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ABSTRACT  

 

Teacher evaluation is conducted to improve the teaching effectiveness of the faculty. 

However, the evaluation itself has to be effective, which is possible when two issues are 

first addressed quite skillfully. First is the factors (or criteria) of successful teacher and 

teaching. And second is ‘who will evaluate?’ Unless these challenges are addressed, it is 

difficult to practice a result-oriented evaluation of teachers, particularly at the higher 

education level. Existing research tells that there is a universal set of factors (variables) 

with commonly used operationalizations (measurements) to evaluate teachers. 

Adjustments are possible to add more factors and/or attributes (Questions) according to 

the situation. For example, besides common evaluations, public and private teachers will 

also be evaluated on different grounds. 

 

It is global practice that teachers are evaluated according to their ‘Teaching Methods 

(TM)’, ‘Utilization of the Qualification & Experience (UQE)’, ‘Teachers Attitude & 

Behavior (TAB)’, ‘Classroom Management (CM)’, ‘Care of Individual Differences 

(CID)’, Co-Curricular Activities (CCA)’, ‘Sense of Responsibility (SR)’, and ‘Evaluation 

Technique (ET)’ using a set of questions (about the attributes) with either dichotomous 

(i.e., yes/no) or continuous (i.e., 5-Point or 7-Point) scales. Mostly students, heads and 

colleagues are the evaluators. 

 

It is ARGUED in this research that the above practices are based on several 

‘assumptions or preconceived expectations.’ One of the assumptions is that all the 

respondents give similar importance (value) to every variable and attribute. However, it 

is obviously possible that ‘CID’ can be more important for a student while heads may be 

attaching higher value with ‘SR’. This diversity can also be found within one group of 

students or heads or colleagues. For instance male students may give priority to the CCA 

while female students can put TAB as higher level factor. 

 

In this study, three samples of heads, colleagues and students were selected (using 

statistical procedures) who all filled the same questionnaire with 49 questions on 9 
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variables. Using SPSS (V. 12.0) data was analyzed both in a combined manner as well as 

separately for heads, colleagues and students. To find the ‘Best-Fit’ of factors predicting 

the behavior of a particular group, ‘Stepwise-Regression’ was applied. For computing 

the demographic impacts the researcher used ‘Tests of Significance’ including, ‘t-Test’ 

and ‘ANOVA’ to compute the mean differences. The results support our hypothesis about 

the differences of groups from each other as well as variations in the selection of factors 

due to the demographic diversities within each group of evaluators. 

 

Eight predictors (TM, UQE, TAB, CM, CID, CCA, SR, & ET) were used to explain the 

dependent variable (Overall Score - OS). The findings of this study report that heads’ 

attitude is determined by SR (p=.028) & ET (p=.015), Colleagues prefer CID (p=.008), 

CCA (p=.035) & SR (p=.000) while, students used TM (p=.039) & ET (p=.000) for 

evaluating the teachers in Gomal University. It is obvious that out of eight independent 

variables, very few are playing any role in the evaluation process. Most of the factors 

have been excluded in stepwise regression. Furthermore, the predictors (factors) selected 

by heads, colleagues and students are also more different than similar. Likewise, heads 

have no difference of opinion across all the demographic groupings. But colleagues and 

students are significantly different on ‘Faculty’ but similar on other demographics. 

Furthermore, teachers have some difference of opinion due to their grouping on 

‘Domicile’. 

 

To cut short, it has been hypothesized, tested and proved that all the evaluators do not 

give similar importance to the factors of evaluation. So their evaluation does not include 

only the placing of a teacher on the scale, it is also affected by whether or not the 

evaluator considers the predictor important. 

 

Mearajud Din 

Candidate for PhD in Education 
                                                                                                                     Institute of Education & Research 

Gomal University, Dera Ismail Khan,  

                                                                                                                   Khyber Pakhtoon Khawa, Pakistan. 
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CHAPTER-1  

INTRODUCTION 

 

1.1. Background 

In the changing environment of higher education institutions, which is characterized by 

competitive global educational market, the importance of staff development as essential 

has been recognized to support new approaches to teaching and learning needs of such 

institution (Rindermann et al., 2007). In this scenario, one of the obligations of university 

leadership is to develop its staff professionally so as to support teaching and learning, and 

improve student performance. This improvement of the university academic staff in the 

professional competencies helps to develop their knowledge and skills in support of 

current role, or prepare the academic staff for contemporary and futuristic roles 

(Anyamele, 2007: Joyce & Galhoun, 2010).  

 

For the last several years, a great emphasis upon faculty development programs has been 

laid within and or outside the higher education institutions. Considering Teachers’ 

Evaluation as an essential outset to determine the performance of each and every faculty 

member, and for such purposes many educational institutions of public and private sector 

have adopted various parameters as performance measures to be used to serve the desired 

goal and objective (Usmani, 2008). The laborious evaluation of teaching is one of the 

most significant characteristics of a conducive and healthy education environment that 
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leads the faculty member to remarkable improvements in the teaching practices (Leffter 

& Puja, 2010).  

 

It is said that learning is an active process of acquiring knowledge and instruction and it 

is also a process of supporting construction rather than communicating knowledge (Mota 

et al., 2010). Furthermore, a historic change is coming in higher education and where 

faculty members are being held accountable to know that how the teachers serve students 

and the faculty. In current electronic era there is a need of improving education as well as 

educators’ standards because education is a continuous and lifelong process of 

development from infancy to maturity (Wen Chong, 2010). Likewise, another researcher 

notes that education is a broader term and a lifelong process of gaining new knowledge as 

well as skills through both formal and informal to expose ideas, information, and 

experiences (Chukwurah & Okute, 2011). 

 

It is however, notable that in current digital environment most of the developing countries 

of the world such as India, Bangladesh and Sri Lanka, the literacy rate is below average 

as compared to advanced states. Pakistan is also a developing state and finds it difficult to 

improve its literacy rate and quality of education at the university level rapidly in the 

current position (Malik et al., 2003, Nawaz & Kundi, 2010). The only thing is that one 

can demand a teacher with the performance of duties, such as fair with the students’ 

dealing, try to prepare and manage instruction, and prescribe activities for successful 

learning of the students. Only excellent and competent teachers can communicate their 

ideas both in written and oral form effectively (Donaldson, 2011). 
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It is said that teacher is the king in an educational setup and without teacher no system of 

education can be better. Teaching is the main source of making relationships with 

students, community, parents, heads and colleagues. And such relationships can develop 

better teaching method for the students’ achievement. Achievement of students directly 

affects teacher’s performance (Berk, 2005). The effective teachers know how to gain 

goals or objectives, during lectures, they ask questions, explain feedback, conduct 

discussions, give examples, display with audio visual aids, conduct reasonable 

assignments as well as examinations and so on (Kurz, 2006; Kiadese, 2011). 

