to me at the right time of my 

career. 

0.28 389 0.00 0.78 389 0.00 

6 The duration of training was 

appropriate. 

0.31 389 0.00 0.82 389 0.00 

7 Almost all the require 

components had been included 

in the training. 

0.33 389 0.00 0.82 389 0.00 

8 Trainees were encouraged to 

participate during session 

0.34 389 0.00 0.74 389 0.00 

9 Training schedule was 

properly communicated to the 

trainees 

0.38 389 0.00 0.71 389 0.00 

10 Training Material was helpful 

of training assignments and 

activities. 

0.31 389 0.00 0.75 389 0.00 

11 Multimedia was used in the 

training room according to the 

need of topic. 

0.29 389 0.00 0.84 389 0.00 

12 Materials were provided for 

activity-based teaching. 

0.31 389 0.00 0.83 389 0.00 

13 Training module was provided 

to every teachers 

0.32 389 0.00 0.79 389 0.00 

  14 Trainees were actively 

engaged in the learning 

process. 

0.32 389 0.00 0.79 389 0.00 

  15 Resource persons checked 

understanding of the trainees 

and provided feedback 

regularly 

0.34 389 0.00 0.79 389 0.00 

16 Resource persons was strong 

grasp over content knowledge 

0.34 389 0.00 0.80 389 0.00 

17 Resource persons always 0.33 389 0.00 0.80 389 0.00 
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satisfied participants’ queries. 

18 Provincial QAED staff 

remains engaged in ensuring 

the minimum standards of the 

training. 

0.37 389 0.00 0.76 389 0.00 

19 Only lectured method was 

used by trainers 

0.24 389 0.00 0.89 389 0.00 

20 I trained required computer 

skills during training 

0.32 389 0.00 0.84 389 0.00 

21 Theory and skills both were 

integrated in the training. 

0.32 389 0.00 0.81 389 0.00 

22 I teach how to assess learners 0.31 389 0.00 0.80 389 0.00 

23 I was trained to utilized the 

available physical facilities 

0.31 389 0.00 0.79 389 0.00 

24 The training will be helpful for 

me in future. 

0.29 389 0.00 0.72 389 0.00 

25 Induction Training was 

enough to meet my 

professional needs 

0.33 389 0.00 0.80 389 0.00 

26 This training should be made 

compulsory for every newly 

inducted teacher / head 

teacher. 

0.29 389 0.00 0.76 389 0.00 

27 Induction Training helped to 

comprehend job description, 

Role and responsibilities. 

0.29 389 0.00 0.78 389 0.00 

28 I acquired knowledge and 

pedagogy skills through 

training 

0.28 389 0.00 0.77 389 0.00 

29 I learnt how to prepare the 

lessons Plan 

0.34 389 0.00 0.77 389 0.00 

30 Quality assurance staff used to 

engage in ensuring the 

minimum standards of the 

training. 

0.32 389 0.00 0.82 389 0.00 

31 The induction training 

periodically evaluated and 

improved 

0.32 389 0.00 0.83 389 0.00 

32 I am able to deal with the 

students having different 

abilities. 

0.32 389 0.00 0.81 389 0.00 

33 I am able to manage  stress 

while teaching in class 

0.28 389 0.00 0.84 389 0.00 

34 I am able to manage students 

inability to understand the 

lesson taught 

0.30 389 0.00 0.82 389 0.00 

35 I can manage low–cost no cast 

material for classroom 

activities. 

0.28 389 0.00 0.82 389 0.00 

36 I am able to  managing 0.29 389 0.00 0.83 389 0.00 
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behavioral issues of student 

37 I can easily  manage  my time 0.29 389 0.00 0.82 389 0.00 

38 I am able to do task other than 

teaching 

0.30 389 0.00 0.82 389 0.00 

39 I  need support  in planning 

lesson 

0.29 389 0.00 0.84 389 0.00 

40 I am able to define SLOs in 

class 

0.31 389 0.00 0.84 389 0.00 

41 I am able to select appropriate 

teaching  strategies 

0.30 389 0.00 0.84 389 0.00 

42 I am able to manage classroom 0.33 389 0.00 0.81 389 0.00 

43 I am able to handle discipline 

in classes 

0.31 389 0.00 0.81 389 0.00 

44 Guidance and support from 

Head Teachers was provided 

to me 

0.24 389 0.00 0.86 389 0.00 

45 Assigned a senior as a mentor 

for help to in teaching 

0.24 389 0.00 0.86 389 0.00 

46 Observation of classes by a 

senior teacher 

0.24 389 0.00 0.86 389 0.00 

47 Feedback provided to me by 

observing person 

0.28 389 0.00 0.81 389 0.00 

Table 4.3 Explored that Shapiro-Wilk and Kolmogorov-Smirnova tests of normality 

are significant for each statement therefore data of each of all statements is not 

perfectly normally distributed. 
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Demographic Profile of Participants 

Table 4.4

Distribution of newly inducted teacher by academic qualification and gender 

Discipline Gender 
Total % 

Male Female 

M.A/M.Sc./BS 98 126 224 57.3 

M.Phil. 74 61 135 34.5 

Ph.D. 21 11 32 8.2 

Total  193 198 391  100 

Table 4.4 explores the distribution of newly inducted teacher by academic 

qualification and gender.  A total of 391 teachers responded the questionnaire. The 

results showed that female teachers were more (126) than male teachers (98) in terms 

of M.A/M.Sc/BS degree.  Same the case with the M.Phil qualification while in Mphil 

and Ph.d male teachers (74) and (21) than female teachers (61) and (11) respectively. 

Table 4.5

Distribution of newly inducted teacher by professional qualification and gender 

Discipline Gender 
Total % 

Male Female 

B.Ed 138 125 263 67.3 

M.Ed 54 71 125 32.0 

M.Phil Edu 1 2 3 0.8 

Total 193 198 391 100 

Table 4.5 showed that about two-third (67%) teachers have BEd degree while one-

third (32%) teachers have MEd degree. 
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Table 4.6

Distribution of newly inducted teacher by academic qualification and school locality 

Discipline School Locality 
Total % 

Urban Rural 

M.A/M.Sc/BS 94 130 224 57.4 

M.Phil 49 86 135 34.6 

Ph.D 23 9 32 8.2 

Total 166 225 390 100 

Table 4.6 shows that in comparison, teachers (216) from rural area are more than 

teachers (143) from urban areas have M.A/M.Sc/BS or M.Phil degree. 

Table 4.7

Distribution of newly inducted teacher by professional qualification and school 

locality 

Discipline School Locality 
Total % 

Urban Rural 

B.Ed 114 149 263 67.3 

M.Ed 52 73 125 32.0 

M.Phil Edu 0 3 3 0.8 

Total 166 225 391 1  0 

Table 4.7 shows that in comparison, teachers (216) from rural area are more than 

teachers (143) from urban areas have M.A/M.Sc/BS or M.Phil degree. 
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Table 4.8

Distribution of newly inducted teacher by discipline and gender 

Discipline Gender 
Total % 

Male Female 

Arts 103 77 180 46.0 

Science 76 106 182 46.5 

Computer science 10 11 21 5.4 

Language 4 4 8 2.0 

Total 193 198 391 100 

Table 4.8 shows that in comparison, majority (one and half times of female) of male 

teachers (103 out of 193) are from arts discipline while majority (one and half times 

of male) of female teachers are from science discipline. Only 5% and 2% teachers are 

from computer and language discipline respectively. 

Table 4.9

Distribution of newly inducted teacher by discipline and school locality 

Discipline School locality 
Total % 

Urban Rural 

Arts 81 99 180 46.0 

Science 77 105 182 46.5 

Computer science 6 15 21 5.4 

Language 2 6 8 2.0 

Total 166 225 391 

Table 4.09 shows that in comparison, 57.5 % teachers are from rural and 42.5% 

teachers are from urban area. Similarly more teachers of rural area are in the 

discipline of arts and science as compare to urban teachers of same discipline. 
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Table 4.10

Distribution of newly inducted teacher by discipline and academic qualification 

Discipline Academic Qualification 

PhD 
% 

MA/MSc MPhil Total 

Arts 110 56 14 180 46.0 

Science 106 59 17 182 46.5 

Computer science 6 14 1 21 5.4 

Language 2 6 0 8 2.0 

Total 224 135 32 391       100 

Table 4.10 shows majority of teachers (about 55%) from both science and arts 

discipline have M.A/M.Sc/BS as academic qualification followed by M.Phil (about 

29.4%) and PhD (about 7.9%) respectively. 

Table 4.11

Distribution of newly inducted teacher by Discipline and Professional qualification 

Discipline Professional Qualification 

MPhil(Edu) 
% 

Bed MEd Total 

Arts 125 54 1 180 46.0 

Science 125 55 2 182 46.5 

Computer science 8 13 0 21 5.4 

Language 5 3 0 8 2.0 

Total 263 125 3 391 

Percentage 67.3 32.0 0.8 100 

Table 4.11 shows majority of teachers (about 63.9%) from both science and arts 

discipline have BEd as professional qualification followed by M.Ed (27.8%) and 

M.Phil (0.5%) respectively. 
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Research Question 1 

What is the level of achievement of elementary teachers before and after the 

induction training? 

Table 4.12

t-test for comparing means percentage score of Pre and Post Test 

Levene's Test for Equality of 

Variances 
t-test for Equality of Means 

Category 
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Percentage 

Score 

Equal variances 

assumed 
174.439 .000* 787 46.64 -32.636 1572 .000* 

Equal variances 

not assumed 
787 77.95 -32.636 1414.54 .000* 

* p<.05

Table 4.12 shows that p= .000 for Levene's test, indicating that p is small as compared 

to 0.05. elementary school teachers' mean percentage score (77.95) on a post-test 

regarding training efficiency differs substantially from their mean percentage score 

(46.64) on a pre-test. “There is a substantial gap between mean percentage scores of 

pre-test and post-test of school teachers,” the results revealed t (-32.636) = .000, p 

>.05) regarding quality of training. Teachers were agreed that training was of good 

quality. 
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Research Question 2 

How do elementary teachers perceive their induction training? 

Table 4.13

Analysis of teachers’ perceptions regarding training design 

 Table 4.13 reflects that 90 % of the new inducted teachers agreed that the objectives 

of the training were in accordance with their professional requirements (M = 4.17, SD 

= 0.82). Majority of the respondents (76.2%) also agreed that the The training 

Sr 

No 

Statement Frequency Mean SD 

SDA DA UD A SA 

1 The objectives of the 

training were in 

accordance with my 

professional 

requirements. 

6 

1.5% 

17 

4.3% 

16 

4.1% 

219 

56% 

133 

34% 

4.17 0.817 

2 The training modules 

have been developed 

keeping in view the 

problems faced by 

teacher 

2 

0.5% 

52 

13.3% 

38 

9.7% 

223 

57% 

75 

19.2% 

3.83 1.003 

3 I was involved in 

Training Need 

Analysis process 

8 

   2% 

99 

25.3% 

66 

16.9% 

107 

27% 

111 

28.4% 

3.55 1.203 

4 My Training need 

was addressed in 

training 

4 

1% 

60 

15.3% 

50 

12.8% 

183 

46% 

94 

24% 

3.77 1.013 

5 The training has been 

offered to me at the 

right time of my 

career. 

10 

2.6% 

24 

6.1% 

34 

8.7% 

170 

42.2% 

153 

39.1% 

4.1 0.972 

6 The duration of 

training was 

appropriate. 

14 

3.6% 

44 

11.3% 

39 

10% 

183 

37.3% 

111 

28.4% 

3.85 1.066 

7 My Training need 

was addressed in 

training 

9 

2.3% 

52 

13.3% 

40 

10.2% 

208 

27% 

82 

21% 

3.77 1.001 

8 The training has been 

offered to me at the 

right time of my 

career. 

1 

0.3% 

22 

5.6% 

20 

5.1% 

245 

61% 

103 

(26.3% 

4.09 0.745 

9 The duration of 

training was 

appropriate. 

13 

3.3% 

23 

 5.9% 

13 

 3.3% 

245 

61% 

96 

4.6% 

4.04 1.282 
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modules were created with the challenges that teachers face in mind (M = 3.83 SD = 

1) and 55.8% agreed that he/she was involved in Training Need Analysis process (M

= 3.55, SD =1.20). The 70.8% respondents were of the opinion that his/her training 

need was addressed in training (M = 3.77, SD = 1.01) while 82.6% of the respondents 

showed their agreement with the statement that the preparation was given at the 

appropriate time in his or her career (M = 4.01, SD = 0.97). Majority (74.2%) of the 

teachers agreed that almost all the require components had been included in the 

training (M = 3.77, SD = 1.00). The 89% respondents were of the opinion that 

trainees were encouraged to participate during session (M = 4.09, SD = 0.75) while 

87.6% of the respondents showed their agreement with the statement that training 

schedule was properly communicated to the trainees. (M = 4.04, SD = 1.28). Mean of 

means (3.91) shows overall agreement of the respondents with the factor ‘training 

design’. 
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Table 4. 14

Analysis of teachers’ perceptions regarding training facilities and training venue 

Sr. 

No 

Statement Frequency Mean SD 

SDA DA UD A SA 

10 Training Material was 

helpful of training 

assignments and 

activities. 

6 

1.5% 

33 

8.4% 

13 

3.3% 

189 

48.3% 

150 

38.3% 

4.14 0.936 

11 Multimedia was used 

in the training room 

according to the need 

of topic. 

15 

3.8% 

48 

12.3% 

44 

11.3% 

166 

42.5% 

117 

29.9% 

3.85 1.18 

12 Materials were 

provided for activity-

based teaching. 

12 

3.1% 

40 

10.2% 

44 

11.3% 

188 

48.1% 

107 

27.4% 

3.86 1.028 

13 Training module was 

provided to every 

teachers 

10 

2.6% 

42 

10.7% 

23 

5.9% 

185 

47.3% 

131 

33.5% 

3.98 1.028 

 Table 4.14 reflects that 86.7% of the new inducted teachers agreed that training 

material was helpful of training assignments and activities. (M = 4.14, SD = 0.94). 

Majority of the respondents (72.4%) also agreed that Depending on the subject, 

multimedia is used in the training room (M = 3.85, SD = 1.18) and 75.4% agreed that 

materials were provided for activity-based teaching. (M = 3.86, SD = 1.03). Eighty-

eight percent of those surveyed agreed that cleanliness of training institute is 

maintained (M = 3.76, SD = 1.07) while 63.0% of the respondents showed their 

agreement with the statement that training module was provided to every teachers (M 

= 3.98, SD = 1.03). Mean of all statements mean on Licket scale (3.96) reflects that 

teachers are satisfied with the facilities provided in the training and agreed that venue 

was positive for learning agreement of the respondents with the factor ‘training 

facilities and training venue’ offered during the training was good. 
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Table 4.15

Analysis of teachers’ perceptions regarding training process 

Statement 
Frequency Mean SD 

SDA DA UD A SA 

14 Trainees were actively 

engaged in the learning 

process. 

8 

2.0% 

31 

7.9% 

30 

7.7% 

206 

52.7% 

115 

29.4% 

3.93 0.90 

15 Resource persons 

checked understanding 

of the trainees and 

provided feedback 

regularly 

10 

2.6% 

34 

8.7% 

32 

8.2% 

217 

55.5% 

98 

25.1% 

4.05 0.89 

16 Resource persons was 

strong grasp over 

content knowledge 

7 

1.8% 

28 

7.2% 

48 

12.3% 

226 

57.8% 

82 

21% 

3.99 0.86 

17 Resource persons 

always satisfied 

participants’ queries. 

9 

2.3% 

29 

7.4% 

44 

11.3% 

213 

54.5% 

96 

24.4% 

4.08 0.82 

18 Provincial QAED staff 

remains engaged in 

ensuring the minimum 

standards of the training. 

11 

2.8% 

33 

8.4% 

27 

5.1% 

238 

60.9% 

82 

21% 

4.24 0.75 

19 Only lectured method 

was used by trainers 

29 

7.3% 

88 

22.5% 

71 

18.2% 

141 

36.1% 

61 

15.6% 

4.21 0.72 

20 I trained required 

computer skills during 

training 

9 

2.4% 

50 

12.8% 

60 

15.0% 

203 

51.9% 

69 

17.6% 

4.33 1.16 

21 Theory and skills both 

were integrated in the 

training. 

14 

3.6% 

34 

8.7% 

43 

11.0% 

198 

50.6% 

101 

25.8% 

4.18 0.79 

22 I teach how to assess 

learners 

6 

1.5% 

27 

6.9% 

36 

9.2% 

198 

50.6% 

124 

31.7% 

4.10 0.87 

23 I was trained to utilized 

the available physical 

facilities 

13 

3.3% 

38 

9.7% 

27 

6.9% 

176 

45% 

137 

35% 

4.07 0.84 

Table 4.15 reflects that 82.1% of the new inducted teachers were satisfied that 

trainees were actively engaged in the learning process. (M = 4.12, SD = 2.60). 

Majority of the respondents 80.6% agreed that resource persons check understanding 

of the trainees and provide feedback regularly (M = 3.92, SD = 0.95). The respondents 

(78.8%) were of the opinion that resource persons was strong grasp over content 

knowledge (M = 3.89, SD = 0.88) Majority (79.0%) of the teachers agreed that the 
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resource persons always satisfy participants’ queries (M = 3.92, SD = 0.93). 