 

In such circumstances we can improve our teachers through teachers’ evaluation 

processes aimed confirming that students are taught well (Mary, 2002). At the moment in 

higher education we are curious and confused. On one hand, institutions and faculties 

demand more attention to teaching. An important purpose of performance evaluation is 

said to determine that all the learners develop better knowledge, professional skills, 

performance and attitudes due to their teaching and learning process (Obeidat & Al-

Muhtadi, 2009). Through evaluation process teachers can promote higher thinking skills. 

This evaluation improves teachers' task and helps them to touch with new knowledge 

about effective teaching (Kiadese, 2011).  

 

Social interaction, collaboration and connection are essential to learning and among 

learners. It so then good learning is collaborative and social therefore regular students’ 

evaluations about their teachers can improve the learning process. Learning is improved 

in light of working with others. Sharing ideas and responding can improve thinking as 
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well as understanding. In other words, we may learn better through interaction, 

conversations, and the sharing of ideas (Bo-Linn et al., 2004). Thus, teachers’ 

performance evaluations require a demonstration of students' skills and his/her 

knowledge (Booham, 2005). 

 

There are three major approaches to evaluate teaching effectiveness, such as: i) examine 

the teachers' characteristics, ii) teaching methods, and iii) behavior however, intentional 

learning is supported by collaborative process, and this process develops critical thinking 

skills and makes cognitive development (Berk, 2005). Good teaching requires 

understanding of pedagogical theory and practice of educators, which enable them to 

engage in the on-going development and adaptation of their teaching approaches and 

methods (Menyhart, 2008). Another researcher emphasizes that teaching standards 

should be varied on bases their purpose, while 'core principles' do not change, different 

sets of standards can be fit for various purposes like job selection, certification of 

accomplished practice etc (Lieberman, 2011).  

 

In education institutions teacher’s performance may be improved if his/her work is 

evaluated periodically through workshop or seminars on techniques of evaluating 

teaching effectiveness, peer evaluation, self-assessment, and follow up studies (Booham, 

2005). The assessment process involves gathering information from different sources to 

get meaningful understanding of the students’ learning process. The first aim of 

evaluation is to give basic information for improving experiences of educational in 
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future, but the data collected for assessment should be relevant and accurate for decision 

requirements (Volante & Fazio, 2007).  

 

Furthermore, effective teaching is a mode, which develops teaching ability, and it is for 

the sake of good crop just like plugging in the field. Effective teaching depends on the 

standards of teaching (Wen Chong, 2010). Another researcher notes that effective 

teachers set challenging individual as well as collective performance goals for 

themselves. They encourage independent thinking, analytic listening and create a 

conducive climate for learning and treat individuals with respect (George & Sabhapathy, 

2010). The verbal ability of a teacher is better to convey ideas in clear and convincing 

manner. Well learned and qualified teachers can create and arrange the learning 

environment to produce maximum learning. They lead the discussions among the 

students to stimulate learning environment and try to gain the goals of the course 

(Donaldson, 2011).  

 

Raising the standard of education, only teachers’ higher qualifications are not enough, but 

it is required to utilize such qualifications for the solution of the problem. In the most 

countries of the world, the government tries to enhance the quality and standard of 

education to some extent (Booham, 2005). The government can raise the quality and 

standards of education with supporting inputs and monitoring to improve achievements. 

The content and nature of teaching standards should be different according to their 

objectives. It is further noted that various standards are fit for getting different purposes 
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such as suitable teachers, job selection, designation, pay and certification in the relevant 

field of practice (Anyamele, 2007).  

 

Along with higher education, teacher’ positive attitude toward teaching has good results. 

Students’ engagement in the process of teaching and learning promotes intrinsic 

motivation. However, teachers have to play an important role in shaping the intellectual 

potentials of the students (Eggen & Kauchak, 2001). Thus, teacher’s attitude, behavior 

and teaching methods play an important role in teaching learning process (Mohidin et al., 

2009). A teacher with positive attitude and vocal ability toward the different components 

of effective teaching may improve performance of teaching. Furthermore, teachers’ 

positive attitudes are essential for effective teaching. Teacher must prepare the students to 

take so interest in their learning process effectively (Donaldson, 2011).  

 

Teacher is the person, who gives direction and advice for better learning to the learners. 

Teacher’s communication skills, conceptual clarity, behavior, and psychological 

equanimity have directly effects on the personality and character of the students (Eggen 

& Kauchak, 2001). Teacher’s satisfaction is also countable in teaching and learning 

process and it bears a strong relationship between job satisfaction and morale, and 

attitudes. Morale and job satisfaction are closely related to attitudes and motivation. 

Teachers’ attitudes will produce a creative and supportive classroom environment. Such 

teachers utilize their time effectively for lesson, having proper and efficient routines and 

contact with students to motivate them for learning (Anderson, 2004).  
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As well as teacher’s attitude and communication skills, master in his/her own subject also 

build the character. A competent teacher communicates and manages appropriate 

expectations for achievement in the course, and s/he has command on the subject and 

delivers it thoroughly. Due to his/her awareness about students, selects course material 

for students’ keeping in view their backgrounds, interests and abilities, which builds 

confidence in students to meet learning successfully (Agba et al., 2010). Such teacher 

matches different methods of teaching with specific instructional objectives and presents 

course material in a sequence for the learners to improve students’ motivation for the 

subject through personal enthusiasm. S/he accommodates students’ varying learning 

styles by using different teaching methods (Luneburg, 2011).  

 

Learning plays a role of psychosocial transaction between students and teachers, while 

teachers have a dominant position. Students are getting a particular skill, experience and 

qualifications as well as an entire set of behavior (Das & Das, 2003). A teacher must 

possess personal teaching efficacy, modeling and enthusiasm, and carrying of learners’ 

motivation, and students’ achievement is associated with such characteristics. During 

higher of learning, learners feel better about themselves and the learning material, during 

instructional period of teachers (Chukwurah & Okute, 2011).  Teacher’s role may be 

challenged which has nurtured unhelpful philosophical and structural divides, and 

separates functions amongst teachers, researchers and teachers’ educators (Donaldson, 

2011).  
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1.2. Statement of the Problem 

 

The evaluation of teachers by colleagues, students and administrative heads by 

similar factors or criteria, but each of these groups do not give similar weightage 

to these standards and use unique sets of predictors to determine their attitude 

towards the performance of the teachers being evaluated. This study explores the 

answers to the same questions in the perspectives of ‘Teachers’ in Gomal 

University, Dera Ismail Kkhan, Khyber Pakhtunkhawa, Pakistan. 

 

1.3. Objectives of the Study 

 

1. To assess the performance of teachers in Gomal University and document the 

findings into a thesis for multiple purposes. 

2. To identify those factors of evaluation which are given priority by colleagues, 

students or heads of the departments, colleges, and institutions. 

3. To unearth the differences of perceptions and assessment-criteria among three 

groups of the evaluators. 

4. To develop and apply universal research models in the native environment to 

benefit from the international research methods. 

5. To develop the ‘best-fit models of regression’ for the evaluators to assess the 

academic performance of the university teachers. 

6. To identify the perceptions of students, colleagues and administrators about the 

personality and role of teachers. 
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1.4. Significance of the Project 

 

The significance of this study can be characterized by the following points: 

 

1. The findings of this study may be helpful for further researchers in such fields. 

The study may be helpful in selection of effective, competent and deserving 

teachers on the bases of their qualifications and performance. An effective and 

able teacher can play an important role in improving education quality, better 

environment and awareness in the students and in society. For working teachers, 

their efforts are needed further for sharpening their skill to introduce local 

environmental content in their methods of teaching and activities.  

2. The study will be a source of motivation for the professional growth of the 

teachers because in the research, the impact of qualifications on attitude and 

behavior is investigated. Teaching effectiveness depends on teacher’s 

qualifications and its utilization. This study may be helpful to improve the 

classroom management used by the teacher pedagogy because it is a necessary 

ingredient of teaching behavior. 

3. This study may be of great significance to assess teaching methods of university 

teachers. There is a relationship between the students’ achievement and teaching 

methods used by their teachers. 

4. This study may be helpful to know the responsibilities and decision making power 

of teachers because good administrators and teachers are consultative and 
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transformative in decision-making. They are able to manage change in difficulties 

to achieve the goals.  

5. It may be of great significance in the promotion of co-curricular activities 

arranged by the teachers. Teachers are primary source of motivation in 

organization of the co-curricular activities.  

6. The study may be useful to judge the evaluation technique used by university 

teachers. Rating by students is mostly used widely and it is the only source of 

assessment about teaching evaluation. A teacher has higher thinking skills in 

evaluation procedures. 

7. The study may become a baseline for further research. The researchers may 

refine, replicate or continue follow-up studies and may get better findings and 

conclusions.  

 

1.5. Main Research Hypothesis (H
1
) 

 

It is Hypothesized that ‘Not only Different Factors of Evaluation (criteria) are 

used by the Evaluators to Assess Teachers’ Performance rather Views of the 

Respondents are Mediated by their own Demographics as well as of the 

‘Teachers-Evaluated’. 
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CHAPTER-2  

LITERATURE REVIEW 

 

Throughout the world the higher education institutions have undergone to reform the 

advancement of faculty members by encouraging involving them in other activities 

besides teaching. Such activities conduct research in addition to provide different 

universities and jobs served in community (Rindermann et al., 2007). Nowadays in the 

universities of world the major responsibilities of academics have become teaching, 

research, and to provide services to the community as well as university. Among these 

universities, mostly have sound faculty appraisal systems for the measurement of faculty 

member’ performance but an issue that can be raised, that whether these components of a 

teacher’s yearly evaluation are synergistic, diametrically opposed or interdependent in 

nature (Mohidin et al., 2009).  

 

Great efforts and attention have been made to know the relation between teaching and 

research work, a number of studies and editorials work have been done in particular to 

investigate the relation between research productivity and effective teaching from sides 

of perspectives (Hassna & Raza, 2010). The educational system is strengthened on its 

teachers’ quality. Only a teacher can help to transform an individual into a person of 

imagination, human love, wisdom and enlightenment, and institutions into learning and 

research academies, and the country into a learning society (George & Sabhapathy, 

2010).  However, there is lack of research activities that indicate the relation between the 

faculty service provided and research or teaching (Chukwurah & Okute, 2011).  
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Good teachers have three crucial characteristics as: i) knowledge of the subject matter, ii) 

adequate preparation, and iii) enthusiasm. The knowledge is ample and up-to-date and 

preparation stands for (always ready), while enthusiasm is defined as the existence of 

spirit and fervor for the subject. They must have the characteristics relating to attitudes, 

communication and innovation skills (Anyamele, 2007). Another researcher tells that the 

best characteristics of effective teachers include master of his/her well prepared lectures, 

competent, subject related to lifelong practical, students’ questions and opinions 

encouraged, approachable and friendly/available, concerned with students’ progress, has 

a sense of responsibility, kind and sympathetic, and use of teaching aids thoroughly 

(Mohidin et al., 2009; Arric et al., 2011).  

 

2.1. Teachers’ Performance Evaluation 

 

A comprehensive evaluation of faculty performance is necessary for any academic 

institution keeping in view maintaining its accountability, effectiveness and a high 

standard of excellence. It is to be aimed to assess individual job performance and to 

promote faculty productivity and its development during the evaluation (Odeidat & Al-

Muhtadi, 2009). In many universities, the college/faculty is assessed on the basis of 

teaching, research activities and the service provided. Faculty members divide their 

professional time usually by three domains as developing manuscripts for publication, i) 

research work, ii) preparation of new courses, and iii) effective teaching and serve of the 

various institutions. The application of such criteria under these broad headings, and their 
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weighting, may different among faculty members and among academic units (Hassna & 

Raza, 2010).  

 

The effectiveness of an education faculty depends upon its successful operation in terms 

of awareness of the faculty members, the administrator, and support staff keeping 

organizational mission (Booham, 2005). The main missions of education include 

teaching, research activities, academic services and fostering culture and arts to the 

community. Besides these missions other can be the human development and exploration 

of an improved quality of life leading, peaceful society through educational changes and 

better development of communities (Makmee et al., 2007).   

 

As the ultimate outputs of the educational process must be student success, their 

achievement, and development, teacher learning is a crucial contributor to student 

learning. When teachers are skillful and knowledgeable, demonstrate job satisfaction, 

professionally fulfilled, and have a strong feeling of responsibility and have efficacy 

around their practice, then they are better to motivate students to how they want to learn 

(Banks, 2005). Personal and professional growth of their teachers has more impact in 

educational institution on students rather than self-confidence, knowledge and skills 

development, and classroom behavior. Therefore, teacher learning has to be a goal, a key 

component and outcome of institutional development. If classroom environment is going 

to be effective, then institutions must be effective and well developed due to the teachers’ 

better contribution (Anyamele, 2007).   
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The system in which employees’ performance is evaluated once in a year without giving 

continuous efforts to give feedback and coaching, it is only a performance appraisal (PA) 

it’s not the performance management (PM) system if the performance is not improved. 

PA is considered to be a “systematic description” of an employee’s strengths and 

weaknesses. PA is the part of PM; PA is merely a part of “bigger whole” because PM is 

much more than just performance measurement (Halachmi, 2005). The performance 

appraisal is an obligatory process under which a group or all of employee's work 

behaviors are individually judged, rated, or described from the evaluator within a 

specified time period and the results are retained by the organization (Leffter & Puja, 

2010).  The employees will use open effort if appropriate performance management 

system is in work and is sustained by compensation system attached to the system 

(Kiadese, 2011). 