Furthermore, 81.8% of the respondents agreed with the statement that the provincial 

QAED staff is also working to ensure that the training meets the minimum 

requirements (M = 3.89, SD = 0.93); 51.7% of the respondents agreed that only 

lectured method was used by trainers (M = 3.03, SD = 1.19); 69.6% of the teachers 

agreed that he/she trained required computer skills during training (M = 3.03, SD = 

0.93); 76.5% of the respondents showed their agreement with the statement that 

theory and skills both were integrated in the training. (M = 3.89, SD = 1.09); and 

82.4% of the respondents agreed that he/she teach how to assess learners (M = 4.04, 

SD = 0.91) while 80.1% of the respondents showed their agreement with the 

statement that he/she was trained to utilized the available physical facilities (M = 3.99, 

SD = 1.05). Mean of all Mean of statements on Licket scale (3.84) shows that the 

participants were overall satisfied with the training process. 
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Table 4.16

Analysis of teachers’ perceptions regarding training outcomes 

Sr 

No 

Statement Frequency Mean SD 

SDA DA UD A SA 

24 The training will be 

helpful for me in future. 

13 

3.3% 

21 

5.4% 

15 

3.8% 

160 

40.9% 

181 

46.3% 

3.93 0.90 

25 Induction Training was 

enough to meet my 

professional needs 

111 

28.4% 

192 

49.1% 

24 

6.1% 

45 

11.5% 

19 

4.9% 

4.05 0.89 

26 This training should be 

made compulsory for 

every newly inducted 

teacher / head teacher. 

13 

3.3% 

23 

5.9% 

28 

7.2% 

165 

42.2% 

162 

41.4% 

3.99 0.86 

27 Induction Training 

helped to comprehend 

job description, Role 

and responsibilities. 

7 

1.8% 

26 

6.6% 

31 

7.9% 

178 

45.5% 

149 

38.1% 

4.08 0.82 

28 I acquired knowledge 

and pedagogy skills 

through training 

7 

1.8% 

25 

6.4% 

29 

7.4% 

169 

43.2% 

159 

40.7% 

4.24 0.75 

I learnt how to prepare 

the lessons Plans 

15 

3.8% 

27 

6.9% 

25 

6.4% 

207 

52.9% 

117 

29.9% 

4.21 0.72 

29 Quality assurance staff 

used to engage in 

ensuring the minimum 

standards of the 

training. 

24 

6.1% 

42 

10.7% 

36 

9.2% 

188 

48.1% 

101 

25.8% 

4.33 1.16 

The induction training 

periodically evaluated 

and improved 

16 

4.1% 

61 

15.6% 

37 

9.5% 

196 

50.1% 

81 

20.7% 

4.07 0.84 

Table 4.16 reflects that 87.2% of the teachers were satisfied that the training will be 

helpful for him/her in future. (M = 4.22, SD = 0.99). Majority of the respondents 

(77.5%) did not agree with the suggestion that Induction Training was enough to meet 

their professional needs (M = 3.85, SD = 1.11) and 83.6% believed that this 

preparation should be made mandatory for all newly employed teachers and principals 

(M = 4.13, SD = 1.00). The respondents (83.6%) were of the opinion that Induction 

Training helped to comprehend job description, role and responsibilities. (M = 4.12, 

SD = 0.94) while 83.9% of the respondents believed that he/she acquired knowledge 
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and pedagogy skills through training (M = 4.21, SD = 1.31). Majority (82.9%) of the 

teachers agreed that he/she learnt how to prepare the lessons Plan (M = 3.98, SD = 

0.99) while 73.9% of the respondents agreed that quality assurance workers used to be 

in charge of ensuring that the training meets the minimum requirements (M = 3.77, 

SD = 1.13). Majority (70.8%) of the teachers agreed that the induction training 

periodically evaluated and improved (M = 3.68, SD = 1.09). Mean of all means on 

licket scale (4.00) shows that the participants were overall satisfied with the training 

outcomes. They are satisfied that the minimum requirement of the training enhanced 

their professional skills 
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Research Question 3 

Do the elementary teachers reflect the induction training in their classrooms? 

Table 4.17

Analysis of teachers’ perceptions regarding “After the training I was able” 

Sr. 

No 
Statement 

Frequency Mean SD 

SDA DA UD A SA 

30 I am able to deal with 

the students having 

different abilities. 

9 

2.3% 

61 

15.6% 

20 

5.1% 

181 

46.3% 

117 

29.9% 
3.51 1.67 

31 I am able to manage  

stress while teaching 

in class 

18 

4.6% 

58 

14.8% 

40 

10.2% 

149 

38.1% 

125 

32.0% 
3.22 1.30 

32 I am able to manage 

students inability to 

understand the lesson 

taught 

12 

3.1% 

59 

15.1% 

29 

7.4% 
164 

41.9% 

127 

32.5% 
3.41 1.32 

33 I can manage low–

cost no cast material 

for classroom 

activities. 

17 

4.3% 

54 

13.8% 

31 

7.9% 

152 

38.9% 

137 

35.0% 
3.76 1.07 

34 I am able to  

managing behavioral 

issues of student 

21 

5.4% 

69 

17.6% 

29 

7.4% 

157 

40.2% 

115 

29.4% 
3.52 1.14 

35 

I can easily  manage  

my time 

17 

4.3% 

46 

11.8% 

34 

8.7% 

164 

41.9% 

129 

33.0% 
3.99 1.17 

36 I am able to do task 

other than teaching 

25 

6.4% 

58 

14.8% 

26 

6.6% 

161 

41.2% 

121 

30.9% 
4.18 2.23 

37 I  need support  in 

planning lesson 

27 

6.9% 

74 

18.9% 

27 

6.9% 

156 

39.9% 

107 

27.4% 
3.87 1.06 

38 I am able to define 

SLOs in class 

16 

4.1% 

67 

17.1% 

35 

9.0% 

182 

46.5% 

91 

23.3% 
3.14 1.30 

39 I am able to select 

appropriate teaching  

strategies 

15 

3.8% 

67 

17.1% 

35 

9.0% 

176 

45.0% 

98 

25.1% 
2.76 1.39 

40 I am able to manage 

classroom 

15 

3.8% 

51 

13.0% 
25(6.4% 

196 

50.1% 

104 

26.6% 
3.16 1.22 

41 I am able to handle 

discipline in classes 

17 

4.3% 

56 

14.3% 

22 

5.6% 

166 

42.5% 

130 

33.2% 
3.16 1.22 

Table 4.17 reflects that 76.2% of the respondents agreed that he/she is able to deal 

with the students having different abilities. (M = 3.93, SD = 1.30); 70.1% of the 

teachers agreed that he/she is able to manage stress while teaching in class (M = 3.83, 
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SD = 1.46); 74.4% of the respondents showed their agreement with the statement that 

he/she is able to manage students inability to understand the lesson taught (M = 3.86, 

SD = 1.12); and 73.9% of the respondents agreed that he/she can manage low–cost no 

cast material for classroom activities. (M = 3.86, SD = 1.67); and 69.6% of the 

respondents agreed that he/she is able to managing behavioral issues of student (M = 

3.71, SD = 1.21). 74.9% of the new inducted teachers agreed that he/she can easily 

manage my time (M = 3.90, SD = 1.82). 

Majority of the respondents (72.1%) also agreed that they are able to do task 

other than teaching (M = 3.75, SD = 1.22) and 67.3% agreed that they need support in 

planning lesson (M = 3.62, SD = 1.26). The respondents (69.8%) were of the opinion 

that they are able to define SLOs in class (M = 3.68, SD = 1.13) while 70.1% of the 

respondents showed their agreement with the statement that they able to select 

appropriate teaching strategies (M = 3.70, SD = 1.13). Majority (76.7%) of the 

teachers agreed that they are able to manage classroom (M = 3.83, SD = 1.08). 

Furthermore, 75.7% of the respondents agreed with the statement that they are able to 

handle discipline in classes (M = 3.86, SD = 1.16). Mean of all statements mean on 

Licket scale (3.76) reflects slight agreement of the respondents with the factor ‘After 

the training I was able’ to many teaching techniques which are helpful for me to be a 

professional. 
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Table 4.18

Analysis of teachers’ perceptions regarding “On return of your School after training 

did you receive any of the following support” 

Sr. 

No 

Frequency Mean SD 

SDA DA UD A SA 

42 Guidance and 

support from Head 

Teachers was 

provided to me 

45 

11.5% 

72 

18.4% 

44 

11.3% 

113 

28.9% 

117 

29.9% 
4.23 0.76 

43 Assigned a senior as 

a mentor for help to 

in teaching 

84 

21.5% 

102 

26.1% 

30 

7.7% 

130 

33.2% 

45 

11.5% 4.46 0.65 

44 Observation of 

classes by a senior 

teacher 

112 

28.6% 

112 

28.6% 

41 

10.5% 

80 

20.5% 

46 

11.8% 4.44 0.64 

45 Feedback provided 

to me by observing 

person 

143 

36.6% 

115 

30.2% 

18 

4.6% 

56 

14.3% 

56 

14.3% 4.35 0.92 

Table 4.18 reflects that only 58.8% of the teachers were satisfied that guidance and 

support from Head Teachers was provided to him/her (M = 3.47, SD = 1.38). Majority 

of the respondents (55.5%) also disagreed with the suggestion that assigned a senior 

as a mentor for help to in teaching (M = 2.87, SD = 1.38) and 67.7% believed that 

during teaching no observation of classes by a senior teacher (M = 4.31, SD = 0.85). 

The respondents (71.4%) were of the opinion that feedback not provided to him/her 

by observing person during teaching (M = 2.4, SD = 1.46).  Mean of all means on 

Licket scale (2.83) shows that the participants were overall not satisfied on return of 

their School after training because they did not receive any support from training 

academy. They did not provided any feedback on daily classroom problems so for 

they are not able to handle different problems faced in real classroom environment. 
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Table 4.19 

t test for comparing means of male and female respondents on Category 

Category Gender N Mean T sig. 

Training Design male 193 34.40 -2.613 .009**

female 198 35.79 

Learning Facilities at Training Venue male 193 15.42 -2.585 .01**

female 198 16.17 

Training Process male 193 37.86 -2.186 .029* 

female 198 39.09 

Training Outcome male 193 31.11 -2.856 .005**

female 198 32.58 

After Trainings Ability male 193 44.44 -1.75 .081 

female 198 46.26 

Feedback male 193 10.61 -3.009 .003**

female 198 12.02 

Overall male 193 173.85 -3.205 .001**

female 198 181.91 
*p<0.05   ** p<.01

Table 4.19 reveals that the views of male (M=173.85) and female (M=181.91) 

respondents vary significantly at p 0.009 t = 1.987). As far as the factors were 

concerned, t value (-2.613) for the factor ‘Training Design’ shows a significant 

difference in the opinions on the basis of gender in favor of female respondents at p 

<.01, t value (-2.585) for the factor ‘Learning Facilities at Training Venue’ shows a 

significant difference in the opinions on the basis of gender in favor of female 

respondents at p <.01, t value (-2.186) for the factor ‘Training Process’ shows a 

significant difference in the opinions on the basis of gender in favor of female 

respondents at p <.02, t value (-2.856) for the factor ‘Training Outcomes’ shows a 

significant difference in the opinions on the basis of gender in favor of female 

respondents at p <.005, t value (-1.75) for the factor ‘Ability After Training’ shows a 

non-significant difference in the opinions on the basis of gender at p <.081, t value (-
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3.009) for the factor ‘Feedback’ shows a significant difference in the opinions on the 

basis of gender in favor of female respondents at p <.005. 
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Table 4.20

t test for comparing means of urban and rural respondents 

Category Locality N Mean t sig. 

Training Design Urban 166 34.78 -1.056 .292 

Rural 225 35.35 

Learning Facilities at Training Venue Urban 166 15.84 0.237 .812 

Rural 225 15.77 

Training Process Urban 166 37.95 -1.636 .103 

Rural 225 38.88 

Training Outcome Urban 166 30.93 -3.093 .002**

Rural 225 32.54 

Ability After Trainings Urban 166 43.59 -2.950 .003**

Rural 225 46.67 

Feedback Urban 166 10.86 -1.672 .095 

Rural 225 11.66 

Overall Urban 166 173.95 -2.708 .007**

Rural 225 180.87 
*p<.05   ** p<.01

. Table 4.20 shows that a significant difference was found in the opinion of rural (M = 

180.87) and urban (M = 173.95) respondents at p <.007 t = -2.708). As far as the 

factors were concerned, t value (-3.093) for the factor ‘Training Outcomes’ shows a 

significant difference in the opinions on the basis of locality in favor of rural 

respondents at p <0.01, t value (-2.950) for the factor ‘Ability After Training’ shows a 

significant difference in the opinions on the basis of locality in favor of rural 

respondents at p <.01 while no significant differences were found in the opinions of 

the rural and urban respondents for the factors ‘training design’ (t value = -1.056), 

training process (t value = -1.636), Learning Facilities at Training Venue (t value = 

0.237), and ‘ feedback (t value = -1.672) at p <.05. 
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Table 4.21

One-way ANOVA on discipline 

 Factor 

Sum of 

Squares df 

Mean 

Square F Sig. 

Training Design 

Between 

Groups 184.869 3 61.623 

2.2

37 .083 

Within 

Groups 10659.8 

38

7 27.545 

Total 10844.7 

39

0 

Learning Facilities at 

Training Venue 

Between 

Groups 112.739 3 37.58 

4.6

66 

.003
** 

Within 

Groups 3117.1 

38

7 8.055 

Total 3229.84 

39

0 

Training Process 

Between 

Groups 204.405 3 68.135 

2.1

99 .088 

Within 

Groups 11991.2 

38

7 30.985 

Total 12195.6 

39

0 

Training Outcome 

Between 

Groups 176.582 3 58.861 

2.2

64 .081 

Within 

Groups 10063.4 

38

7 26.004 

Total 10240 

39

0 

Ability After Trainings 

Between 

Groups 775.085 3 258.362 

2.4

66 .062 

Within 

Groups 40543.1 

38

7 104.762 

Total 41318.2 

39

0 

Feedback 

Between 

Groups 37.323 3 12.441 

0.5

63 .64 

Within 

Groups 8552.07 

38

7 22.098 

Total 8589.4 

39

0 

Overall 

Between 

Groups 6203.78 3 2067.93 

3.3

26 .02* 

Within 

Groups 240615 

38

7 621.745 

Total 246819 

39

0 
*p<.05   ** p <.01
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Table 4.21 shows that there was a significant difference in the opinion of teachers of 

different disciplines (F = 3.326, Sig. = .02) at p <.05. Furthermore, there was a 

substantial difference in opinion among respondents from various disciplines 

regarding ‘Learning Facilities at Training Venues.’ (F = 4.666, p= .003) at p <.01. 

While for the remaining factors i.e. training design (F = 2.237, p=.083), training 

process (F = 2.199, p=.088), training outcomes (F = 2.264, p=.081), ability after 

training (F=2.466, p=.062), and feedback (F=.563, p=.064) no significant difference 

was found at p <.05. to further analyze the significant differences, post hoc LSD was 

applied. 
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Table 4.22

Post hoc LSD on discipline 

Dependent Variable (I) Discipline (J) Discipline M
ea

n
 

D
if

fe
re

n
c

e 
(I

-J
) 

S
td

. 
E

rr
o
r 

S
ig

. 

Training Design Computer science arts 2.690* 1.21 .027 

Learning Facilities 

at Training Venue Arts science -.705* 0.298 .019 

Computer science -2.104* 0.654 .001 

language Computer science -2.601* 1.179 .028 

Science Computer science -1.399* 0.654 .033 

Training Process Computer science arts 2.760* 1.284 .032 

Training Outcome Science arts 1.201* 0.536 .026 

Ability After 

Trainings  Arts science -2.330* 1.076 .031 

Overall Arts science -6.412* 2.621 .015 

Computer science -13.053* 5.75 .024 

Science arts 6.412* 2.621 .015 

Computer science arts 13.053* 5.75 .024 

* The mean difference is significant at the .05 level.

Table 4.22 shows that significant difference was found for the all factors except the 

factor ‘Feedback ‘and overall scale. Regarding ‘Training Design’ computer teachers 

were significantly more satisfied than the arts teachers (Mean difference = 2.690, p. = 

.027), Regarding ‘Learning Facilities at Training Venue’ computer teachers were 

significantly more satisfied that science teachers (Mean Difference = 1.399, p = .033), 

language teachers (Mean Difference = 2.601, p = .028), and arts teachers (Mean 

Difference = 2.104, p = .001) and science teachers from arts teachers (Mean 

difference = 0.705, p. = .019) at p <0.001 and p <.01 respectively. 

Regarding ‘Training Process’ computer teachers were significantly more satisfied that 

arts teachers (Mean Difference = 2.760, p = .032) at p <.05. Regarding ‘Training 

Outcomes’ science teachers were significantly more satisfied that arts teachers (Mean 

Difference = 1.201, p = .026) at p <.05. Regarding ‘Ability after Training’ science 

teachers were significantly more satisfied that arts teachers (Mean Difference = 2.330, 

p = .031) at p <.05. 
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Table 4.23

One-way ANOVA on professional qualification 

Factors 

Sum of 

Squares df 

Mean 

Square F Sig. 