 

The teaching process works as axis for the educational process. Accordingly, teaching 

process is concerned with the achievement of desired educational goals and objectives. 

With the help of evaluation about teaching process, we can assess the conduct of 

educational process properly (Rindermann, 2007). The evaluation concept has evolved 

through ages as a result of cognitive development and teaching methodology, which give 

supportive information in decision-making and then facilitate the educational process to 

seek and achieve the ultimate goals and objectives (Ahmad & Shahzad, 2011).  

 

Recently, the development of evaluation and its instruments have got various new goals. 

The chronological transition has replaced epistemic approach by behaviorism school into 
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which focuses on mental processes of the learner that affects his behavior (Stiggins, 

1995; Abu Sall, 2003). Considering mental activity in particular, highly abstract ideas 

such as increasing attention, decision-making and problem solving which refers and 

enables students to deal with the alternatives of age of globalization and information 

technology. The realistic evaluation reflects students' endeavors and expresses them in 

real situations for such assignments (Obeidat & Al-Muhtadi, 2009).  

 

Learning is a non-ending process, and this process always needs its improvement. 

Teachers are the builders of nations, so they should continue their efforts to improve their 

knowledge and convey that knowledge to the next generation (Anderson, 2004). The 

incompetent teachers are typically less effective as compared to senior and highly 

qualified teachers. Any institution or faculty cannot succeed without qualified and 

competent teachers (Anyamele, 2007). Only qualified and trained teacher can maintain 

realistic and high goals and expectations. Research tells that higher qualifications of 

teachers are positively correlated with their performance (Woolfolk et al., 2007).  

 

The evaluation is an authentic part of teachers' every day practice and action, which 

supports for regular reflection. It gives a way to control structures and to make better 

environments for sustaining institutional interactions (PAST, 2005; Obeidat & Al-

Muhtadi, 2009). Evaluation is the systematic process of collecting and analyzing data in 

order to make better decisions. The purpose of evaluation is to determine and compare 

the status with a set of standards. It is said that evaluation helps the evaluators to discover 

really interested and committed persons of the faculty (Barkley, 2010). 
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The research shows that for making an authentic assessment of teachers there must be 

such an element involved that should use to allow students to apply that essential 

knowledge and skills (Paulsen, 2005). The reliable assessment reflects students' practice 

of professional in future. Service learning increases further learning which strengthens 

communities. In this way, this learning extends beyond classroom and school situation, 

service learning improves authentic pedagogy. The basic concept is the combination of 

service objectives and learning objectives, with the intention that this activity changes 

both recipient and provider of the service (Power, 2010).  

 

Another researcher raises a question that why is measuring teaching effectiveness so 

important? He explains with the evidence that it is just for the sake of major decisions 

about our academe in future. Such decisions may be of two types, i) formative, which 

uses the evidence of improving and shaping of our teaching quality, and ii) summative, 

which sums up our overall performance and status to decide about our annual pay of 

merit, our promotion and tenure (Berk, 2005). The former decisions are to improve 

teaching and the latter is personnel decisions. As faculty, we suggest formative decisions 

for planning and revising our teaching about semesters in the year. While, summative   

decisions are rendered by administrators and colleagues at different points of view to 

determine about our future. These decisions also have an impact on the quality of our 

professional life. But both of them and or any one of the decisions may be employed for 

teaching effectiveness (Wen Chong, 2010).  
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2.1.1. Evaluation Models and Their Effectiveness 

Discussion methods also play a vital role in teacher student relation. The discussion 

model incorporates a discussion between students and their teachers. In a discussion 

session, its results should be recorded, beyond the feedback new information should be 

gathered, and possible changes should be initiated and discussed. At the end, no 

improvements of teaching could be documented (Balk, 2000). In this feedback model the 

instructor can report the individual results. It provides information about course with its 

specific weaknesses and strengths.  And if there is any target discrepancy then efforts of 

teaching should be improved teaching. It has been suggested further that negative 

feedback without training and counseling shows insufficient to motivate improvement 

(Anderson, 2004). In the model of awareness, when evaluation of instruction is 

implemented, then it is itself conceived as an effective intervention, as promoting 

“quality-awareness” results in improved teaching (George & Sabhapathy, 2010).  

 

Quality of instruction should be improved with the help of teaching assessment at 

university level. However, the effectiveness of student evaluation of instruction in this 

regards is so far as we know. Therefore, not yet this process been demonstrated at 

European Universities (Rindermann et al., 2007). Here are many anecdotal references, 

but there is no systematic test of measurements which is repeated. The question arises as 

whether quality of instruction can be actually improved by its evaluation. In European 

there is a lack of such research of teaching and learning evaluation for efficiency. In 

future there should be introduced systematic effectiveness-measurements for improved 

results (Donaldson, 2011; Kiadese, 2011). 
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A researcher presents a three-dimensional approach for assessing and planning about 

development of a faculty as: i) temporal dimension, which refers to career stage or 

experience that is ranging from trainees to Professors. ii) the second dimension delineates 

the roles which are addressed and fulfilled by faculty such as instructional, service and 

personal, and creative. iii) this dimension deals with organizational level at which faculty 

development is targeted, ranging from the individual faculty member to the academic and 

profession and non-academic community (Anyamele, 2007).  

 

At present, most of in public sector universities, the Higher Education Commission 

(HEC) has introduced and established quality enhancement cell for the improvement of 

academic performance and demands its reports regularly. As a researcher states that in 

Pakistan, Teachers’ Evaluation Programs (TEPs) have become a regular feature of many 

public sector universities. But in each university the evaluators have different practices to 

conduct teachers’ evaluation and there is a lack of such policy to maintain uniformity in 

the programs of teachers’ evaluation throughout the country. Furthermore, there is no 

specific system to evaluate the teachers’ evaluation program by itself (Usmani, 2008).   

 

2.1.2. Planning of the Evaluation 

Among the main objectives of the evaluation of professional performance are certainly 

identified the performance level of an employee for a period of time, improving 

communication between employees and management, establishing future training needs 

and methods, identify new payment methods and inside organization promotion (Darling-

Hammond, 2000). In recent years, performance measurement has become a key feature 
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of competitive organizations, which are constantly in search of competitive advantage 

and change. This has led to the development of integrated performance management 

system often focused on skills. Even in the public sector, in a movement referred to as 

‘new managerialism’ or “new public management” (Pollitt, 2000), performance 

management has increasingly been seen as the way to ensure administrative 

accountability, the achievement of standards and the provision of value-added services 

(Leffter & Puia, 2010). 

 

In order to understand the importance of the human resources performance evaluation in 

universities, we should consider that this is an essential part of performance management 

(Berk, 2005). Seen as a way of achieving individual and organizational outcomes more 

effectively through understanding and performance management in a coherent framework 

and context of education, performance management can be defined as a strategic and 

integrated approach to ensure lasting success inside organizations by improving the 

performance of employees and developing capabilities of teams and individual 

participants (Leffter & Puia, 2010). 

 

The complex process of managing the organization should integrate performance 

management and link it with other essential processes, such as university strategy, 

employees’ development and total quality management (Gao et al., 2010). The integrated 

nature means as follows: 

a. Vertical integration: with the business strategy of the organization. At the 

team and individual level they agree targets to support the achievement of 
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organizational goals. They take the form of coordinated objectives descending 

from the organizational level at the department level, team level and 

individual employee. The strict alignment of these objectives is essential and 

especially jointly agrees on the objectives to be reached through open 

dialogue between managers and employees.  

b. Horizontal integration: involves aligning the performance management 

strategy with other human resources strategies especially referred to 

organizational development, appraisal and remuneration, in order to achieve a 

coherent approach of management and personnel development inside 

organizations.   

c. Integrating individual necessities with organizational ones (Chukwurah & 

Okute, 2011).  

 

There is no single, universally accepted model of performance management that can be 

also applied in universities, but the management literature brings into light a number of 

separate contributions which advances the concept of ‘cycle of performance 

management’. The authors of this cycle (Mabey et al., 2001:124) identified five key 

elements as: 

1. Setting performance objectives; 

2. Measuring outcomes; 

3. Feedback of results; 

4. Rewards linked to outcomes; and 

5. Amendments to objectives and activities. 
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These elements that makes the performance management cycle may be descriptive but 

also prescriptive. Some writers use performance management as a “framework” in order 

to analyze the different features of strategic human resources management. Others argue 

that highlighting the key elements of the performance management process, the cycle 

presents a way the process should be led by organizations that want to adopt a strategic 

perspective in managing human resources (Anderson, 2004). The level at which a 

performance management system operates depends on how the organization wishes to 

apply this model. The model doesn’t specify the level at which these elements may be 

applied: at individual level, at team level, in departments or strategic units or even at the 

entire level of the organization. The model leaves the choice of choosing the level; 

however, the experience of the writers shows that the performance management cycle 

especially applies at individual level (Leffter & Puia, 2010). 

 

Researchers report that an effective evaluation depends upon its, reliability, validity, 

utility, interpretability and acceptability. Evaluation procedures require building of a 

strong bridge between skills as well as experiences, and academic knowledge of the 

classroom during teaching to the student. Effective evaluation requires proper planning 

and its implementation. There is a need of expertise and practice in effective evaluation. 

An experienced individual is able to provide the expertise for planning, which is 

comprehensive, objective, and technically sound (Cave & Mulloy, 2010). 

 

The evaluator must be familiar with the special issues, should focus on evaluation. The 

assessment procedures must address standards, needs, and norms. The evaluation 
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procedures must be consistent with the evaluation purposes. During evaluation, faculty 

and institution, there may be a commitment of resources and the required time (Maths et 

al., 2009). Another researcher indicates that such resources must be utilized properly to 

achieve cost-effectiveness and its reliability. In developing evaluation procedures, teacher 

should be participated. He further stresses that before it to conduct any evaluation; its 

objectives and goals should be specified and properly defined for evaluators. A specific 

content, itself is a tool to fulfill the objectives and making decisions and judgments 

(Obeidant & Al Muhtadi, 2009).   

 

An author is enhancing the quality of academic staff in the university as it is the 

introduction of appraisal scheme and its development within the University for All the 

Academic Staff (Anderson, 2004). This will provide them the opportunity to discuss their 

professional needs and its development in research work. Such process will provide a 

valuable channel for communication between staff and academics to judge their own 

participation in the quality of university teaching. It is further emphasized that helping 

teachers must be master in their respective subject matter (Anyamele, 2007).  

 

2.1.3. Uses of Evaluation 

Every system of education exists to meet the needs of students as well as their 

community. All elements of educational system along with including personnel 

evaluation should be focused to achieve that purpose (Booham, 2005). The purpose of 

evaluation is to examine the effectiveness and implementation of specific instructional 
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activities to make changes or adjustments with the findings of evaluations procedure. The 

evaluation process helps the faculty to improve their teaching practices (PAST, 2005).  

 

Teaching is a continuous process of understanding personal and professional 

development. Students’ assessment and evaluation about their teachers’ performance 

improves effective learning. Rating criteria and its standard will be pointed out to 

evaluate (Darling-Hammond, 2000).  Evaluation process consists of description and 

assessment of the course materials, teaching methods, teacher’s experience and his/her 

performance, and required equipment and facilities (Das & Das, 2003). Evaluation 

procedure in theory occurs on a continuous basis. Subjects taught by a teacher depend 

upon the level of his pedagogical knowledge, because it refers to a set of activities in 

which administrators as well as evaluators observe classroom activities, which interact 

with teaching staff or students in order to communicate and define with more effective 

ways of presenting learning objectives and goals. The accountability of human resources 

is an inevitable and crucial tool for management processes. Despite the divergent views 

as to who are accountable in the education system, both teachers and administrators have 

high opinion about teacher accountability. They are in agreement in their opinion (Bo-

Linn et al., 2004). An adequate and proper human resource accountability in our 

educational system will go a long way to reduce and correct all form of 

maladministration in the system. Education business should be taken as a serious affair 

and not with the attitude of commonplace. Administrators, teachers and all managers of 

education business should see teacher’s accountability as an all-encompassing 
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management processes which constitute the basis for attainment of the goals of any 

organization (Nakpodia & Okiemute, 2011). 

 

With the consensus point of view professional development should be shaped to develop 

the capability of teachers to work on problems of practice collectively, with practitioners 

in other settings within their own institutions (Joyce & Calhoun, 2010). This view 

declares from the assumption that learning is basically a collaborative activity, rather than 

an individual, where the educators learn more powerfully with others in concert who are 

trying to solve the same problems, and the main purpose of professional development 

should be the improvement of schools and its system of organization, not only the 

improvement of that individuals who work in that setup (Cave & Mulloy, 2010).  

 

2.2. Teachers’ Evaluation Techniques 

 

The researcher presents standards of measurement that WHAT is measured and then 

HOW to measure it. WHAT means, the content of any tool, such as peer or a student 

rating scale, which requires a thorough and detailed definition of the knowledge, skills, 

and abilities (KSAs), as well as characteristics and behaviors that state the job of 

“effective teaching”. While HOW tells, the data from a rating scale or other tool that is 

based on the systematic collection of opinions or decisions by observers, raters, or judges 

in the light of their qualifications, expertise and experience (Berk, 2005). Another scholar 

defines that student and peer direct observations fulfill the foundation for their ratings 

about what they see in the classroom. However, other sources, such as student’s 
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publications and outcome data are indirect on innovative teaching strategies, where 

effectiveness of teaching is inferred. These sources of different data vary considerably in 

how they measure the ‘What’. We need to be discriminate carefully among all sources 

which are available (Obeidant & Al-Muhtadi, 2009). 