Training Design Between Groups 371.108 2 185.554 6.874 .001 

Within Groups 10473.6 388 26.994 

Total 10844.7 390 

Learning Facilities 

at Training Venue Between Groups 195.708 2 97.854 12.513 .000 

Within Groups 3034.13 388 7.82 

Total 3229.84 390 

Training Process Between Groups 512.389 2 256.194 8.508 .000 

Within Groups 11683.3 388 30.111 

Total 12195.6 390 

Training Outcome Between Groups 137.056 2 68.528 2.632 .073 

Within Groups 10102.9 388 26.038 

Total 10240 390 

Ability After 

Trainings  Between Groups 842.156 2 421.078 4.036 .018 

Within Groups 40476 388 104.32 

Total 41318.2 390 

Feedback Between Groups 196.989 2 98.495 4.554 .011 

Within Groups 8392.41 388 21.63 

Total 8589.4 390 

Overall Between Groups 12028.4 2 6014.21 9.939 .000 

Within Groups 234791 388 605.131 

Total 246819.1 390 
*p<.05 ** p <.01

There was a considerable difference of opinion among teachers of different 

disciplines, as shown in Table 4.23 (F = 9.939, Sig. = .000) at p <.01. Furthermore, a 

significant difference was also found among the opinions of respondents from 

different disciplines regarding ‘Training Design’ (F = 6.874, Sig. = .001) at p <.01, a 

significant difference was found among the opinions of respondents from different 

disciplines regarding ‘Learning Facilities at Training Venue’ (F = 12.513, Sig. = .000) 

at p <.01, a significant difference was found among the opinions of respondents from 

different disciplines regarding ‘Training Process’ (F = 8.508, Sig. = .000) at p <.01, a 
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significant difference was found among the opinions of respondents from different 

disciplines regarding ‘Ability after Training’ (F = 4.036, Sig. = .018) at p <.05, a 

significant difference was found among the opinions of respondents from different 

disciplines regarding ‘Feedback’ (F = 4.554, Sig. = .011) at p <.05 while significant 

difference was not found among the opinions of respondents from different 

disciplines regarding ‘Training Outcomes’ (F = 2.632, Sig. = .073) at p <.05. To 

further analyze the significant differences, post hoc LSD was applied. 
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Table 4.24

Post hoc LSD on professional qualification 

Dependent Variable 

Professional 

Qualification 

(I) 

Professional 

Qualification 

(J) 

Mean 

Difference 

(I-J) 

Std. 

Error 
Sig. 

Training Design M.Ed B.Ed 1.99 0.564 .00

Learning Facilities at 

Training Venue 

M.Ed B.Ed 1.40 0.304 .00 

M.Ed M.Phil Edu 4.10 1.634 .01

Training Process M.Ed B.Ed 2.42 0.596 .00 

Training Outcome M.Ed B.Ed 1.27 0.554 .02 

Ability After Trainings M.Ed B.Ed 2.94 1.11 .00 

Feedback M.Ed B.Ed 1.35 0.505 .00 

Overall M.Ed B.Ed 11.38 2.672 .00 
*p<.05, **p<.01, *** p <.001

The M.Ed. teachers were significantly more satisfied with training than B.Ed. teachers 

(Mean difference = 2.672, p = .000) at p<001. For factor ‘Training Design’ M.Ed. 

teachers were significantly more satisfied with training than B.Ed. teachers (Mean 

difference = 0.564, p = .000) at p<1. For factor ‘Training Facilities at Training Venue’ 

M.Ed. teachers were significantly more satisfied with training than B.Ed. teachers 

(Mean difference = .304, p = .000) at p<001 and M.Ed. teachers were significantly 

more satisfied with training than M.Phil. teachers (Mean difference = 1.634, p = .012) 

at p<.05. For factor ‘Training Process’ M.Ed. teachers were significantly more 

satisfied with training than B.Ed. teachers (Mean difference = .596, p = .000) at 

p<.001. For factor ‘Training Outcomes’ M.Ed. teachers were significantly more 

satisfied with training than B.Ed. teachers (Mean difference = .554, p = .022) at 

p<.05. For factor ‘Ability after Training’ M.Ed. teachers were significantly more 

satisfied with training than B.Ed. teachers (Mean difference = 1.11, p = .008) at 

p<.01. For factor ‘Feedback’ M.Ed teachers were significantly more satisfied with 

training than B.Ed teachers (Mean difference = .505, p = .007) at p<.01. 
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Table 4.25

One-way ANOVA on Academic qualification 

Factors Sum of 

Squares 
df 

Mean 

Square 
F Sig. 

Training Design Between 

Groups 
1159.85 2 579.925 23.233 .00

Within Groups 9684.85 388 24.961 

Total 10844.7 390 

Learning Facilities 

at Training Venue 

Between 

Groups 
166.587 2 83.294 10.55 .00 

Within Groups 3063.25 388 7.895 

Total 3229.84 390 

Training Process Between 

Groups 
817.407 2 408.703 13.937 .00 

Within Groups 11378.2 388 29.325 

Total 12195.6 390 

Training Outcome Between 

Groups 
611.113 2 305.557 12.313 .00 

Within Groups 9628.87 388 24.817 

Total 10240 390 

Ability After 

Trainings 

Between 

Groups 
6315.05 2 3157.53 35 .00 

Within Groups 35003.1 388 90.214 

Total 41318.2 390 

Feedback Between 

Groups 
358.472 2 179.236 8.449 .00 

Within Groups 8230.92 388 21.214 

Total 8589.4 390 

Overall Between 

Groups 
36893.6 2 18446.8 34.095 .00 

Within Groups 209926 388 541.045 

Total 246819 390 
*p<.05, **p<.01, *** p <.001

The opinions of teachers of different disciplines (F = 34.095, p = .000) at p <.001. 

Furthermore, a significant difference was also found among the opinions of 

respondents from different disciplines regarding ‘training design’ (F = 23.233, 

p=.001) at p <.001,  

a significant difference was found among the opinions of respondents from different 

disciplines regarding ‘training facilities at training venue’ (F = 10.55, p=.001) at p 
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<.001, a significant difference was found among the opinions of respondents from 

different disciplines regarding ‘training process’ (F = 13.937, p=.001) at p <.001, a 

significant difference was also found among the opinions of respondents from 

different disciplines regarding ‘training outcomes’ (F = 12.313, p=.001) at p <.001, a 

significant difference was also found among the opinions of respondents from 

different disciplines regarding ‘ability after training’ (F = 35, p=.001) at p <.001, and 

a significant difference was also found among the opinions of respondents from 

different disciplines regarding ‘feedback’ (F = 8.449, p=.001) at p <.001. To further 

analyze the significant differences, post hoc LSD was applied. 
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Table 4.26

Post hoc LSD on academic qualification 

Dependent 

Variable 

Academic 

Qualification 

(I) 

Academic 

Qualification 

(J) 

Mean 

Difference 

(I-J) 

Std. 

Error 

Sig. 

Training Design M.A/M.Sc/BS Ph.D 2.08 0.944 .02

M.Phil M.A/M.Sc/BS 3.16 0.544 .00

Ph.D 5.25 0.982 .00 

Learning 

Facilities at  

M.Phil M.A/M.Sc/BS 1.33 0.306 .00 

Training Venue Ph.D 1.60 0.552 .00

Training Process M.Phil M.A/M.Sc/BS 3.02 0.59 .00 

Ph.D 3.13 1.065 .00

Training Outcome M.Phil M.A/M.Sc/BS 2.61 0.543 .00 

Ph.D 2.73 0.979 .00

Ability After 

Trainings 

M.A/M.Sc/BS Ph.D 7.32 1.795 .00 

M.Phil M.A/M.Sc/BS 6.46 1.035 .00 

Ph.D 13.78 1.867 .00 

Feedback M.A/M.Sc/BS Ph.D 2.70 0.87 .00 

M.Phil Ph.D 3.68 0.906 .00 

Overall M.A/M.Sc/BS Ph.D 12.61 4.396 .00 

M.Phil M.A/M.Sc/BS 17.58 2.534 .00 

Ph.D 30.19 4.573 .00 
*p<.05, **p<.01, *** p <.001

Table 4.26 shows that the participants holding a M.A/M.Sc/BS were more satisfied 

with the training design than the participants with PhD degree (Mean difference = 

2.089, p = .027) at p <.05,  M.Phil degree holders than PhD (Mean difference = 

5.254, p = .000) at p <.001 and M.A/M.Sc/BS degree (Mean difference = 3.165, p = 

.000) at p <.001. As far as the ‘training facilities at training venue’ were concerned, 

the teachers with a M. Phil academic degree were more satisfied than the participants 

with M.A/M.Sc/BS degree (Mean difference = 1.330, p = .000) at p <.001 and PhD 

level qualification (Mean difference = 1.603, p = .004) at p <.01. The teachers with 

M.Phil level of academic qualification were more satisfied regarding training process 

than the teachers of M.A/M.Sc/BS degree (Mean difference = 3.028, p = .000) at p 
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<0.001 and PhD degree (Mean difference = 3.130, p. = .003) at p <.01. The 

respondents holding M.Phil degree were significantly more satisfied with the training 

outcomes than the respondents with M.A/M.Sc/BS degree (Mean difference = 2.613, 

p = .000) at p <0.001 and PhD degree (Mean difference = 2.734, p. = .006) at p <.01. 

The respondents holding M.Phil degree were significantly more satisfied with the 

ability after training than the respondents with M.A/M.Sc/BS degree (Mean difference 

= 6.465, p = .000) at p <.001 and M.A/M.Sc/BS degree were significantly more 

satisfied than PhD degree (Mean difference = 7.321, p. = .000) at p <.001. The 

respondents holding PhD degree were significantly less satisfied with the feedback 

than the respondents with M.A/M.Sc/BS degree (Mean difference = 2.705, p = .002) 

at p <.01 and MPhil degree (Mean difference = 3.685, p. = .000) at p <.001. For 

comparing the overall scores of training satisfaction scale, PhD degree were 

significantly less satisfied than the respondents with M.A/M.Sc/BS degree (Mean 

difference = 12.612, p = .004) at p <0.01 and MPhil degree (Mean difference = 

30.193, p. = .000) at p <.001, and MPhil degree holders are more satisfied than 

M.A/M.Sc/BS degree (Mean difference = 17.581, p. = .000) at p <.001, 
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Research Question 3 

Do the elementary teachers reflect the induction training in their classrooms? 

Table 4.27 

Lesson plan 

Frequency 

S
r.

 N
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. 

Statements N
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1 Lesson was properly 

planned (follow all steps ) 
24 

7 

29.2% 

     5 

20.8% 

4 

16.7% 

3 

12.5% 

5 

20.8% 
2.75 1.063 

2 Over view of previous 

lesson was presented 
24 

2 

8.3% 

5 

20.8% 

2 

8.3% 

7 

29.2% 

8 

33.3% 
3.53 1.129 

3 Learning out comes were 

clearly defined 
24 

3 

12.5% 

3 

12.5% 

2 

8.3% 

10 

41.6% 

6 

25% 
3.52 0.130 

4 Lesson was related with 

previous lesson 
24 

3 

12.5% 

5 

20.8% 

5 

20.8% 

5 

20.8% 

6 

25% 
3.5 1.103 

5 Major points of the lesson 

was summarize 
24 

1 

4.2% 

3 

12.5% 

5 

20.8% 

7 

29.2% 

8 

33.3% 
3.75 1.189 

Table 4.27 was found during observation that after getting training (29.70%) 

of teachers did not prepared lesson planning before their teaching but to use of lesson 

planning frequency is less than their number of teaching period. Only (20 %) of 

teachers plan their lessons and follow all steps. About (33.3%) of the trained teachers 

give overview of their previous lessons in least effective way. Almost (41.6%) of the 

trained teachers l usually defined learning outcomes before teaching in least effective 

way. It was observed that (25 %) trained teachers very effectively relate their lessons 

with pervious lessons while about (25. %) trained teacher’s summaries major points 

of the lessons. 



125 

Table 4:28 

Teaching Techniques 

Frequency 

S
r.

 N
o
. 

Statements N
 

n
o
t 

at
 a

ll
 

le
as

t 

ef
fe

ct
iv

e 

S
at

is
fa

ct
o
ry

 

 E
ff

ec
ti

v
e 

v
er

y
 

ef
fe

ct
iv

e 

M
ea

n
 

S
td

. 

D
ev

ia
ti

o
n

 

S Voice quality of the 

teachers was 

appropriate 

24 
2 

8.3% 

3 

12.5% 

4 

16.7% 

5 

20.8% 

10 

41.7% 
3.75 1.18 

7 Eye contact with the 

students was 

maintained 

24 
0 

0% 

5 

20.8% 

0 

0% 

8 

33.3% 

3 

12.5% 
3.56 1.021 

8 critical thinking was 

promoted to the 

students 

24 
6 

25% 

5 

20.8% 

3 

12.5% 

5 

20.8% 

5 

20.8% 
2.91 1.248 

9 Time was efficiently 

managed during 

activities 

24 
2 

8.3% 

5 

20.8% 

6 

25% 

8 

33.3% 

3 

12.5% 
3.20 1.179 

10 A.V aids were used 

properly according to 

the need of the lesson 

24 
2 

8.3% 

3 

12.5% 

6 

25% 

10 

41.6% 

3 

12.5% 
3.37 0.875 

11 Uses various teaching 

strategies to encourage 

student participation etc 

24 
8 

33.3% 

2 

8.3% 

8 

33.3% 

3 

12.5% 

3 

12.5% 
2.62 0.944 

Table 4.28 shows that it was found during classroom observations that about 

41.7% trained teachers usually have good voice for teaching. Most of the teachers 

(33.3%) maintain eye-contact with students. It was observed during classroom 

observation that (25%) of the teachers didn’t try to promote critical thinking among 

the students. Majority of the teachers (33,3 %) effectively managed time to optimize 

teaching-learning activities. The use of AV aids was (41.6%) effectively align with 

the requirements of the lesson. Similarly, a significant (33.3%) of teachers were not 

using a variety of various teaching strategies to accommodate the needs of all the 

students.  
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Table 4.29 

Classroom Management 

Table 4.29 was observed that majority of the teachers had proper seating 

arrangement for the students; Majority of the teachers started their classroom 

activities in an organized manner; Majority (25.08%) of the teachers were success to 

provide a peaceful environment for learning. While (33.30%) did not apply classroom 

management techniques and applied least effective way. About (41.50 %) of teachers 

satisfactory gave relevant real-life examples to explain their lessons in least effective 

way. But only (25%) of teacher starts their classes on time. 

Frequency 

Sr. 

No 
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12 Seating arrangement 

was  based on equity 
24 

3 

12.5% 

3 

12.5% 

6 

25% 

7 

29.2% 

5 

20.8% 
3.33 0.974 

13 Class was started on 

time  in an organized 

manner 

24 
6 

25% 

3 

12.5% 

3 

12.5% 

6 

25% 

6 

25% 
3.12 1.569 

14 The overall 

environment of 

classroom was 

peaceful 

24 
2 

8.3% 

5 

20.8% 

5 

20.8% 

6 

25.8% 

6 

25% 
3.37 1.167 

15 Classroom 

management 

techniques were used 

24 
8 

33.3% 

5 

20.8% 

6 

25% 

3 

12.5% 

2 

8.3% 
2.41 0.929 

16 relevant examples was 

given  during lesson 
24 

4 

16.3% 

2 

8.3% 

10 

41.7% 

8 

33.3% 

0 

0% 
2.91 0.881 
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Table 4.30 

Assessment Techniques 

Sr. 

No. 
Statements N
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17 Relevant questions to 

Asked  to monitor 

students understanding 

24 
7 

29.2% 

5 

20.8% 

6 

25% 

5 

20.8% 

1 

4.2% 
2.25 0.509 

18 Week students were 

helped  in homework 
24 6 25% 

3 

12.5% 

6 

25% 

5 

20.8% 

4 

16.7% 
2.91 0.929 

19 Formative assessment 

were  given to checked 

students understanding 

24 
3 

12.5% 

4 

16.7% 

7 

29.2% 

5 

20.8% 

5 

20.8% 
3.20 1.018 

20 Feedback  was given on 

written work test etc. 
24 

9 

37.5% 

1 

4.2% 

9 

37.5% 

5 

20.8% 

0 

0% 
2.41 0.974 

21 summative assessment 

was given 
24 

7 

29.2% 

2 

08.5% 

9 

37.5% 

5 

20.8% 

1 

4.2% 
2.24 1.007 

Table 4.30 was observed that (29.2%) of the teacher did not ask relevant 

questions to monitor students understanding. Majority of the teachers (25 %) did not 

helped weak students in homework. Almost half of the teachers (29.2%) were 

satisfactory used formative assessment to enhance students understanding. While 

majority (37.5%) of the teachers were not at all providing feedback on written work. 

Test, etc.  Whereas, (37.70%) teachers satisfactory asked questions at the end of the 

lesson to check student understanding, 



128 

Table 4.31 

Interaction with students during lesson 

Sr.  

No. 
Statements 

Frequency 
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22 students were 

encourage to ask 

questions 

24 
9 

37.5% 

4 

16.4% 

7 

29.2% 

0 

0% 

4 

16.4% 
2.41 .977 

23 Students were engaged 

in activities 
24 

4 

16.4% 

3 

12.5% 

3 

12.5% 

10 

37.3% 

4 

16.4% 
3.29 .884 

24 response time was 

given to student to 

answers Questions 

24 
2 

8.2% 

1 

4.2% 

10 

37.3% 

8 

33.3% 

3 

12.5% 
3.37 1.056 

25 Tolerance and respect 

was promoted  among 

students 

24 
2 

8.2% 

8 

33.3% 

3 

12.5% 

7 

29.2% 

4 

16.4% 
3.12 1.296 

26 Students were called 

politely during 

instruction 

24 
3 

12.5% 

3 

12.5% 

2 

8.2% 

10 

42.0% 

6 

25% 
3.54 .929 

Table 4.31 observed that (37.70%) trainee teachers not at all encourage the 

students to ask questions. Majority (37.30%) of teacher was engaging the students 

effectively in activities. Almost (37 %) of the teachers were satisfactory giving 

response time at all to students. Amazingly more than (33.3%) of the teachers were 

least effectively promoting tolerance and respect among students during their lessons. 

Majority of the teachers (40.2 %) talked students politely while giving instructions.  
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Table 4.32 

Content Knowledge 

Sr.  

No. 
Statements 

Frequency 
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27 

Teacher Command 

over the content 

knowledge 

24 
0 

0% 

3 

12.5% 

2 

8.3% 

7 

29.2% 

12 

50% 
4.16 1.049 

28 

Presented content  

was appropriate 

according to the age 

of student 

24 
0 

0% 

6 

25% 

3 

12.5% 

5 

20.8% 

10 

41.7% 
3.79 0.69 

29 

Presented material of 

activities were an 

appropriate level  of 

students 

24 
6 

25% 

4 

16.7% 

2 

8.3% 

6 

25% 

6 

25% 
3.08 1.007 

30 

Resources  other than 

textbook s were used 

for teaching and 

learning 

24 
7 

29.2% 

2 

8.3% 

7 

29.2% 

2 

8.3% 

6 

25% 
2.91 1.215 

Table 4.32 explained that during classroom observations, it was found that 

more than half of the teachers were able to show satisfactory and effectively full 

command over the subject matter. More than 41.7% of the teachers effectively 

presented content according to the age of students. Trained teachers 50% effectively 

and very effectively presented content knowledge appropriate to students’ level. But 

majority of the teachers 29.2% didn’t support their teaching from other helpful 

sources other than the textbooks. 
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Rsearch Question 4 

What do the head teachers notice the usefulness of induction training among 

elementary teachers? 

Analysis of Interviews 

Qualitative data were consisted of interviews of twenty-four head teachers 

from six districts of Punjab. The interviews were conducted after three years of 

induction training. 

Descriptive Analysis of Interviews 

The interviews data were coded and entered in available software and analyzed. 

Table 4.27

Descriptive Analysis of Demographic Variables 

Variable Variable Description Frequency Percentage 

Gender 
Female 12 50 

Male 12 50 

Academic Qualification 
MA/MSc/BS 15 62.5 

MPhil/MS 9 37.5 

Professional Qualification 

BEd/BSEd 13 54.2 

MEd/MSEd 9 37.5 

MPhil (Education) 2 8.3 

Administrative Experience 

Less than 5 Years 14 58.3 

6-10 Years 5 20.8 

11-15 Years 3 12.5 

Above 15 Years 2 8.3 

Table No 4.33 revealed that male and female ratio of interviewees was 50 % each. 

Majority 62.5% (N=15) of the interviewees have academic qualification MA/MSc/BS 

while remaining 37.5% (N=9) have academic qualification above MA/MSc/BS. 

Majority 54.5% (N=13) of the interviewees have professional qualification 
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BEd/BSEd while remaining 37.5% (N=9) have MED/MSEd and 8.3% (N=2) have 

MPhil (Education). Majority 58.3% (N=14) of the interviewees have less than 5 years 

administrative experience followed by 20.8% (N=5) 6-10 years, 12.5 % (N=3) 11-15 

years and 8.3% (N=2) more than 15 years administrative experience. 

Figure 4.1 Demographic Information of Interviews 

Figure No 4.1 showed that male and female ratio of interviewees was 50 %. Majority 

62.5% (N=15) of the interviewees have academic qualification MA/MSc/BS while 

remaining 37.5% (N=9) have academic qualification above MA/MSc/BS. Majority 

54.5% (N=13) of the interviewees have professional qualification BEd/BSEd while 

remaining 37.5% (N=9) have MED/MSEd and 8.3% (N=2) have MPhil (Education). 

Majority 58.3% (N=14) of the interviewees have less than 5 years administrative 

experience followed by 20.8% (N=5) 6-10 years, 12.5 % (N=3) 11-15 years and 8.3% 

(N=2) more than 15 years administrative experience. 
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Analysis of Interview Questions 

Q1: How many newly inducted teachers have joined your School in 2018? 

Table 4.28

Number of newly inducted teachers has joined your School in 2018 

Number of Newly Inducted Teachers joined in 2018 Frequency Percent 

1 11 45.8 

2 7 29.2 

3 4 16.7 

4 2 8.3 

Total 24 100 

Table No 4.34 revealed that  majority  45.8% (N=11) of schools run by head teachers 

only one newly inducted teacher joined their schools followed by two new teachers 

joined 29.2% (N=7) schools, three new teachers joined 16.7% (N=4) schools and four 

new teachers joined 8.3% (N=2) schools. So majority of head teachers expressed their 

experiences due to joining of only one newly inducted teacher in their schools. 

Q2: Do newly inducted teachers share their problems with you? 

Table 4.29

Numbers of newly inducted teachers have joined your School in 2018 

Response Frequency Percent 

Yes 24 100 

No 0 0 

Total 24 100 

Table No 4.35 explored that almost 100% newly inducted teachers share their 

different problems with their head teachers. 
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Q3: Do newly inducted teachers share their problems with you, if yes; can you 

share some of them? 

Table 4.30

Problems Faced by Newly Inducted Teachers 

Newly Inducted Teachers Shared following problems Frequency Percent 

Behavior of Students 7 29.2 

duty other than teaching 7 29.2 

lake of parental support 5 20.8 

Absenteeism 4 16.7 

Classes are over crowded 4 16.7 

classroom management 4 16.7 

Discipline problem 4 16.7 

syllabus/Curriculum 3 12.5 

academic problem 2 8.3 

Cleanliness 2 8.3 

Excessive paperwork 2 8.3 

level of  job satisfaction 2 8.3 

Accountability 1 4.2 

classroom activities 1 4.2 

communication with fellow 1 4.2 

Difficult to meet diverse learning needs 1 4.2 

Dropout 1 4.2 

Experienced Teachers 1 4.2 

Feedback about study 1 4.2 

financial matter 1 4.2 

handles creative homework 1 4.2 

Homework 1 4.2 

Lack of Psychological knowledge 1 4.2 

Lack of team work 1 4.2 

Lesson planning 1 4.2 

Lots of paper work 1 4.2 

low attention span 1 4.2 

major issue Math’s concepts 1 4.2 

over burden 1 4.2 

over confidant student 1 4.2 

personal problems 1 4.2 

Problem in science equipment 1 4.2 

regularity and Punctually 1 4.2 

School environment 1 4.2 

Student are weak in studies 1 4.2 

student cannot do Homework 1 4.2 
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Students are dependent on teacher 1 4.2 

students attitude 1 4.2 

Students use inappropriate language 1 4.2 

teaching and learning 1 4.2 

Timetable 1 4.2 

Note. Table No 4.36 revealed that about 41 different types of problems are faced by 

the newly inducted teacher after joining their teaching jobs and share with their head 

teachers. About 30% newly inducted teachers faces “students’ behavioral” and “duties 

other than teaching” problems. 

Q4: Do you think the newly inducted Teachers behave professionally? 

Table 4.31

Professional Behavior of Newly Inducted Teachers 

Status Frequency Percent 

No 1 4.2 

Yes 23 95.8 

Total 24 100 

Table No 4.37 revealed that majority 95.8% (N=23) of the newly inducted teachers 

behave professionally in their schools as reported by their head teachers. 
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Q5: Do you think the newly inducted Teachers behave professionally, if yes how? If 

no how? 

Table 4.32

Professional Behaviors of Newly Inducted Teachers 

Newly Inducted Teaches Behave Professionally in following 

ways Frequency Percent 

Structured and Organized 12 50 

Very positive 11 45.8 

Self-confident 9 37.5 

Always behave ethically 7 29.2 

Respectful 7 29.2 

Reasonable 4 16.7 

Confidential 3 12.5 

Dedicated 3 12.5 

Participate in school matters 3 12.5 

Reasonable 2 8.3 

Responsible 2 8.3 

Caring 1 4.2 

Friendly 1 4.2 

Handle any issue 1 4.2 

Improve student performance 1 4.2 

Punctual 1 4.2 

Responsible 1 4.2 

Show tolerance 1 4.2 

Ethically sound 1 4.2 

Truthful 1 4.2 

Concerned with the school community 1 4.2 

Parental meeting 1 4.2 

Punctual 1 4.2 

Taught students all good manners 1 4.2 

Treating pupils with dignity 1 4.2 

Complete all tasks 1 4.2 

Energetic 1 4.2 

Focused on professionalism 1 4.2 

Improve discipline matters 1 4.2 

Always completed every task 1 4.2 

Energetic 1 4.2 

Mutual respect 1 4.2 

Table No 4.38 revealed that about 32 different types of professional behaviors of 

newly inducted teacher showed after joining their teaching jobs and share with all 
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stakeholders. About 50% (N=12) newly inducted teachers showed “Structured and 

Organized” behavior followed by 47.8% (N=11) shows positive behavior and 37.5% 

(N=9) showed self-confidence. 

Q 6: Do newly inducted teachers follow Rules and regulation? 

Table 4.33

Newly Inducted Teachers Follow Rules and Regulations 

Status Frequency Percent 

No 1 4.2 

Yes 23 95.8 

Total 24 100 

Table No4.39 Explored that majority 95.8% (N=23) of the newly inducted teachers 

follow rules and regulations in their schools as reported by their head teachers. 
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Table 4.34

General Rules and Regulations Follow by Newly Inducted Teachers 

Rules and Regulations Followed by Newly 

Inducted Teachers Frequency Percent 

assigned task done with honesty 23 95.8 

Come to school in time 23 95.8 

avoid corporal punishment 19 79.2 

properly informed in case of leave 11 45.8 

Maintain  classroom Discipline 7 29.2 

cannot leave the school without Permission 4 16.7 

Engage class in good way 1 4.2 

Follows time table 1 4.2 

Perform Assignment other than academic 1 4.2 

Table 4.40 revealed that nine (09) general rules and regulations followed by newly 

inducted teacher showed after joining their teaching jobs in their schools. About 

95.8% (N=23) newly inducted teachers complete their tasks honestly followed by 

95.8% (N=23) newly inducted teachers come school in time, 79.2% (N=19) newly 

inducted teachers avoid corporal punishment and 45.8% (N=11) newly inducted 

teachers inform schools properly in case of leave from school. 
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Q7: Do newly inducted teachers participate in important decisions regarding 

schools and provide their ideas for improvements?  

Table 4.35

The ways newly inducted teachers participate in important decisions 

Ways of Participation in Decision Making Frequency Percent 

He/she provides his/her ideas for improvements 23 95.8 

Organize function 4 16.7 

challenging decisions 1 4.2 

engage student in different activities 1 4.2 

enrolment campaign 1 4.2 

gave an idea of mentor teacher 1 4.2 

gave an idea of plantation with student help 1 4.2 

gave idea for preparing room of early childhood 

Education 

1 4.2 

help for utilization on NSB 1 4.2 

idea to improve the attendance gap 1 4.2 

ideas for improvements 1 4.2 

improvement of teaching and learning 1 4.2 

LND and improvement result of Math 1 4.2 

participate in school matters actively 1 4.2 

prepare a school improvement plan 1 4.2 

Purchase and Budget issue 1 4.2 

decision regarding school issue e. .g students 

absenteeism 

1 4.2 

idea to solve problem of students regarding absenteeism 1 4.2 

ideas of incentive for those student whose attendance 

was more than 95% 

1 4.2 

Identification of problem that result in students' poor 

performance 

1 4.2 

improve handwriting skill 1 4.2 

improvement of Assessment techniques 1 4.2 

improving writing skills 1 4.2 

Innovative 1 4.2 

Inviting Doctors in School assembly for awareness on 

health and hygiene 

1 4.2 
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Lesson plan checking 1 4.2 

participates in Sports 1 4.2 

Positive response in all matter and issues faced by 

school 

1 4.2 

Provide ideas for decoration of school 1 4.2 

share his ideas to improve school and overall 

educational environment 

1 4.2 

support in case of content knowledge 1 4.2 

wash club Activity 1 4.2 

Table 4.41 revealed that 32 ways of participation of newly inducted teachers in 

important decisions regarding school improvements.  About 95.8% (N=23) newly 

inducted teachers provides his/her ideas for improvements followed by 16.7% (N=4) 

newly inducted teachers participated in organizing functions in their schools. 
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Q8: Newly inducted teachers have/have not proficient computer skills in Excel, 

PowerPoint, MS Word and Network Surfing? 

Table 4.36

Skills of newly inducted teachers 

Skills Frequency Percent 

Excel 24 100 

Power Point 24 100 

MS Word 24 100 

Network Surfing 24 100 

Table 4.42 showed that the responses to question “Newly inducted teachers have/have 

not proficient computer skills in Excel, PowerPoint, MS Word and Network Surfing?” 

are coded in the form of yes/no. the data explores that 100% (N=24) newly inducted 

teachers are proficient in all four—Excel, PowerPoint, MS Word and Network 

Surfing computer skills. 

Q9: Do newly inducted teachers deal efficiently with discipline problems at school? 

Table 4.43  

Status Frequency Percent 

No 0 00 

Yes 24 100 

Total 24 100 

The responses to question “Do newly inducted teachers deal efficiently with 

discipline problems at school?” are coded in the form of yes/no. the data explores that 

100% (N=24) newly inducted teachers deal efficiently with discipline problems at 

school 
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Q10: Do you think that newly inducted teacher under stress while performing 

his/her duties? 

Table 4.44

Stress of newly inducted teachers 

Status Frequency Percent 

No 14 58.3 

Yes 10 41.7 

Total 24 100 

Note. Table No 4.43 Explored that majority 58.3% (N=14) of the newly inducted 

teachers are not under stress while performing their duties while a considerable 

number 41.7% (N=10) of newly inducted teachers feel stress while performing their 

duties. 
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Q11: Do you think that newly inducted teacher under stress/relaxed while 

performing his/her duties, if yes than what kind of stress/relax? 

Table 4.37

Kind of Stress/relax of newly inducted teachers 

Kind of Stress Frequency Percent 

He/She felt difficult to deal the student so some time  1 4.2 

when students did not give positive response after 

assessment 

1 4.2 

He/She felt difficult to handle discipline in class 1 4.2 

He/She under stress while performing his duties 1 4.2 

He/She  under stress while dealing students during exams 1 4.2 

He/She  under stress, while dealing MEA visits 1 4.2 

He/She didn’t adjusted in rural environment 1 4.2 

sometime interruption in teaching 1 4.2 

when students did not done homework and parents did not 

cooperate 

1 4.2 

Work load in case of Illness 1 4.2 

Kind of Relax 

He/She is confident and relax while performing her duties 9 37.5 

He/She never under stress while performing his duties 2 8.3 

He/She is a strong enough and confident 1 4.2 

He/She is good in Discipline 1 4.2 

He/She relaxed while teaching and other tasks 1 4.2 

Note. Table 4.44 explored that a considerable number 41.7% (N=10) of newly 

inducted teachers feel different types of stress—students’ non-cooperation, discipline 

issues, conduct of exam/assessment, adjustment problem, fear of MEAs visit, 

interruption in teaching, workload, illness while performing their duties while 

majority 58.3% (N=14) of the newly inducted teachers are not under stress and feel 

relax and confident during their duties. 
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Q12: Does the induction training was sufficient to fulfill their professional needs? 

Give your comments?  

Table 4.38

Comments of newly Inducted Teachers Regarding Induction Training 

Comments Frequency Percent 

No, Induction Training was not  sufficient to equipped 

Newly Inducted Teachers to fulfill their professional 

needs and Follow up is required for sustainability of 

training 

2 8.3 

No, Indication training may include some module like 

Activities designing and implementations 

1 4.2 

No, They need more support to full fill their 

professional needs 

1 4.2 

No, training need to be linked with real classroom 1 4.2 

Yes Training is sufficient and equipped Newly 

Inducted Teachers to fulfill their professional needs, 

But there is a lack of follow up 

8 33.3 

Yes, training is sufficient and equipped Newly 

Inducted Teachers to fulfill their professional needs 

3 12.5 

Yes, training is sufficient and equipped Newly 

Inducted Teachers to fulfill their professional needs, 

But after one year there is need for refresher 

2 8.3 

Yes. Training is sufficient and equipped Newly 

Inducted Teachers to fulfill their professional needs 

but follow up is required for effectiveness of 

induction training 

2 8.3 

Yes ,it was good to teach them how to deal with 

professional issues but for more effectiveness of 

training 

1 4.2 

Yes Training is sufficient and equipped Newly 

Inducted Teachers to fulfill their professional needs, 

some support is required after training in the form of 

checking portfolio, classroom observation. 

1 4.2 

Yes Training is sufficient and equipped Newly 

Inducted Teachers to fulfill their professional needs. 

A refresher is required after one year 

1 4.2 

Yes Training is sufficient and equipped Newly 

Inducted Teachers to fulfill their professional needs. 

Practical of real time school environment is required 

during training 

1 4.2 

Total 24 100 
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Table No 4.45 explored that 16.6% (N=4) showed their dissatisfaction in response to 

“Does the induction training was sufficient to fulfill their professional needs? Give 

your comments? They have the view that induction training may not sufficient to 

equipped Newly Inducted Teachers to fulfill their professional needs e.g. follow-up 

mechanism is missing in training project, training is not linked with real situation of 

classrooms, training was not fully activity based and implementation of training is not 

a part of training. Although 83.4% (N=20) have the view that training may sufficient 

to equipped Newly Inducted Teachers to fulfill their professional needs but have some 

concerns e.g. they need refreshing the training within a specified duration, practical of 

real time school environment is required during training, some support is required 

after training in the form of checking portfolio, classroom observation and follow up 

is required for effectiveness of induction training. So majority of the trainee teachers 

required a follow-up of the training. 
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Q13: Do you think any difference among new and old teachers of your school? If 

yes kindly enlist some of them? 