 

Indicators of performance allow an institution or organization to achieve goals 

successfully and it is only possible by evaluating the organization effectiveness. But there 

have to be faced several problems in evaluating and measuring an education faculty as 

effective and efficient (Makmee et al., 2007). In evaluation of teaching performance, the 

collection of data from various resources is the key, such as Student Rating, as they are 

the better evaluators than any other rating to assess certain aspects of teaching. On the 

other hand in evaluating criteria the research activities of the teachers as well as their 

number of publications and its standards may be included (Hassna & Raza, 2010). 

 

Education means desirable change in behavior, whereas evaluation is related to measure 

the extent to which such changes have taken place (Agba et al., 2010). Researchers tell 

that teaching evaluations should define the level to which a strong relationship is 

established between teacher and students. It is better that students welcome their teacher 

to talk, and it is so important that students respect the teacher and understand his/her 

opinion (Mota et al., 2010).  

 

Evaluation should be consistent with the specific objectives of the educational program 

which organized for producing teaching endeavor successfully (Paulsen, 2002). The 
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educational institution such as faculties and universities insist to include such standards 

which recognize good teaching. Along with general research of teaching and learning, the 

cognitive psychology helps in the characteristics of good teaching. Evaluation defines to 

us about the knowledge to what extend students have got (Banks, 2005).  

 

In any education system the goals and objectives are defined, and instructions are carried 

out to bring about changes in students as well as in environment (Darling-Hammond, 

2000). The faculty is reasonable to expect her scholarly efforts to improve pedagogical 

knowledge. Faculty or university can develop practices that enrich their learning and 

teaching environments. Institutions show some ideas in a particular way to define 

meaning and the social capital, which is needed for authentic learning and teaching 

(Sergiovanni 2000). 

 

Researchers have stressed over the development of all requisite abilities of a teacher 

including the existence of moral values, knowledge and understanding, which enables the 

teachers to think and develop a spirit of inquiry for discovering the laws of nature, use of  

knowledge, skills and understandings to improve the student abilities and character in a 

society (Tableman, 2004). A good deal of education requires better teaching 

performance. An effective teacher can change students’ behavior and increase their 

satisfaction (Kurz, 2006). Different researchers have discussed some methods of 

teachers’ performance evaluation as follows:  
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2.2.1. Faculty Self-Evaluation 

Darling-Hammond, et al (2000) stated that faculty self-evaluation method is more useful 

as compared to other methods to reflect the weak aspects of instruction and the skills of 

classroom management. The feedback is more reliable when information is gathered from 

different sources such as from oneself and as from others because self-evaluation requires 

self-assessment and self-reflection. Feedback from students and comments of colleagues 

and administrators it should be used along with the evaluation (Kurz, 2006).  

Furthermore, self-direction leads a teacher towards a passion for learning and strong 

individual responsibilities. The effective teachers can see themselves through self-

evaluation, what they are actually doing while teaching (Wen Chong, 2010). 

 

The self-assessment contains its own assessment on performance evaluation criteria, with 

reference to each evaluation criterion. This stage has a strong impact on individual 

motivation as he has the opportunity to express his own views on the conducted teaching 

activities. Peer assessment can be done during department meetings or by peer 

assessment questionnaires. It is primarily aimed matters of professional ethics of each 

teacher involved in training but also the personal qualities exhibited as a member of the 

department (Berk et al., 2004). The evaluation made by the students is an important 

component when deciding about teachers’ performance and ethics inside the classroom. 

Questionnaires for evaluating educational activities and professional ethics was 

distributed and collected by persons determined by the management faculty, or at the 

request of the teacher to be assessed, in order to assure a high degree of objectivity 

(Leffter & Puia, 2010). 
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An author asked the following questions about faculty evaluation as: i) how can we ask 

for evaluation of their own teaching from a faculty? ii) is it possible for us to be impartial 

in our own performance? It is natural to represent ourselves in the best light possible. 

Unfortunately, the research on such issue is inconclusive as well as incomplete. A few 

studies concluded that faculty rate higher themselves, than equal to their students when 

they rate those (Bo- Linn et al., 2004). Higher rated instructors in turn give higher ratings 

to themselves than lower rated instructors. Likewise, superior teachers conclude more 

accurate self-ratings than putrid or mediocre teachers (Berk, 2005). 

 

A scholar noted that despite this biased estimate about our own teaching effectiveness, 

such evidence can support us for what we do in the classroom and can draw a picture of 

our teaching, which is not match to any other source (Mirajuddin, 2005). Faculty review 

process is improved by self-evaluation. Further, our own assessment about our teaching 

should count for something in the equation of teaching effectiveness. So how should 

conduct our self-evaluations? In this regard the report of faculty activity is the most 

common type of self-evaluation. It defines teaching, service, scholarship, and practice of 

the professions’ activities for the previous year. This information is used for merit pay 

decisions by academic administrators (Berk, 2005). 

 

However, such annual report of self-evaluation is not true for teaching effectiveness. 

When self-evaluation evidence is to be used for personnel decisions in connection with 

other sources, Seldin (1999b) proposed a structured form to show teacher’s teaching 

objectives, accomplishments, activities, and failures. For this purpose, some guiding 
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questions are suggested in the areas of classroom approach, knowledge of discipline, 

instructor-student rapport, course planning, and organization, and questions about 

teaching (Agba et al., 2010) 

  

Research in the field of cognitive psychology suggests that motivation as well as other 

affective factors impact both teachers and students, and play an important role in learning 

process. School is an “achievement arena” not only for students but also for teachers, 

who presumably want to do well at their job but who may have different achievement 

goal orientations and thus may differ in the ways they define success and in the goals 

they set for themselves and for their students. For example, students or teachers with a 

performance-goal orientation judge their own capabilities by comparing themselves with 

others (Rindermann, 2007). Consequently, they may assume they have low ability in an 

area in which they experience difficulty and may seek to avoid exposing their inadequate 

ability through “work avoidance” or by not seeking help from others. Thus, due to their 

perceptions of inferiority, they may be less motivated to seek assistance or take the risks 

that are necessary for learning and growing (Cave & Mulloy, 2010). 

 

2.2.2. Competency Testing 

Competency testing is another source of information about the teachers’ performance. 

Such tests may be arranged periodically to know better performance. A proper test may 

be structured to measure a teacher's professional commitment, maturation of decision-

making power and social responsibility to measure teaching and learning effectiveness 

(Eggen & Kauchak, 2001). The competency test on teachers’ knowledge of subject 
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matter may be based on knowledge of content, having pedagogical content knowledge as 

well as general pedagogical knowledge (Anyamele, 2007).  

 

Since teaching is a profession itself, so it requires specialized knowledge and skills, 

teacher candidates, to perform their jobs in order, and it should possess certain 

competencies. To get such competencies teachers may already be specially trained to 

start their profession (Anyamele, 2007). Teacher will be a factor in shaping the future and 

he will guide his/her students, so he should possess adequate competencies in performing 

their duties (Kilic, 2010).  

 

Across the literature when we talk about teacher competencies, what we mean is the 

competencies that collectively make a teacher effective (Anyamele, 2007). Teacher 

competency has been considered as the skills of organizing and administering education, 

coordination, specialization, and cooperation. Thus, a trend can be observed in forms of 

teachers’ roles diversifying towards administration of teaching (Kilic, 2010). 

 

Teachers are not only viewed as transmitters of knowledge and models of skill, but they 

also act as facilitators in the process of learning and developing a conducive learning 

environment. Teacher competencies create not only based on the theoretical education 

but through practical applications also during teacher education (Barkley, 2010). Teacher 

training has been shifted recently from theoretical teacher-centered approach to practice 

oriented learner-centered approach. So, teachers should be trained in teaching approaches 
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and strategies to provide self-regulating and an effective instruction in a better learning 

environment, (Kilic, 2010). 

 

Keeping in view the importance of a teacher more than that mentioned above, an ideal 

teacher is expected to possess some attributes like proficiency in the subject, moral 

health, physical and mental fitness, professional training and devotion to the profession 

so that he may have an exemplary personality and outlook for the students (Malik et al., 

2003). Research on effective professional development reveals the following essential 

criteria for success: providing opportunities for practice, research, and reflection; 

embedding professional development in daily work; supporting professional development 

over time; and creating a sense of collaboration and community among teachers and 

between teachers and principals (Cave & Mulloy, 2010). 

 

Teacher education should be shaped in according to the changing responsibilities and 

their roles in order to realize these purposes, i) learning methods and learning activities 

and teacher during training should expose to involve different experiences, and ii) teacher 

education should not focus on ‘what’ teachers should teach only, but focus more on 

“how” they should teach (Donnison, 2007, 2009). Not putting learners in the center of 

education means viewing knowledge and learners as immutable entities. However, both 

knowledge and learners are changeable. Since it is not possible for one individual to 

teach another individual, what needs to be focused on is how an individual learns (Kilic, 

2010).  
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Teacher candidates’ perception of their own competencies develops consistently with 

teaching application activities. Teacher candidate learners’ perception of their own 

subject matter adequacy change positively as a result of application (Volante & Fazio, 

2007). It was also observed in the result of different research studies, that teacher 

candidates show improvement in competencies regarding subject area, planning, 

classroom management, teaching process, evaluation and communication (Kilic, 2010). 

 

The proficiency in the subject, physical fitness, and moral health of the teacher have been 

identified over and over as the most important qualification in addition to the professional 

training. That is why an extreme effort is required to select such persons as teachers who 

are competent enough for the performance of duties as teacher (Darling-Hammond, 

2001). All the teachers at all levels should be strongly competent in the subjects they 

teach and must have sound body of knowledge about the students’ physiology and 

psychology (Malik et al., 2003). 

 

2.2.3. Classroom Observation 

The classroom observation is also used as a technique for teacher’s performance 

evaluation. The colleagues and heads of the departments visit the teacher performing in 

the classroom and thus evaluate his/her performance. The classroom observation provides 

information about interaction of teacher and understanding with students (Darling-

Hammond, 2000). The university administrators have the belief that those who are not 

good enough for specialized studies must be used in the field. In the classroom situation 
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the strong relationship exist between teacher’s beliefs and teacher’s performance (Agba 

et al., 2010). 

 

The common aspect of evaluation methods about teacher is classroom observation. In 

such evaluations teaching process is emphasized in classrooms, to determine how 

teachers achieve certain goals and objectives through observation, and how assessment 

should be done to reach a decision on teachers, as it is the essence of evaluation 

(Rindermann, 2007). Many studies have shown that in terms of showing behaviors 

keeping in view teaching methods and its principles, vocational and technical teachers 

have lack of skill for their own evaluation by themselves (Kilic, 2010). During teacher 

training, determining the competencies as requirements of the teachers at the onset, and 

through performance-based tests teachers’ evaluation is important. Observation sheets of 

teaching evaluation about skills can serve to the teacher candidates in their purposes of 

feedback (Anyamele, 2007).  

 

Similarly, the steps in micro teaching consist of pre-observation, analysis-strategy, 

observation-note taking, self-evaluation and viewing the tapes of teacher candidate on 

stages (Volante & Fazio, 2007). At an introductory program of evaluation meeting for 

pre-service teachers, to define teacher behaviors are given categorically. In the lesson 

different parts are found including warming-up, situational presentation, reviewing and 

establishing relations, classroom application, and modeling (Alkharusi, 2011).  
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A researcher asserts that reflection is crucial at every step and stage. Reflection involves 

the presenters for decisions based on the feedback received from the teacher and peers at 

every stage of the activities (Woolfolk et al., 2007).  Presentation is part of the reflection 

stage for the observer candidates, while thinking process is also constantly employed. 

Viewing the peers’ observations, the notes the tapes about the stage of presenting again 

are the components of reflection (Kilic, 2010).  

 

2.2.4. Student Achievement Test 

The student tests are also one of the commonly used tools to assess the performance of 

teachers because very significant relationships have been identified by the researchers 

between students’ perception of their teachers and the learning effectiveness of the 

students (Berk, 2005). The student is considered as a reliable and authentic source for 

collecting data as well as evaluation about their teachers’ performance as they play an 

essential role in their evaluation. During classroom teaching there is a significant 

relationship between students’ perception of teachers’ knowledge, about subject matter, 

and academic performance of the teachers. The students’ achievement tests depend upon 

teachers’ ability and their performance. The student achievement tests are arranged for 

students’ promotion as well as teachers’ performance (Airasian, 2001). The relationship 

between students and professors means that it is not only depend upon teachers’ best 

interest to respect, but the students can tell from their teachers about teaching as well as 

the students assist them to improve their teaching. Students’ perceptions are directly 

affected by the teaching quality. They are in the best evaluators to assess specific and 
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critical aspects of teaching within classroom environment. Students are those individuals, 

who can observe regularly their teachers in daily routine (Das & Das, 2003). 

 

2.2.5. Teacher Interview 

Through interview one can judge the other’s expression, knowledge and verbal 

vocabulary. This one-to-one conference is used to select a suitable individual for specific 

assignments (Anderson, 2004). Through interview a good teacher can be selected and the 

teacher perceiver interview reduces possible interviewer’s bias. Interviewing teachers for 

the sake of evaluating their performance is an old method used at different levels 

throughout the career of a teacher in the university (Chukwurah & Okute, 2011). 