Table 4.39

Difference among new and old teachers 

Response Frequency Percent 

No 2 8.3 

Yes 21 87.5 

No Response 1 4.2 

24 100 

Table No. 4.46  explored that majority 87.5% (N=21) of newly inducted head teachers 

have the view that induction training made difference among newly inducted teachers 

and previously working teachers in schools under their administrative control while 

8.3% (N=2) of the newly inducted head teachers have reverse view. 
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Table 4.40

Types of Difference among new and old teachers 

Differences Frequency Percent 

Knowledgeable 13 54.2 

Efficient in Computer skills 8 33.3 

dealing student friendly 5 20.8 

Good in behavior 5 20.8 

Good discipline 3 12.5 

Good and confidant dealing with parents and community 2 8.3 

Motivated 2 8.3 

Professional 2 8.3 

committed ,task oriented 2 8.3 

Proper use of  learning modes 2 8.3 

Cooperative 1 4.2 

Innovative and committed 1 4.2 

more cooperative 1 4.2 

Active and potential to any task 1 4.2 

Dedicated 1 4.2 

Dutiful 1 4.2 

Energetic 1 4.2 

Enthusiasm and devotion 1 4.2 

Follow time and rules Regulation 1 4.2 

frank with students 1 4.2 

Good in classroom Management 1 4.2 

New teachers more respectful and professional 1 4.2 

Passionate 1 4.2 

Responsible 1 4.2 

use activities during lesson delivery 1 4.2 

Use e. learn Punjab to teach 1 4.2 

Table.4.47 revealed that there are about 26 differences among newly inducted 

teachers and previously experienced teachers working in schools under their 

administrative control. Each newly inducted teacher show one or more differences 

than previously experienced teachers. Majority 54.2% (N=13) of head teachers have 

the view that newly inducted teachers are more knowledgeable than previously 

experienced teachers followed by 33.3% (N=8) have the view that newly inducted 

teachers are efficient in computer skills. Newly inducted teachers are motivated, 



147 

dutiful, cooperative, energetic, professional, responsible, passionate, devoted, rules 

followers, good classroom managers, innovative, frank behavior, committed; task 

oriented and knows proper use of learning modes.  
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CHAPTER V 

SUMMARY, FINDING, CONCLUSIONS AND 

RECOMMENDATIONS 

The summary of the study’, findings, discussion, conclusion, and 

recommendations are all included in this chapter. It is to provide the reader with a 

detailed view of the entire study. The summary's aim is to cover the study's design and 

scope. The conclusions and discussion is to confirm and compare the results of this 

study.  The conclusion provides a detailed understanding of the study's results. 

Recommendations were based on the results and conclusions based on the researcher's 

assumptions, implications suggest for further researchers  

5.1 Summary 

The main objective of this research study was to find out the effectiveness of 

the induction training of the newly inducted teachers and the development of a follow 

up mechanism for elementary teachers in Punjab. The study followed Pragmatism 

paradigm research approach as it stand up out of actions, situations and consequences 

rather than predefined conditions. An explanatory mix-methods design was used to 

check the effectiveness of induction training to develop a follow-up mechanism for 

elementary teachers in Punjab. The population was consisted of 5,096 elementary 

teachers from 36 districts of Punjab who received induction training in 2018.All 

available result of these newly inducted teachers was taken. Out of these 36 districts of 

Punjab four districts were selected randomly. From each district, maximum 100 SESEs 

recruited in 2018 were selected randomly as sample. Therefore 400 teachers were 

selected for the first phase of the study which demands for quantitative data. Out of 400 
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participants of study, 391 (female =193 and male= 198) responded to the survey 

questionnaire.  

The second phase of the study was qualitative. Six newly selected teachers from 

already four selected districts were taken in the sample by using the simple random 

sampling technique. In this way, 24 teachers were selected. The head teachers of the 

schools where these 24 teachers are posted were taken in the sample for interviews. So, 

the sample for the second phase of the study consists of 24 teachers and 24 (female =12 

and male= 12) head teachers. Tools were validated before data collection.  

5.2 Findings 

5.2.1 Findings regarding Demographic Variables of the Study 

1. Female teachers have a higher proportion of M.A./M.Sc./BS degrees than 

male teachers. 

2. Male teachers have a higher proportion of MPhil and PhD degrees than female 

Teachers.  

3. A B.Ed. degree is held by around two-thirds of teachers, while an M.Ed. 

degree is held by one-third of teachers. 

4. Male teachers make up the majority in the discipline of arts (one and a half 

times the number of female teachers), while female teachers make up the 

majority in the discipline of science (one and a half times the number of male 

teachers). 

5. Majority of the teachers belonged to rural than urban area.  

6. Majority of teachers (about 55%) from both science and arts discipline have 

M.A/M.Sc./BS as academic qualification followed by M.Phil. and PhD 

respectively. 
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7. Majority of teachers from both science and arts discipline have B.Ed. as 

professional qualification followed by M.Ed. and M.Phil. Respectively.  

5.2.2 Findings regarding participants’ perception on training 

1. The majority of the newly inducted teachers accepted that the training goals 

were in line with their professional needs. 

2. The majority of respondents accepted that the training modules were created 

with the challenges that teachers face in mind. 

3.  They were agreed that hey had been involved in training need analysis 

process.  

4. Majority of the respondents were of the opinion that the training needs were 

addressed. 

5. The majority of respondents agreed with the argument that the training was 

given at the appropriate time in their career. 

6. Almost all of the necessary components were included in the training, 

according to the majority of the teachers. 

7. The majority of the respondents were of the opinion that trainees were 

encouraged to participate during session. 

8. Most of the respondents showed their agreement with the statement that 

training schedule was properly communicated to the trainees. 

9. Mean of means (3.91) showed overall agreement of the respondents with the 

factor ‘training design’.  

10. The vast majority of newly hired teachers accepted that training materials 

were beneficial in terms of training assignments and tasks. 

11. The majority of respondents accepted that multimedia was included in the 

training room based on the topic's needs. 
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12. It was decided that materials for activity-based instruction would be given.  

13. They were agreed that cleanliness of training institute is maintained. 

14. Majority of the respondents showed their agreement with the statement that 

training module was provided to every teacher. 

15. Mean of means (3.96) reflects agreement of the respondents with the factor 

‘training facilities and training venue’ offered during the training. 

16. Majority of the newly inducted teachers were satisfied that trainees were 

actively engaged in the learning process. 

17. Majority of the respondents were agreed that resource persons check 

understanding of the trainees and provide feedback regularly. 

18. Mostly were of the opinion that resource persons had strong grasp over 

content knowledge. 

19. Majority of the teachers agreed that the resource persons always satisfy 

participants’ queries. 

20. The majority of them agreed with the observation that provincial QAED staff 

remains committed to ensuring that training meets minimum expectations.  

21. The respondents were agreed that only lectured method was used by trainers. 

22. Mostly of them were of the opinion that they needed required computer skills 

during the training.  

23. The respondents showed their agreement with the statement that theory and 

skills both were integrated in the training.   

24. The respondents were agreed that they taught how to assess learners. 

25. The respondents showed their agreement with the statement that they were 

trained to utilize the available physical facilities. 
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26. Mean of means (3.84) shows that the participants were overall satisfied with 

the training process. 

27. Majority of the teachers were satisfied that the training would be helpful for 

them in future.  

28. The majority of respondents decided that induction preparation was sufficient 

to satisfy their professional requirements. 

29. They believed that this preparation should be made mandatory for all newly 

employed teachers and principals. 

30. The respondents believed that induction training helped comprehend job 

descriptions, roles, and responsibilities.  

31. Majority of the respondents believed that he/she acquired knowledge and 

pedagogy skills through training. 

32. The majority of the teachers agreed that he/she learnt how to prepare the 

lessons plan. 

33. The majority of respondents acknowledged that quality assurance personnel 

were used to ensure that the training met minimum requirements. 

34. The majority of the teachers agreed that the induction training periodically 

evaluated and improved. 

35. Mean of means (4.00) showed that the participants were overall satisfied with 

the training outcomes. 

36. Majority of the respondents agreed that they were able to deal with the 

students having different abilities.  

37. Majority of the teachers agreed that he/she is able to manage stress while 

teaching in class. 
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38. Majority of the respondents showed their agreement with the statement that 

they were able to manage student’s inability to understand the lesson taught. 

39.  The respondents were agreed that they could manage low–cost material for 

classroom activities. 

40. Majority of the respondents were agreed that they were able to manage 

behavioral issues of students. 

41. Majority of the newly inducted teachers were agreed that they could easily 

manage their time. 

42. Majority of the respondents were also agreed that they were able to do task 

other than teaching. 

43. Most of them were agreed that they needed support in planning lesson. 

44. The respondents were of the opinion that they were able to define SLOs in 

class. 

45. Majority of the respondents showed their agreement with the statement that 

they were able to select appropriate teaching strategies. 

46. The majority of the teachers were agreed that they were able to manage 

classroom. 

47. Most of the respondents were agreed with the statement that they were able to 

handle discipline in classes. 

48. Mean of means (3.76) reflects slight agreement of the respondents with the 

factor ‘After the training I was able’ of the training. 

49. Majority of the teachers were satisfied that guidance and support from head 

teachers were provided to them. 

50. Majority of the respondents were also disagreed with the suggestion to 

assigned a senior as a mentor for help during teaching. 
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51. They believed that during teaching no observation of classes should be done 

by a senior teacher. 

52. Majority of them were of the opinion that feedback was not provided to them 

by observing person during teaching. 

53. Mean of means (2.83) shows that the participants were overall not satisfied on 

return of their School after training because they did not receive any support. 

5.2.3 Findings on the basis of pre and post test 

1. On the basis of data analysis, it was found that there is no significant 

difference between mean percentage score of school teachers’ pre-test and 

post-test regarding the effectiveness of teacher training. 

2. There is significant difference between mean percentage scores of pre-test and 

post-test of school teachers regarding quality of training. 

3. Teachers were agreed that training was of good quality.  

5.2.4 Findings regarding training factors 

1. The factor ‘Training Design’ showed a significant difference in the opinions 

on the basis of gender in favor of female respondents.  

2. For the factor ‘Learning Facilities at training venue’ showed a significant 

difference in the opinions on the basis of gender in favor of female 

respondents. 

3.  For the factor ‘Training Process’ showed a significant difference in the 

opinions on the basis of gender in favor of female respondents. 

4.  For the factor ‘Training Outcomes’ showed a significant difference in the 

opinions on the basis of gender in favor of female respondents. 
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5. There is no statistically significant difference in opinions based on gender for 

the factor "Ability After Training." 

6. There was a substantial gap in opinions based on locality for the factor 

‘Training Results,' favoring rural respondents. 

7. For the factor ‘Ability after Training’ showed a significant difference in the 

opinions on the basis of locality in favor of rural respondents. 

8. No significant differences were found in the opinions of the rural and urban 

respondents for the factors ‘training design’ Learning Facilities at training 

venue and ‘feedback.  

9. A significant difference was also found among respondents' opinions from 

different disciplines regarding ‘Learning Facilities at Training Venue, While 

for the remaining factors i.e. training design , training process,  training 

outcomes, ability after training, and feedback  no significant difference was 

found. 

10.  A significant difference was found for all factors except the factor ‘Feedback 

‘and overall scale. Regarding ‘Training Design’ computer teachers were 

significantly more satisfied than the arts teachers, regarding ‘Learning 

Facilities at Training Venue’ computer teachers were significantly more 

satisfied than science teachers, language teachers, and arts teachers  and 

science teachers from arts teachers  respectively.  

11. Regarding ‘Training Process’ computer teachers were significantly more 

satisfied than arts teachers ‘Training Outcomes’ science teachers were 

significantly more satisfied than arts teachers. 

12.   Regarding ‘Ability after Training’ science teachers were significantly more 

satisfied than arts teachers. 
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13. There was also a substantial difference in perceptions of ‘Training Design' 

among respondents from various disciplines, Regarding ‘Learning Facilities 

at training venue,' there was a substantial difference in opinion among 

respondents from various disciplines. Regarding the ‘training process, there 

was a substantial difference of opinion among respondents from various 

disciplines, when it came to ‘ability after training, there was a substantial 

difference in opinion among respondents from various disciplines. There was 

a substantial difference in opinion between respondents from different 

disciplines when it came to ‘Feedback, but no significant difference in 

opinion between respondents from different disciplines when it came to 

‘Training Outcomes. 

14. To further analyze the significant differences, post hoc LSD showed that the 

M.Ed. teachers were significantly more satisfied with training than B.Ed. 

teachers. For factor ‘Training Design’ M.Ed. teachers were significantly 

more satisfied with training than B.Ed. teachers. For factor ‘training facilities 

at training venue’ M.Ed. teachers were significantly more satisfied with 

training than B.Ed. teachers (Mean difference = 0.304, p = .000) at p<001 

and M.Ed. teachers were significantly more satisfied with training than 

M.Phil. Teachers for factor ‘training process’ M.Ed. teachers were 

significantly more satisfied with training than B.Ed. teachers. For factor 

‘training outcomes’ M.Ed. teachers were significantly more satisfied with 

training than B.Ed. teachers. For factor ‘ability after training’ M.Ed. teachers 

were significantly more satisfied with training than B.Ed. teachers. For factor 

‘feedback’ M.Ed. teachers were significantly more satisfied with training 

than B.Ed. teachers. 
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15. The opinions of teachers from various disciplines differed significantly. 

Furthermore, there was a considerable difference of opinion about ‘training 

design' among respondents from various disciplines.’ a significant difference 

was found among the opinions of respondents from different disciplines 

regarding ‘training facilities at training venue, regarding the ‘training 

method,' there was a substantial difference of opinion among respondents 

from various disciplines. a significant difference was also found among the 

opinions of respondents from different disciplines regarding ‘training 

outcomes’, There was also a substantial difference in perceptions of ‘ability 

after training' among respondents from various disciplines. And there was a 

substantial difference of opinion about ‘feedback' among respondents from 

various disciplines.  

16. To further analyze the significant differences, post hoc LSD shows that the 

participants holding a M.A/M.Sc./BS were more satisfied with the training 

design than the participants with PhD degree. M.Phil. Degree holders than 

PhD and M.A/M.Sc./BS degree. As far as the ‘training facilities at training 

venue’ were concerned, the teachers with a M. Phil academic degree were 

more satisfied than the participants with M.A/M.Sc./BS degree and PhD 

level qualification. The teachers with M.Phil. Level of academic qualification 

was more satisfied regarding training process than the teachers of 

M.A/M.Sc./BS degree and PhD degree. The respondents holding M.Phil. 

Degree was significantly more satisfied with the training outcomes than the 

respondents with M.A/M.Sc./BS degree and PhD degree. The respondents 

holding M.Phil. degree were significantly more satisfied with the ability after 
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training than the respondents with M.A/M.Sc./BS degree  and M.A/M.Sc./BS 

degree were significantly more satisfied than PhD degree.  

17. The respondents holding PhD degree were significantly less satisfied with the 

feedback than the respondents with M.A/M.Sc./BS degree  and MPhil degree  

18.  For comparing the overall scores of training satisfaction scale, PhD degree 

were significantly less satisfied than the respondents with M.A/M.Sc/BS 

degree  and MPhil degree  and MPhil degree holders are more satisfied than 

M.A/M.Sc./BS degree. 

19. Activity based training makes the inducted teacher more skillful. Resource 

persons assessed training regularly and gave participants feedback that might 

keep the training on track. Majority of the novice teachers have the opinion 

that they learnt to utilize the available physical facilities. It may empower the 

inducted teachers to make their teaching more and more effective by using 

available physical facilities, i.e. teachers are trained to make effective 

teaching anywhere they would be posted. Students’ formative, summative, 

and other assessment types are one of the three major components of 

education process. This induction training trained the teachers to make 

decisions about the purpose of assessment and the content that is being 

assessed during the teaching-learning process. Assessment techniques are 

critical to novice teachers for their successful learning process and classroom 

activities because it is essential to evaluate whether the lessons' educational 

goals and standards are fully achieved.  
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5.2.5 Findings regarding Analysis of Classroom Observations 

5.2.5.1 Lesson planning.  

During observation, it was found that after getting training (41.70%) of 

teachers did not prepare lesson planning before their teaching. About (45.80%) of the 

trained teachers give overview of their previous lessons in the least effective way. 

Almost (41.70%) of the trained teachers l usually defined learning outcomes before 

teaching in the least effective way. It was observed that 50% trained teachers 

satisfactory relate their lessons with previous lessons. 

5.2.5.2 Classroom management. 

 It was found during classroom observations that about 45.80% trained 

teachers usually have good voice for teaching. Most of the teachers 41.70% maintain 

eye-contact with students. It was observed during classroom observation that 50% of 

the teachers didn’t try to promote critical thinking among the students. Majority of the 

teachers satisfactory managed time to optimize teaching-learning activities.  

5.2.5.3 Assessment Technique  

.It was observed that 41.5% of the teacher did not ask relevant questions to 

monitor students understanding. Majority of the teachers (62.50%) did not help weak 

students in homework. While majority (70.80 %) of the teachers were not at all 

providing feedback on written work. Test, etc. However, 41.70% teachers satisfactory 

asked questions at the end of the lesson to check student understanding  

5.2.5.4 Interaction with students during lesson.  

It was observed that 41.70% trainee teachers satisfactory encourage the 

students to ask questions. Majority 58.30% of teachers were engaging the students 

least effectively in activities. Amazingly more than 58% of the teachers were 



161 

satisfactorily or effectively promoting tolerance and respect among students during 

their lessons. To some extent more than half of the teachers talked to students politely 

while giving instructions   

5.2.5.5 Content Knowledge. 

During classroom observations, it was found that more than half of the 

teachers were able to show satisfactory and effectively full command over the subject 

matter. More than 54.20% of the teachers presented content according to the age of 

students. Trained teachers 50% satisfactorily presented content knowledge 

appropriate to students’ level. But majority of the teachers didn’t support their 

teaching from other helpful sources other than the textbooks 

5.2.6 Findings regarding analysis of interviews with head teachers 

1. Male and female teachers were equal. 

2. Majority of the interviewees have academic qualification MA/MSc/BS while 

remaining have academic qualification above MA/MSc/BS.  

3. Majority of the interviewees have professional qualification Bed /B.S.Ed., 

while remaining have MED/ M.A.Ed.  

4. Majority have MPhil (Education).  

5. The interviewees have an average of less than 5 years of administrative 

experience.  

6. Majority of schools, run by head teachers trained in induction training. 

7. Majority of head teachers expressed their experiences due to joining of only 

one newly inducted teacher in their schools. 

8. Almost all newly inducted teachers shared their different problems with their 

head teachers. 
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9. Different types of problems are faced by the newly inducted teacher after 

joining their teaching jobs and shared with their head teachers. Almost newly 

inducted teachers faces “students’ behavioral” and “duties other than 

teaching” problems. 

10. Majority of the newly inducted teachers behave professionally in their schools 

as reported by their head teachers. 

11. Majority of the newly inducted teachers follow rules and regulations in their 

schools as reported by their head teachers. 

12. Interview data explored nine (09) general rules and regulations followed by 

newly inducted teacher showed after joining their teaching jobs in their 

schools.  

1 assigned task done with honest 

2 come to school in time 

3 avoid corporal punishment 

4 properly informed in case of leave 

5 maintain classroom Discipline 

6 cannot leave the school without Permeation 

7 engage class in good way 

8 flows time table 

9 perform Assignment other than academic 

13. Almost all newly inducted teachers completed their tasks honestly. 

14.  Almost all newly inducted teachers reached school in time,  

15. Almost all newly inducted teachers avoid corporal punishment. 

16.  Almost all newly inducted teachers inform schools’ authorities properly in 

case of leave from school. 
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17. Interview data explored 32 ways of participation of newly inducted teachers in 

important decisions regarding school improvements.   

1 He/she provides his/her ideas for improvements 

2 Organize function 

3 challenging decisions 

4 engage student in different activities 

5 enrolment campaign 

6 gave an idea of mentor teacher 

7 gave an idea of plantation with student help 

8 gave idea for preparing room of early childhood Education 

9 help for utilization on NSB 

10 idea to improve the attendance gap 

11 ideas for improvements 

12 improvement of teaching and learning 

13 LND and improvement result of Math 

14 participate in school matters actively 

15 prepare a school improvement plan 

16 Purchase and Budget issue 

17 Decision regarding school issue e.g. student’s absenteeism 

18 idea to solve problem of students regarding absenteeism 

19 ideas of incentive for those students whose attendance was more than 95% 

20 Identification of problem that result in students' poor performance 

21 Improve handwriting skill 

22 improvement of Assessment techniques 

23 improving writing skills 
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24 Innovative 

25 Inviting Doctors in School assembly for awareness on health and hygiene 

26 Lesson plan checking 

27 participates in Sports 

28 Positive response in all matter and issues faced by school 

29 Provide ideas for decoration of school 

30 share his ideas to improve school and overall educational environment 

31 support in case of content knowledge 

32 wash club Activity 

18. Almost all newly inducted teachers provided their ideas for improvements. 

19. Almost all newly inducted teachers participated in organizing functions in 

their school. 

20. Interview data explored that all newly inducted teachers are proficient in all 

four—Excel, PowerPoint, MS Word and Network Surfing computer skills.  

21. It was found that all newly inducted teachers dealt efficiently with discipline 

problems at school. 

22. It was found that majority of the newly inducted teachers were not under stress 

while performing their duties while a considerable number. 

23. It was found that a considerable number  of newly inducted teachers felt 

different types of stress—students’ non-cooperation, discipline issues, conduct 

of exam/assessment, adjustment problem, fear of MEAs visit, interruption in 

teaching, workload, illness while performing their duties while majority of the 

newly inducted teachers are not under stress and relax and confident during 

their duties. 
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24. Interview’s analysis showed that majority of the participants were not satisfied 

in response to “Does the induction training was sufficient to fulfill their 

professional needs? Give your comments”. They have the view that induction 

training may not sufficient to equip Newly Inducted Teachers to fulfill their 

professional needs, e.g. follow-up mechanism is missing in training project, 

training is not linked with real situation of classrooms, training was not fully 

activity-based and implementation of training is not a part of training. 

Although thy have the view that training may sufficient to equip Newly 

Inducted Teachers to fulfill their professional needs but have some concerns, 

e.g. they need refreshing the training within a specified duration, practical of 

real time school environment is required during training, some support is 

required after training in the form of checking portfolio, classroom 

observation and follow up is required for the effectiveness of induction 

training. So, the majority of the trainee teachers required a follow-up of the 

training. 

25. Majority of newly inducted head teachers have the view that induction training 

made difference among newly inducted teachers and previously working 

teachers in schools under their administrative control while of the newly 

inducted head teachers have reverse view. 

26. Almost all newly inducted teachers and previously experienced teachers 

working in schools under their administrative control. Each newly inducted 

teacher shows one or more differences than previously experienced teachers.  

27. Majority of inducted head teachers have the view that newly inducted teachers 

are more knowledgeable than previously experienced teachers. 



166 

28.  Most of them have the view that newly inducted teachers are efficient in 

computer skills. Newly inducted teachers were motivated, dutiful, cooperative, 

energetic, professional, responsible, passionate, devoted, rules followers, good 

classroom managers, innovative, frank behavior, committed; task-oriented and 

knows proper use of learning modes.   

5.3 Conclusion 

On the basis of findings of the study it is concluded that descriptive analysis and 

inferential statistics of questionnaire, classroom observations, and interviews of head 

teachers explored that most respondents of all three research instruments believe that 

the quality of professional induction training of elementary schools’ teachers is good 

although some areas need to be improved. The major concern is lack of follow-up of 

induction training. All stakeholders need a feedback mechanism so that this induction 

training may be more fruitful than it supposed. 

It is concluded that the induction training of the elementary school teachers 

offered by QAED is not as effective as it should be. Further, it is also concluded that 

the newly inducted teachers' skills need to conform in real classroom practices to ensure 

the effectiveness of the induction training. Although teachers are applying some learned 

techniques in their classroom practices, there are still some areas that need support after 

training, e.g. lesson planning and pedagogical skills, assessment techniques, etc.  

It is concluded that the Induction training is effective and there is strong link 

between induction training and its delivery. It is also concluded that skills obtained by 

the newly inducted teachers conformed the effectiveness of the induction training. It is 

very important from the time when it is the policy laid in development for the 

achievement of the institution and maintains the standard of education. This study has 

measured the effectiveness of induction training program to gain proficient and skillful 



167 

teachers. Thus, Induction training has gained a continuous importance of many 

researchers currently. School education has changed their view about these trainings as 

money made on their (teachers) effects relatively costs. But there is dire need of a proper 

mechanism of follow up of training for sustainable impact of training.  

The soul of every training program is based on support/follow up of which 

trainees received after training at real classroom and school setting. Majority of the 

novice teachers provided guidance and support from head teacher and they were 

assigned a senior as a mentor to help in teaching. Observation of classes by a senior 

teacher was not routine practice. It was also highlighted from respondent that feedback 

was not provided to me by observing person. An overwhelming majority of the newly 

inducted teachers were satisfied with the process, monitoring but need to provide proper 

feedback. Most of these new teachers have never set up and managed a classroom 

without the help of senior teacher. They faced difficulty to apply what they have learned 

to a totally new setting. 

These results backed up a quantitative study by Maynes, Hatt, and 

Wideman(2011), which found that pre-service teachers who participated in a four-week 

service-learning practicum fulfilled the first three stages of Chambers'(2009) structure 

(experiential learning, social learning, and student development), but not the fourth 

(laboratory education). In the experiential level of service-learning, the client is less 

involved with those being served and instead acts as an observer.  

5.4 Discussion 

The importance of quality education at the elementary level has a direct effect 

on the student and the community in which he lives. It reflects an individual's growth, 

which helps him to live a better life by increasing his chances of landing a well-paid 

job; in turn, society benefits by producing ideal citizens who will keep the society 
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peaceful. According to a study conducted by the Bureau of Labor Statistics (BLS), for 

each degree of education attained, average earnings increase and unemployment 

decreases. President of the Republic of Kenya (2015), stated that quality training 

ensures a bright future for individuals, society, and the entire world. 

Quality training of teachers in any society inspires creativity and innovation in 

work force as well as improves the economy of the country through educational 

advancement. According to the British Council, graduates and internship students 

engage with society to exchange expertise, assist the nation in making decisions, and 

come up with fresh ideas for doing things better for country and their own future. This 

alone boosts the nation's productivity, thus improving its economy (Duen-Huang 

Huang, 2021). 

Alumni from technical colleges, for example, may use skills gained from their 

programs to make solar street lights with the aid of community members during power 

outages. The concept behind developing solar street lights is one of innovation, 

diversification, and transforming ordinary lights into more advanced ones. The transfer 

of skills and experience from one expert to another with less expertise would result in 

an increase in experts in that area, creating a pool of workers from which companies 

could hire. Graduates with training in those fields are more likely to become leaders in 

their respective fields; hence, good education creates ideal leaders (Cascio & 

Montealegre, 2016). 

The current study was designed to measure the effectiveness of induction 

training of elementary school teachers in Punjab. The effectiveness of training 

programs was measured according to the achievement of objectives and goals of 

training programs. Pre and post-tests were compared.   In this regard effectiveness of 

teacher training” and conclude that the mean percentage score of post-test of elementary 



169 

teachers is significantly different than their mean percentage score of pre-test about 

quality of training. In terms of training standard, there is a substantial gap between the 

mean percentage scores of the pre-test and post-test of school teachers. Teachers are 

agreed that training was of good quality. There are many study presented a significant 

progress in learning of the trainee teachers after the workshop, as shown by the 

improvement in the post-test scores over the pre-test scores, thus indicating that the 

workshop was effective (Mokkapati & Mada, 2018). 

The study also indicated that majority of the teachers think the induction 

training was aligned with their professional needs, Inductees were encouraged to 

participate in training activities and they got the training at right time of their careers. 

Effectiveness of training can directly be facilitated by the following; trainee’s 

awareness of objectives of training courses, training design and application of training, 

skills and knowledge in schools (Al-Yahya, 2013). They also agreed that duration of 

training was appropriate though they were not involved in the need analysis process.  

It was explored that the training objectives were in accordance with their 

professional requirements because the training modules have been developed keeping 

in view the problems faced by teachers faced in the teaching-learning process 

(Osamwonyi, 2016). Newly inducted teachers have the opinion that the training has 

been offered to him/her at the right time of his/her career that addressed their needs 

(Oplatka & Lapidot, 2018). The major focus of training was learning computer and 

designing lesson plan skills with some hands-on activities.  

More than eighty percent of the inducted teachers are agreed that he/she has 

learnt that how to assess learners so it is possible that novice teachers may be able to 

cope with these and other hard inquiries (Çakmak, Gündüz, & Emstad, 2019). It may 

also be evident that Induction Training was not enough to meet their professional needs 
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during their life, as a teacher, as majority believed that he/she acquired sufficient 

knowledge and pedagogy skills through training (Ertmer & Ottenbreit-Leftwich, 2010).  

They are also confident as Quality Assurance staff used to engage them and 

their periodical evaluation in ensuring the minimum standards of the training. Here is 

an important question arises. Are both male and female novice teachers equally 

benefited by this induction training? The analysis explored that a significant difference 

was found in the opinion of male and female newly inducted teachers regarding 

components of induction training (Bano, Noreen, & Bashir, 2019).  

As far as the factors were concerned, the factor ‘Training Design’ shows a 

significant difference in the opinions on the basis of gender in favor of female 

respondents, for the factor ‘Learning Facilities at Training Venue’ shows a significant 

difference in the opinions on the basis of gender in favor of female respondents,  for 

the factor ‘Training Process’ shows a significant difference in the opinions on the basis 

of gender in favor of female respondents,  for the factor ‘Training Outcomes’ shows a 

significant difference in the opinions on the basis of gender in favor of female 

respondents,  for the factor ‘Feedback’ shows a significant difference in the opinions 

on the basis of gender in favor of female respondents while for the factor ‘Ability After 

Training’ shows a non-significant difference in the opinions on the basis of gender.  

So, analysis explored that among newly inducted teachers’ female teachers 

learnt more significantly than male teachers although overall training seems effective 

(Schweder & Raufelder, 2019). It may happen as female teachers’ shows less interest 

in external activities than male teachers during training. Similar results are fond for 

teachers working in rural and urban areas. Among newly inducted teachers, rural 

teachers learnt significantly more than urban teachers although overall training seems 

effective (Wang, Wang, Li, & Li., 2017). Based on the results, researcher can state the 
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training was of good quality. This result was confirmed in some sense during classroom 

observations of inducted teachers after getting training.  

The aim of the study was to see how induction training affected elementary 

school teachers' pedagogical skills and classroom practises in Punjab. The findings of 

the classroom observation showed some positive impact of induction level training on 

few areas of pedagogical skills and classroom practices of the teachers (Ingersoll & 

Strong, 2011). Six important areas of the said training, i.e. lesson planning, teaching 

technique, classroom management, assessment technique, interaction with students 

during lesson, and content knowledge were focused in this study. The practices of the 

teachers were measured through classroom observations. 

 Particularly teacher Induction training is very central point from the time when 

it is the platform set in advance for the success of the institution by preparation the 

newly inducted teachers as compulsory by the institution (Ram, 2019). Classroom 

observations are one of the most common: to sustenance professional development and 

to evaluate the pedagogical skills of the teachers after training (Hora, 2013). Regarding 

the first area i.e. lesson planning, the study found that majority of the newly inducted 

teachers do not plan their lessons at least in writing. Most of teachers give an overview 

of previous lessons; majority of the teachers define learning outcomes at the start of the 

lesson. Only 8.3% of the teachers plan their lessons and follow all the steps. It was 

observed that 42% of the teachers define learning outcomes and 33% of teachers sum 

up this lesson. The results of the present study were to a great extent compatible with 

those which found that the lesson plan is believed that the most important part of the 

lesson plan relates to teachers’ behaviors rather than their teaching methods. 

 Lesson planning is considered necessary but due to heavy workload and lack 

of knowledge, mostly, teachers do not pay any heed on this aspect (Jamali Nasari & 
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Heidari, 2014). It was suggested that training should be compulsory for every newly 

inducted teacher /educational manger as well the induction training was periodically 

evaluated and improved by quality assurance staff. But they were not properly taught 

how to prepare the lesson plans. The newly inducted teachers were investigated about 

their professional efficacy after the training and the respondents were able to deal with 

the students having different abilities and stress they feel to deal while teaching in the 

class (Jennings, Frank, Snowberg, Coccia, & Greenberg, 2013). According to them, 

they were able to manage students’ inability and they were also able to understand and 

manage behavioral issues of student in class (Faez, 2012). Furthermore, all training 

activities were good but still they need more support in lessons plan.  

The outcomes of the study also indicated that majority of the newly inducted 

teachers plan lesson and use during classes but it is difficult for them to make lesson 

plan for all subjects.  As the earlier studies about the use of lesson plan it is very first 

and most important component of the class room teaching if teacher is well planned, 

the chance of student learning enhances, this study has first focus lesson planning as an 

element over which the effectiveness of induction training program can be measured 

(Chidambaram1, 2013 ). Most of teachers give an overview of previous lesson, 

Majority of the teachers define learning outcomes before start the lesson. 33% of 

teachers sum up this lesson.  

It was further found regarding the second identified area i.e. teaching technique 

that about 46% trained teachers usually have good quality voice for teaching. Most of 

the teachers-maintained eye contact with students. But half of the teachers do not pay 

special attention on promoting critical thinking of their students. Many teachers 

managed time of activities. Similarly, almost 37.5 % of teachers do not apply multiple 

teaching techniques to encourage all the students in the class. This research's findings 
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are in line with earlier research that concluded that in majority of cases, teachers have 

reasonably good eye contact with the students and possess the speaking skills. There is 

initially a need to make a classroom well-managed, which can be sustained and perhaps 

enriched through the means of induction training (Lars-Erik, Hazel, Katharine, Trevor, 

& Helen, 2010). 

It was observed that half of the teachers had proper seating arrangement for the 

students which was based on equity; classroom environment was peaceful; gave 

relevant examples during lesson. It was about 45.80% of the teachers started their 

classroom activities in an organized manner. Supervision of a classroom, determining 

what skills and knowledge will be imparted to the student, planning lessons and 

executing them successfully, correctly measuring student knowledge, and modifying to 

student requirements are the guiding parameters for classroom management. The newly 

inducted teachers need support after completion of induction training to provide the 

quality knowledge because class is a part of community where students needed: 

demonstrative support, positive learning. It is necessary to develop comprehensive class 

observation tool which must measure classroom quality for both purposes to check 

training effectiveness and as a tool to help newly inducted teaching practice to make 

teaching more effective (Grift, JCM, Houtveen, Hurk, & Terpstra, 2019). 30% of 

teachers did not show any planned classroom management technique. While 33.30% of 

the teachers did not apply classroom management techniques or applied in least 

effective way.  

In classroom managements it was found that teachers are rarely concerned about 

seating arrangement on equity base, they try to make overall classroom environment 

comfortable using maxim classroom management techniques (Coady, Harper, & De 

Jong, 2016). Majority of teachers gave relevant examples during training and 65% of 
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teachers arrange their classes.  Supervision of a classroom, determining what skills and 

knowledge will be imparted to the student, planning lessons and executing them 

successfully, correctly measuring student knowledge, and modifying to student 

requirements are difficult jobs. The newly inducted teachers need support after 

completion of induction training to provide the quality knowledge because class is a 

part of community where students needed: demonstrative support, positive learning 

(Khanam & Butt, 2020). It is necessary to develop comprehensive class observation 

tool which must measure classroom quality for both purpose to check training 

effectiveness and as a tool to help newly inducted teaching practiced to made teaching  

more effective (Coggshall, Rasmussen, Colton, Milton, & Jacques, 2012).   

During classroom observation it was observed that teachers ask relevant 

questions to check students understanding, teachers provide written feedback to the 

students on home task and focus on summative assessment (Bruns, Gregorio, & Taut, 

2016). Teacher must emphasize on student’s independence for asking thought-

provoking questions and providing productive feedback on homework (Ebrahim, 

2012). 

Majority of the trained teachers usually engaged students in activities while 

other teachers engaged students rarely, sometimes or always.  About many teachers did 

not promote tolerance and respect among students. The teacher establishing a 

supportive plan for classroom norms, rules. They create a temperament and assign duty 

for many of activities in the classroom that teachers strengthen them and help them 

progress in classroom environment, learning time, and productive learning student 

achievement processes that can finally increase quality (Darling-Hammond, Lisa, 

Channa, & Brigid, 2020). Almost all teachers talked with their students politely in the 

class. 
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The observation regarding assessment area found that 41% of the teachers asked 

relevant questions to enhance students’ learning, but majority 62% did not help their 

students in homework while 70 % did not provide feedback on written work etc. 

According to Burns, Gregori and Taut (2016) as cited by Khanam & Butt (2020), a 

good teacher must emphasize students' independence for asking thought provoking 

questions and providing productive feedback on work. 

As far as the fifth area i.e. interaction with students was concerned, some 

teachers encouraged students to ask questions. Majority (58%) of the trained teachers 

usually engaged students in activities (Jang, Reeve, & Deci, 2010). About 58% teachers 

promoted tolerance and respect among students. About 41% teachers usually did not 

give response time to students after asking questions. As earlier result is supporting that 

the teacher establishing a supportive plan for classroom norms, rules; they create a 

temperament and assign many of activities in the classroom to strengthen them in 

classroom environment, learning time and productive learning student achievement 

processes that can finally increase quality (Darling-Hammond, Lisa, Channa, & Brigid, 

2020). Almost all teachers called their students politely in the class, with respect. 

 It was observed that mostly 39% of teachers have good voice quality time on 

time of instruction and maintained eye contact with students. Similarly, almost all 

teachers from rarely to always use different teaching techniques to encourage student’s 

participation ability to keep students involved is the skillful aspect of aspects of teacher 

quality and may establish compulsory model skills in order for more complex 

dimensions of instructional quality to improve. A struggle is needed to make a 

classroom well behavior management, and how teachers themselves improve classroom 

activities towards participative, efficient, and busy schedule for an effective educational 
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system may be sustained and perhaps enriched through the means of induction training 

(Lars-Erik, Hazel, Katharine, Trevor, & Helen, 2010). 

The last and important component is content knowledge; it is found that more 

than half of the trained teachers have command on their content knowledge 

(Dunekacke, Jenßen, & Blömeke, 2015). Majority of the teachers (about 54%) 

presented content according to age of students. Trained teachers 50% presented content 

knowledge appropriate to students’ level. After getting training, mostly trained teachers 

do not use any helping material for teaching and learning. Trained teachers are highly 

qualified but still having some pedagogical issues and not command over content 

knowledge appropriate to students’ level. Mostly, teachers are not using any resources 

other than textbook for teaching and learning. Moreover, it depends on the criteria of 

selection of teacher and staffing. Teachers will be able to shift from novice to 

professional thinking about teaching technique if they have command over content 

knowledge (Darling-Hammond & Baratz-Snowden, 2007) under the light of above 

discussion it is found that mostly institutions are now preparing the new teachers and 

thinking that the indication training is compulsory, they provide a platform to the 

teachers in advance for their success. To sustenance the effectiveness of training and to 

evaluate teaching pedagogical and classroom practices of the teachers after training, 

classroom observations are one of the most common tools, all classroom activities can 

be measured through this tool comprehensively (Hora & Ferrare, 2013). 

The majority of the novice teachers believe that Induction Training helped them 

comprehend their job description, role, and responsibilities as a professional teacher. 

They believed that during training he/she acquired knowledge and pedagogy skills 

through training as majority (41.9%) of the teachers agreed that they have learnt how 

to prepare the lessons Plan but they are using least effectively and manage stress while 
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teaching in class (Maksymchuk, et al., 2018). They can also manage students’ inability 

to understand the lesson taught by selecting appropriate teaching strategies and 

managing behavioral issues of students. In this way novice teachers may be able to 

make their teaching more effective by handling discipline in their classes. Newly 

inducted teachers also have opinion that they have learnt to use and manage low–cost 

no cast material for classroom activities. This skill may help the novice teacher to make 

their teaching more interesting. 

A counter check Interviews of Head teachers of  elementary schools of newly 

inducted teacher confirm that majority of newly inducted teachers shared their problems 

with head teachers most of them facing behavioral issues by the students and discipline 

problems. According to head teachers 95% of the newly inducted teachers have 

professional behavior (Walker & Slear, 2011). Most of them follow the rules and 

regulations and they feel burdened to perform non-academic activities (etc., enrolment 

campaign, UPE survey, election duties, exams duties, polio campaign, dengue duties 

and many others). Majority of the heads involved newly inducted teachers regarding 

important decision of schools. Interview data explored following ways of participation 

of newly inducted teachers in important decisions regarding school improvements like 

room of early childhood Education, Purchase and Budget issue, student’s absenteeism, 

improve students' poor performance, Inviting Doctors in School assembly for 

awareness on health and hygiene, Lesson plan checking, participates in Sports and wash 

club activity.   

Male teachers efficiently deal with the discipline problems of the students. 

Approximately 42% newly inducted teachers felt stress with non-cooperative behavior 

of students, conduct of exams and MEAs visits (Ahmed, Faizi, & Akbar, 2020). 

Computer skills in using—Excel, PowerPoint, and MS Word may empower the new 
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teachers to apply simple formulae, present new ideas in visual format and keeping 

students’ portfolio in soft as well as in hard form easily. Majority of the participants 

have the opinion that they were kept engaged during training sessions and training 

material was helpful including assignments and activities. Use of multimedia may also 

help the teachers to make their lessons more meaningful and interesting that motivate 

the students and engage them in teaching-learning process effectively.  

Masters and Rowley (2014) proposed that quality induction of novice teachers 

should have vision, formal commitment and support, quality mentoring and classroom-

based teacher learning, a reduced teaching timetable without affecting salary, access to 

proper support together with opportunities to relate theory to practice in a systematic 

way (Yeigh & Lynch., 2017). Further, based on the result resource persons had a strong 

grip on their topics and they always answered trainees’ questions. During the training, 

the trainees enhanced their IT skills and assessment techniques. The new teachers were 

proficient in IT skills.  

According to the head teachers the training did not fulfill their professional need 

because training environment was different from actual classroom environment, so they 

feel difficult to handle real classroom problems (Lew & Nelson, 2016).  

Majority of the novice teachers are motivated, dutiful, cooperative, energetic, 

professional, responsible, passionate, devoted, rules followers, good classroom 

managers, innovative, frank behavior, committed, task oriented and know proper use 

of learning modes.  100% teachers demand mentor support, refresher courses need to 

be offered to the newly inducted teachers after every year. 

 All over the world, support for teachers at induction level is through training 

need assessments and training design for providing skills and content knowledge. The 
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novice teachers responded that induction training will be helpful for them in future to 

meet their professional needs.  

We can begin to identify the strengths and weaknesses of classroom observation 

for measuring training effectiveness. The most significant limitation is the 

demonstrable difficulty in obtaining reliable data across multiple raters. This limitation 

applies to all types of observation protocols, but especially to evaluative instruments 

that place an additional burden on analysts to judge the quality and/or efficacy of 

instruction in real-time. Based on a review of the Bill and Melinda Gates Foundation’s 

“Measures of Effective Teaching” Project that used evaluative protocols, Guarino and 

Stacy (2012) found that “classroom observation measures of teacher performance are 

as variable and indefinite as value-added measures based on student test scores and 

should be considered equally debatable” (Ballou & Springer, 2015).  

5.5 Feedback Mechanism/Strategy 

Research finding guides us to design feedback mechanism for trainee teachers. 

The proposed feedback mechanism is shown in the below diagram. 

5.5.1 Follow-Up Mechanism  

Follow-up is basic component of teacher training process which is based on 

objective for the observation of teacher’s behavior, competencies, learning and 

pedagogical improvement in their professional capacity. Effectiveness of follow-up 

strategies help us to provide accurate information about newly inducted teachers after 

providing them real time feedback of training organization/concerned authorities. 

Follow-up study is not research but integrate teaching learning process (Omar, 2014). 

It also includes a set of additional processes and procedures which is based on a process 
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to measure the effectiveness of training. It is important to understand the following 

terms before measuring the effectiveness of follow-up strategies.  

The school scenario where follow-up is being accompanied,  

The purpose persists with the follow-up evaluation  

A successful training process, design, execution of training course is helpful for 

providing knowledge to enhance the competency of teachers. For sustainable impact on 

teacher learning, the training needs to be designed carefully (Tekkumru-Kisa & Stein, 

2017). 

According to the statement of the Saks and Belcourt (2006) that institute hardly ever 

conducts follow-up of induction training programs. It is suggested that training 

institutes make sure a strong support set-up for newly inducted teacher and trainees 

after training. 

5.5.2 Follow-up Techniques 

There are a number of follow-up techniques like as record and evolution 

meetings (Bao, et al., 2016).  It is penetrating out few studies have deliberated the 

usefulness of teacher support methods. Likewise, a small number of researches light up 

the process involved in the follow-up mechanism. It addressed that follow up 

techniques that are helpful to enhance the classroom learning, lesson observations, 

proper feedback and support for newly inducted teachers. 

It is necessary to assign a senior teacher with newly inducted teacher who is 

higher in qualification and experience. It is better to assign a secondary grade teacher 

with elementary teacher. The senior mentor should be trained and competent enough in 

professional development training (Bush, 2009). Tools to advance a new teacher’s 

practice” is the basic of improving training effectiveness. This is the responsibility of 

the principal to provide support to new teachers with collaboration of expert teachers 
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and provide opportunity for both new and expert teacher through a well-organized 

professional development program. It is important that a school principal creates an 

atmosphere that supports new teachers through their collaboration with time to assist 

new teachers in instruction (Dias-Lacy, L., & Guirguis., 2017).  

Importance of the training visits of a real classroom setting brings a positive 

change in transformation of knowledge. Studies show that teacher training in different 

developing countries mostly uses the way of lesson observation to follow up and for 

measuring the effectiveness of training (Wolf, 2019; Molina, Fatima, Ho, Melo, 

Wilichowski, & Pushparatnam, 2020). Some follow-up techniques are observed 

through research which was based on classroom observation checklist of pedagogical 

skills. 

Observed teacher lesson, provided feedback  

Discuss areas of improvement and any implementation problems, verified 

skills, techniques and approaches.  

In classrooms check peer coaching,  

Arrange discussion session and work books.  

Conducted meetings with principals and staff (O'Sullivan, 2002 ). 

Start follow-up as soon as possible after the training and involved your trainees 

appreciate creativity to support the pedagogical training skills they learned during 

delivery. 

A "mentee" to each trainee who attended the training develop an action plan. 

Ask questionnaire to get their feedback. 

Be attentive while observing the lesson as they put their learned skills into 

effect. 
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The value of professional development of teachers can be enhanced by using 

following concepts. 

Keep it simple. Use different instructional practices for the improvement of 

classroom learning  

Arrange all hands-on support  

Support teacher in execution of instructional priorities in training, observation 

and evaluation systems.  

Develop feedback mechanism to help teachers for getting required outcomes 

they want to achieve because the ultimate goal of teacher development is student 

achievement (Kraft & Gilmour, 2016). The professional development of teachers is a 

difficult task because it is about the learning of learned. Teacher’s professional 

development needs cognitive and emotional involvement separately and jointly 

(Archambault & Dupére, 2017).  

Literature supported the different Follow-up strategies as pointed out in the 

introduction are followed. To measure the effect of induction training in classroom is 

always considered critical. In developed countries, it is also found through literature 

and intensive review of training that the limited implementation of training in classroom 

is due to the lack of follow up support. It is evident that developing countries are also 

facing the same problem (Damon, Glewwe, & Wisniewski , 2016).  

Follow-up is a continuous support to teacher after any workshop, and training 

brings a disaster change in the capacity of old teacher as well as new teachers (Braten, 

Brante, & Stromso, 2019). Many other researchers use different terms for example, 

transfer of knowledge, coaching (intensive lesson observation and feedback to follow 

up training for the support of new teacher to implement to transfer training into the 

classroom setting.    
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By the Negligence of phenomenological change, the whole process of teaching 

and learning suffers which can be controlled through follow up because it is always 

difficult to adopt change. In a very deep sense outstanding effort at the core of basic 

skills, ideas and the concept of education, and showing doubt about purpose, way to 

compete and basic concept of teachers always effect. It certainly contains harm, 

pressure and fight as people think about change. Effectively, teachers need a proper 

system of support which makes them able to handle the implementation of change in a 

successful way (Darling-Hammond, LaPointe, Meyerson, MT, & Cohen, 2007). No 

doubt we execute induction training to bring the change in the process of teaching and 

learning and follow up support strengthen this. Kraft & Hogan (2018) ensured the 

effectiveness of coaching through the evaluation of primary science program.  

Coaching contains the support from any expert and senior colleague for rigorous 

classroom mentoring support of new teaches effort to use new practices in their 

classroom. In the training workshop, teacher had been taught the delivery of lesson and 

how the lesson will be observed. The concern of classroom observation is to provide 

feedback to the teachers for the effectiveness of follow-up strategies. The finding shows 

that the results of teachers and their professional attitude show a positive change in 

those teachers who receive coaching (Blazar & Kraft, 2017 ).  

Different strategies of follow up support are used, for example, teacher diaries, 

progress meetings which can be helpful for provision of follow up. Many other studies 

measure the method of teachers support effectiveness mechanism. In the same way, 

some researches brighten the process using these follow up techniques. Classroom 

based support strategy is very useful (Le, Janssen, & Wubbels, 2018). The study of 

World Bank brings light on this issue that only five of the thirtieth training projects 

used lesson observation to follow up the training development.  
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5.5.3 Follow-up strategies 

I used two broad types of follow-up strategies: Mentor and head teacher 

strategies. The mentor strategies took place in school visits. After the training follow-

up tour, mentor visited schools where these newly inducted teachers joined. All newly 

Inducted teachers will participate in the follow-up mechanism (DISHENA & 

DISHENA, 2016). Twice in a month day-long visit involved the following activities:  

1. Mentor observed newly Inducted teacher teach a lesson based on what he or she 

had learned at the training. 

2. Mentor provided teachers with some feedback on the lesson, discussed their 

progress with them.  

3. Mentor checked items listed on a checklist based on observation during class.  

4. Mentor demonstrated specific skills, methods and approaches, in classrooms.  

5. Mentor conducted meetings with head Teachers and NIT.  

6. Mentor conducted meetings with Training body.  

The teacher follow-up strategies were provided by the mentor. Head needs to 

provide an opportunity to NIT for more intense support (senior teacher). This section 

will throw some light on the processes involved in all the follow-up strategies 

developed during the professional development program. 

The follow-up strategies had three functions: support, evaluation/feedback and 

training. As all the follow-up strategies ultimately aimed to support teachers’ efforts to 

implement the training in their classrooms, the evaluative and training functions also 

had an underlying supportive function (see Table 5.1)  
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Table 5.1 

Follow-up Strategies 

Follow-up Strategy Supportive Evaluation Training  

Observation of Classroom 

Observation Tool    

Checklists    

Provide Feedback after observation of  lesson 

Demon on observed lessons    

Discussion     

Plan Training 

Design work shop on week areas    

TNA by Mentor, Trainee teacher     

Workshop/Training 

On Identified weak Areas    

Initiatives     

New trends in Education     

Certification 

First year achievement     

Second year achievement    

Third year achievement    

All above said follow-up strategies provide support to the newly inducted 

teachers to adjust in teaching and learning environment and built their attitude, skills, 

capacity and professional development (O'Sullivan, 2006).  
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Two types of evaluation will be used during observation formative and 

summative. For the summative area of evaluation, training institute will adopt two ways 

for checking the linkage of training with the real classroom environment by classroom 

observation and pre and posttest for certification after one year of teaching. In formative 

evaluation, follow-up strategies will highlight teacher problems while teaching. The 

TNA will be derived from these teachers’ daily base problems for next 

training/workshop. Some of the internationally recognized good activities which will 

be applied during demo by mentor will be included in next workshop.  (O'Sullivan, 

2006).  
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Figure 5.1 Follow-up Mechanism of the Induction Level Training for the Elementary 

Teachers 
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5.5.4 Trainer Follow-Up Strategies 

5.5.4.1 Lesson Observation. 

Classroom observation is an important component of teacher training and 

teaching. As we know that teaching is a difficult, continuous and vigorous activity. The 

purpose of the classroom observation is to support the teacher for the improvement in 

teaching techniques. Teacher pedagogical skills, teachers planning, the way of 

managing class and the techniques which teacher uses to assess the student learning? 

The way teacher interact the students during teaching (AliaSadiq, Ramzan, & Akhtar, 

2017). The focus of the classroom observation to check whether the content knowledge 

is delivered in an effective way and the learning is taking place. The classroom 

observation will help teacher to prepare to face the class and overcome different 

problems and issues. Mentor will also note down about the interest, way of teaching 

and pedagogical skills of the teacher. The mentor will collect information which will 

be used during follow up discussion with newly inducted teachers and head teacher 

(Atkin, 2001). The following areas will be focused during classroom observation;  

5.5.4.2 Lesson planning.  

Lesson was properly planned, learning outcome was defined, Summarized the 

lesson  

5.5.4.3 Teaching Techniques.  

Voice quality was good, Eye contact with students, promoted critical thinking, 

Different teaching techniques used, Time and AV Aids managed properly 

(Shabiralyani1, Hasan, Hamad, & Iqbal, 2015). 

5.5.4.4 Classroom Management Strategies. 

Seating maintains in order, Environment of the class, Starting and ending 

timing of the class  (Atkin, 2001). 
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5.5.4.5 Assessment Techniques. 

Question answer technique was used, Assessment was done, Feedback was 

given, Student Interaction, Engage in activities, Response time, Promote tolerance 

(Education, 2020).  

5.5.4.6 Content Knowledge.  

Command on content , the link between activity and content use of other 

resources, support the use of observations for professional development, while 

classroom observations can be used for assessment and research applications, perhaps 

the most effective and defensible use of these data are to support professional 

development activities (Shepard, Diaz-Bilello, & Penuel, 2020).  

5.5.5 Classroom Observation Checklist 

 Mentor will use checklist during observing the lesson in which he ensures the 

quantitative aspect of classroom observation. The focus areas of the classroom 

observation are  (Halim, Wahid, & Halim , 2018). 

1. Planning for the delivery of Lesson  

In which we will check the readiness of the teacher about content knowledge  

Activity and group work were planned,  

Lesson  planned,  

Available material was well organized   

2. Teaching Technique  

In which we will check the delivery of content knowledge.  

The demonstration of the lesson was clear and practical,  

Use available relevant material,  

Method of teaching will be adopted according to the level of students,  
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Students participation was encouraged, activities were well organized.  

3. Classroom Management  

In which the arrangement of the classroom will be checked.  

Every student has seat,  

Class was started on time,  

Conducive learning environment of the class (Freeman, Simonsen, & Briere, 

2014).  

4. Assessment Techniques  

Summative and formative assessment was done, Monitor will check either the 

teacher checked previous homework and gave feedback.  (Wrenn, 2009).  

5. during Lesson Activities  

Teacher maintain a friendly and respectful relationship with students 

Openly accept less than right response of slow students. 

6. Content knowledge 

Teacher is expert in his lesson 

Content delivered according to the level of the students 

Activities were planned according to the level of students  

Other sources of knowledge were consulted by the teacher other than textbook  

5.5.6 Provide Feedback after Observation of Lesson 

5.5.6.1 Demo/Demonstration Lessons  

The monitor will demonstrate lesson during visit. He/she demonstrated specific 

techniques and methods of teaching which an individual teacher feels difficult, 

discussion always ensured. This demonstration of lessons will also enable monitor to 

determine the appropriateness of teaching strategies for the teacher and help to judge 

the potential problem of the teacher which may be overlooked previously e.g , some 
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handwriting problems, discipline problems, problem in content delivery, lack of some 

teaching strategies.  

5.5.6.2 Discussion  

Discussion is the type of post-observation meeting, at the same day after lesson. 

After observing the class of the teacher, a discussion meeting will be held under the 

supervision of school head. In discussion, monitor will provide the feedback to the 

teacher on delivered lesson in which improvement areas will be highlighted and 

suggested areas that will need development will share in progress meeting and 

motivated teachers to try to improve. They will be helped how to develop the 

professional knowledge. The use of many follow-up visits enable mentor to get to know 

the teacher professionally which will be helpful for better scoring (Helen Timperley, 

2007).  

  5.5.7 Plan Training  

5.5.7.1 TNA by Monitor, Trainee teacher 

The monitor will use two ways of TNA: 

a. Firstly he/she will ask the teacher directly  

b. Secondly, he/she will follow-up of school visit the monitor compile all the data 

which he/she collected through different methods like lesson observation, 

feedback, demonstration, discussion and after discussion the need assessment 

of the teacher will be assessed. The data of need assessment will be 

quantitatively analyzed and the topics will be decided on the base of frequency 

(BİRGİN & BAKİ, 2007). 
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5.5.7.2 Design workshop on week areas 

A workshop will be planned according to the content; it may be one or two 

weeks long. The venue of the training will be decided whether at district level or 

provincial level. 

 What will be the Mode of training? 

 Who will deliver the training? 

 How will the training be evaluated? 

5.5.8 Areas of Training for Workshop 

The pre and post-test will be conducted before and after the training. The major 

component of the training will be derived from the TNA and the initiatives introduced 

by the government will also be included in the workshop. As the knowledge is 

multiplying day by day so it is necessary to equip the teacher of new trends of education 

that will be introduced during the one year of after training (Gulzar, 2015).  

5.5.9 Certification 

After the delivery of training, and on the basis of pre and post-test, observation 

during training class and different assignments will be given during training and the 

participation in different activities of the training. One year teaching certificate will be 

awarded to the successful candidates of the training and the same process will be 

adopted for the second and third year (Osamwonyi, 2016).  

5.6 Recommendations  

Following recommendations are made in light of the conclusions made: 

1. At least, a total of six month training program should be offered to newly 

inducted teachers. Offered two months training in academy on content and 
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pedagogical skills and four months teaching practices in real classroom 

environment.  

2. Head Teachers support and feedback should be provided to the newly inducted 

teachers at school. A module containing their roles and responsibilities needs 

also to be prepared. 

3. A senior as mentor for the newly inducted teacher (hereafter NIT) to overcome 

difficulties during classroom teaching should also be assigned. 

4. NIT should be part of training need analysis process. 

5.  School Education Department need to redefine the role of head teacher as 

mentor of NIT for their adjustment in school environment.  

6. Feedback should be provided by head teachers to training institute for one year 

of teachers’ posting at their schools. 

7. It is proposed that more budgets provided to the training institutions for 

enhancing the facilities at training venue.  

8. QAED needs to monitor follow-up support of NITs. 

9. Certificate and license should be issued to teachers for teaching in school after 

fulfilling all the indicators of their classroom practices. 

5.6 Recommendations for Further Research 

 Following are the areas which need more research in future. 

1. Other cadres of teachers i.e. primary and secondary may be involved in future 

studies. 

2. Implementation of follow-up mechanism as an experiment in further 

researches may also provide clearer picture. 

3. Head teachers and novice teachers may also be involved for refining follow-up 

mechanism. 
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APPENDIX A 

Effectiveness of Induction Training and Development of Follow-Up Mechanism 

for Elementary Teachers in Punjab 

Demographical Information 

1. Name (optional) ……………………………………………………….. 

2. Discipline                        Arts              Science      Computer Science          

Language  

3. School locality:              Urban        Rural  

4. Gender                            Male       Female 

5. Academic Qualification        MA/MSc/BS          M.Phil.        Ph.D. /PhD Scholar 

6.   Professional Qualification          B.Ed.        M.Ed.         M.Phil. (Education)  

 Ph.D. (Education)                                       

7. Year of Induction …………….      

Please read the following statement regarding Effectiveness of Induction training and 

development a follow up mechanism for Elementary teachers at QAED and tick (√ ) 

mark you look of agreement by selecting one of the following  

Strongly Disagree (SDA) 

(Disagree) (DA) 

Uncertain (UN) 

Agree (A) 

Strongly Agree (SA) 

Training Design 

 Statement SDA DA UN A SA 

1 The objectives of the training were in 

accordance with my professional 

requirements. 

     

2 The training modules have been 

developed keeping in view the problems 

faced by teacher  

     

3 I was involved in Training Need 

Analysis process 

     

4 My Training need was addressed in 

training  
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5 The training has been offered to me at 

the right time of my career. 

     

6 The duration of training was 

appropriate. 

     

7 Almost all the require components had 

been included in the training. 

     

8 Trainees were encouraged to participate 

during session 

     

9 Training schedule was properly 

communicated to the trainees 

     

Learning Facilities at Training Venue 

10 Training Material was helpful of training 

assignments and activities. 

     

11 Multimedia was used in the training room 

according to the need of topic. 

     

12 Materials were provided for activity-based 

teaching. 

     

13 Training module was provided to every 

teachers 

     

Training Process 

14 Trainees were actively engaged in the 

learning process. 

     

15 Resource persons checked understanding 

of the trainees and provided feedback 

regularly 

     

16 Resource persons was strong grasp over 

content knowledge 

     

17 Resource persons always satisfied 

participants’ queries. 

     

18 Provincial QAED staff remains engaged in 

ensuring the minimum standards of the 

training. 

     

19 Only lectured method was used by trainers      

20 I trained required computer skills during 

training  

     

21 Theory and skills both were integrated in 

the training. 

     

22 I teach how to assess learners      

23 I was trained to utilized the available 

physical facilities 

     

Training outcomes 

24 The training will be helpful for me in 

future. 
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25 Induction Training was enough to meet 

my professional needs 

     

26 This training should be made compulsory 

for every newly inducted teacher / head 

teacher. 

     

27 Induction Training helped to comprehend 

job description, Role and responsibilities. 

     

28 I acquired knowledge and pedagogy skills 

through training 

     

29 I learnt how to prepare the lessons Plan      

30 

 

Quality assurance staff used to engage in 

ensuring the minimum standards of the 

training. 

     

31 The induction training periodically 

evaluated and improved 

     

After the training I was able  

32 I am able to deal with the students having 

different abilities. 

     

33 I am able to manage  stress while teaching 

in class 

     

34 I am able to manage students inability to 

understand the lesson taught 

     

35 I can manage low–cost no cast material for 

classroom activities. 

     

36 I am able to  managing behavioral issues 

of student 

     

37 I can easily  manage  my time       

38 I am able to do task other than teaching      

39 I need support  in planning lesson      

40 I am able to define SLOs in class      

41 I am able to select appropriate teaching  

strategies  

     

42 I am able to manage classroom       

43 I am able to handle discipline in classes      

On return of your School after training did you receive any of the following support: 

44 Guidance and support from Head Teachers 

was provided to me  

     

45 Assigned a senior as a mentor for help to 

in teaching 

     

46 Observation of classes by a senior teacher       

47 Feedback provided to me by observing 

person 
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APPENDIX B 

Effectiveness of Induction Training and development of follow-up mechanism 

for Elementary Teachers in Punjab 

 

Classroom Observation Form 

Name of Teacher    ………………………………………………… 

School Name           ………………………………………………….. 

  School level:               Elementary       Secondary  

  School locality:           Urban     Rural  

 Gender                          Male                           Female 

Year of Induction    …………….. ……………. 

Qualification           …………………………… 

Professional Qualification       …………………………….. 

District         ….......................      Tehsil     ………………. 

Observation: (Date)…………………………………….. 

Observer Name …………………………………… 

Name of School Head      …………………………………… 

  Lesson/Unit Title……………………………………………………. 

Class started (time)      ……………………… Class ended (time)…………………  

Subject: ……………..                                      Class………………….  

 No of Students                                                 Present ………………… 

No. Indicator Not at all Least 

Effective 

Satisfactory Effective Very 

Effective 

Lesson planning  

1 Lesson was properly 

planned (follow all 

steps) 

     

2 Overview of previous 

lesson was presented 

     

3 Learning out comes were 

clearly defined  

     

4 Lesson was related with 

previous lesson 

     

5 Major points of the 

lesson were summarized 

     

Teaching Techniques 

6 Voice quality of the 

teachers was appropriate  
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No. Indicator Not at all Least 

Effective 

Satisfactory Effective Very 

Effective 

7 Eye contact with the 

students was maintained  

     

8 critical thinking was 

promoted to the students 

     

9 Time was efficiently 

managed during 

activities 

     

10 A.V aids were used 

properly according to the 

need of the lesson 

     

11 Uses various teaching 

strategies to encourage 

student participation 

     

Classroom Management 

12 Seating arrangement was 

based on equity 

     

13 Class was started on 

time in an organized 

manner 

     

14 The overall environment 

of classroom was 

peaceful 

     

15 Classroom management 

techniques were used 

     

16 Relevant examples were 

given during lesson 

     

Assessment Techniques 

17 Relevant questions to 

monitor students 

understanding 

     

18 Week students were 

helped in homework 

     

19 Assessment during 

teaching to enhance 

learning 

     

20 Feedback given on 

written work  

     

21 Assessment at the end of 

the lesson 

     

Interaction with students during lesson 

22 Students were 

encouraged to ask 

questions 

     

23 Students were engaged 

in activities 
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No. Indicator Not at all Least 

Effective 

Satisfactory Effective Very 

Effective 

24 Proper response time 

was given to student to 

answers questions 

     

25 Tolerance / respect was 

promoted among 

students 

     

26 Students were treated 

politely during 

instruction  

     

Content Knowledge 

27 Teacher command over 

content knowledge 

     

28 Presented content was 

appropriate according to 

the age of student  

     

29 Presented material of 

activities appropriate 

level of students 

     

30 Resources other than 

textbook were used for 

teaching and learning 
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APPENDIX C 

Effectiveness of Induction Training and Development of Follow-Up Mechanism 

for Elementary School 

Semi Structured Interview for Head Teachers 

 Biographical Information 

1.   Name                  ---------------------------------------------------------------- 

2.   Name of School   --------------- ----------------------------------------------- 

3.  Gender            Male        Female 

4.   Academic Qualification MA/MSc        MPhil               PhD/PhD Scholar 

6.   Professional Qualification B.Ed./BSEd            MEd/MSEd   

  

         MPhil (Education)   PhD (Education) 

 7.   Administrative Experience (in years)  

 Less than 5         5-10   11-15   Above 15  

 

       The following information is related to Newly Inducted Teacher of 2018 

  

  

How many newly inducted 

teachers have joined your 

School in 2018? 

 

 

 

 

……………………………………………………………. 

 

……………………………………………………………. 

Do newly inducted teachers 

share their problems with you? 

 

Yes No 
 

If yes, Can you share some of 

them? 

 

……………………………………………………………. 

 

……………………………………………………………. 

 

…………………………………………………………… 

 

………………………………………………………….. 

 

……………………………………………………………… 

 

Do you think the newly 

inducted Teachers behave 

professionally? 

 

 

 

……………………………………………………………. 

 

……………………………………………………………. 
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If Yes How? 

 

If No How? 

…………………………………………………………… 

 

Yes No 

 

Is He/ She is  

Reasonable 

Respectful  

Structured and Organized 

Positive Interaction with Students 

Ethical 

Self-confident 

Do newly inducted teachers 

follow Rules and regulation?  

 

 

 

 

 

If yes give detail some of them 

(Enlist) 

Select From List add more  

 

Yes No 

……………………………………………………………. 

……………………………………………………………. 

…………………………………………………………… 

 

Come to school in time 

Went the class on time 

cannot leave the school without Permeation  the 

administrator  

assigned task done with honesty and dedication 

avoid corporal punishment 

properly informed in case of leave 

Maintain  classroom Discipline 

Manage class  

Perform Assign task in good manner either inside or 

outside of school 

Follow time table  

Perform Assignment other than academic  

Do newly inducted teachers 

participate in important 

decisions regarding schools and 

provide their ideas for 

improvements 

 

……………………………………………………………. 

……………………………………………………………. 

…………………………………………………………… 

………………………………………………………….. 

……………………………………………………………… 

Do you think that newly 

inducted teachers have 

proficient computer skill? 

Excel 

PowerPoint 

Word 

Network Surfing 

 

Does newly inducted teacher 

deal efficiently with discipline 

problems at school? 

 

Yes No 
 

Do you think that newly 

inducted teacher under stress 

while performing his/her 

duties?  

Yes No 
 

If yes  then what kind of stress 

 

……………………………………………………………. 

……………………………………………………………. 
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APPENDIX D 

List of Experts for validation of Follow-up Mechanism  
 

S/No Name Of Experts District Place of posting 

1 Dr. Shafqat Niazi Attock Regional Program Manager 

QAED Punjab 

2 Dr. Zubair Shah Sargodha Regional Director AIOU 

Faisalabad   

3 Dr. Syed Nasir 

Hussain 

Islamabad Lecturer ECE & Elementary 

Teacher Education AIOU 

Islamabad 

4 Dr. Zaheer Ahmed Lahore Lecturer 

5 Dr. Sher Afghan 

Naizi 

Faisalabad Sr. Subject Specialist 

6 Dr. Naila Shakeel Lahore Deputy District Education Officer 

7 Dr. Masood Ahmed Bahawalpur Subject Specialist 

8 Dr. Muhammad 

Azeem 

Lahore Psychometrician 

Punjab Education Commission 

Lahore 

9 Dr. Abdul Satter Faisalabad Sr. Subject Specialist 

10 Dr. Aliya Zubair Gujranwala  Sr .Headmistress  
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APPENDIX E 

Validation experts Research Tools 

 

 

1.  Dr. Zubair Ahmed Shah           Regional Program Director (AIOU) 

2.  Dr, Syed Nasir Hussain         Assistant Professor Elementary teacher Education (AIOU) 

3. Dr. Muhammad Azeem            Psychometrician Punjab Examination Commission  

 