 

2.3. Teachers’ Performance Evaluators  

        (Administrative Heads, Colleagues & Students) 

 

A researcher explains that there are twelve (12) potential sources of evidence about 

teaching effectiveness as: i) ratings of student, ii) ratings of colleague, iii) self-evaluation 

technique, iv) videos recoding, v) student interviews, vi) alumni scorings, vii) employer 

ratings, viii) administrator assessing, ix) teaching scholarship, x) teaching awards, xi) 

learning outcome measures, and xii) teaching portfolio (Berk, 2005).  Many educationists 

have been taking a great interest in Teachers’ Evaluation and therefore, many evaluation 

methods have been suggested for such purposes. Some of these methods are Competence 

Testing, Classroom Observation, Peer Review, Students’ Rating, and Students’ 

Achievement test. All of methods of evaluation have their own pros and cons; however, 



 49 

the need for Teachers’ Evaluation remains there for the sake of education quality 

(Usmani, 2008). 

 

The concept of Teachers’ Evaluation is mostly limited to Students’ Achievement, 

Students’ Rating, Classroom Observation, and in the criterion referenced examinations in 

Pakistan. Even such methods are also applicable to private sector institutions of the 

country (Usmani, 2008). Earlier, in the state owned institutions, there was no concept of 

evaluation for teachers’ effectiveness; however, gradually this concept was also shifted 

was observed to the public sector, when the Higher Education Commission directed such 

institutions directed to introduce Students’ Rating about their teachers. Since for this 

purpose, a general pro-forma was circulated for all the institutions run by public sector. 

However, there is till lack of uniformity in the process of teachers’ evaluation program 

and there is no proper system in place to assess the program of teacher’s evaluation itself 

(Ahmad & Shahzad, 2011).  

 

2.3.1. The Role of Administrative Heads 

A researcher observed that deans or associate deans, directors, or administrative heads 

can evaluate faculty members for annual merit review regarding the evaluation criteria 

for teaching such as service, scholarship, and/or practice (Diamond, 2004).  Another 

researcher defines that still faculty deals with expertise on classroom evaluation 

techniques, teaching methods, and content of course in the discipline as ago. However, 

the administrator may observe effective teaching and may examine documentation in the 

three other areas as prepared by each faculty member. In this sense a structured report of 
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activity is sent or distributed to all faculties to furnish a comprehensive repot of 

achievement over the past year in all areas. The administrators can then evaluate the 

overall quality performance in each area. Such rating fulfilling the required categories 

then can be scaled to determine pay increases on merit (Berk, 2005).  

 

It is noted somewhere that teacher’s performance evaluation by administrator clearly 

demonstrates that new assessments are motivated by two concerns: i) the image of 

teaching that underlies current teacher evaluation systems, and ii) concerns for the type of 

knowledge and skills measured by predominant assessment methods (AAHE, 1998). The 

administrative heads are more important than environment, institution, structure and 

control of teachers’ performance evaluation. Administrators of same departments are well 

informed about their working teachers, so the heads can assess them better as compare to 

others because administrator has a vital role in the teachers’ performance assessment 

(Maths et al., 2009).  

 

Literature suggests that the administrator, being a good teacher in education, is a best 

communicator, forecaster, effective and a hard worker (Anyamele, 2007). The faculty 

administration is the continuous process in the leading of faculty to accomplish the 

mission of the institution and to achieve their development and own professional growth. 

The research tells that confliction between faculty members and administrator is due to 

the lack of clear communication for accountability and the proper criteria of performance 

evaluation. Essential elements in the faculty performance evaluation are honesty, 

transparency and openness (Maths et al., 2009).  
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It was further investigated that the administrators having a strong desire to provide the 

faculty with high quality opportunities, and to serve for professional growth and 

development, which are more important than other environment in accounting of 

performance (Blanchard, 1999). The qualities of administrator will enable him/her to 

provide ongoing feedback, which is essential for motivating individuals for effective 

performance. The role of the administrative head in improving faculty is much more than 

being a good teacher. The teacher has to be paid more attention in budgeting control and 

effective working relationships. S/he communicates excitement, originality and freshness 

to the organization (Anyamele, 2007). 

 

The teachers’ evaluation by administrator is wrongfully considered as teacher testing. She 

further discussed that evaluation results should be shown to faculty members to gain the 

education goals (AAHE, 1998). In teacher testing and performance evaluation, there are 

some barriers to carrying out mentoring programs, i.e. i) educational administration; 

administrators must provide support and encouragement for mentoring to be successful 

and ii) time mentoring takes time for both the mentor and the teacher, both in and out of 

the classroom (Darling-Hammond, 2000). The administrative head should visit classes 

three times during the term/semester to improve teacher’s performance, i.e. i) at the time 

of orientation, ii) to evaluate, iii) to summarize and confirm the reactions (Darling-

Hammond, 2001). 
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2.3.2. The Role of Colleagues (fellow teachers) 

Peer review about teaching is composed of two activities; i) peer observation of in class 

room teaching performance, and ii) peer review about written documents of course. 

Observation of peer in the performance of teaching requires a rating scale about those 

aspects of teaching and peers are better qualified than students to evaluate performance. 

The items of scale address the instructor’s content knowledge, teaching methods, 

delivery, and learning activities (Berk et al., 2004).  The ratings on the scale may be 

recorded live with one or more peers on one or multiple occasions or from videotaped 

classes (Berk, 2005).  

 

The colleagues are said to be the better assessors and they can evaluate their partners 

effectively because colleagues observe each other's classroom as well in the department, 

and it has a wider scope of teaching activities than other methods (Mertler & Cambell, 

2005). The colleague observations are more useful for faculty evaluation and its 

enhancement. Teachers can be benefited by a colleague's observation, but such 

observations need to be more formal and standard to maintain fairness, credibility, and 

reliability. Similarly, colleagues’ review makes it possible to exchange information about 

their counterparts. In institution teachers pass most of time with their colleagues and 

therefore, fellow teachers are well known to them (Volante & Fazio, 2007).  

 

Peer review is one of the best sources of information about their fellow teachers. In 

teaching and learning process, peers are most competent to evaluate their fellow teachers’ 

performance. So, trained and experienced fellow teacher can evaluate his/her colleague 
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better (Bo-Linn et al., 2004). Anyone who will use the ratings information about a 

teacher’s performance should be trained and well experienced. Furthermore, the teacher 

should understand the circumstances, as that can affect the rating fairly and accurately 

(Berk, 2005).  

 

The use of any effective rating system about teacher is directly connected with the 

universities in the performance of four basic actions: i). to educate those that will do so 

effectively and fairly and how to educate the students to give meaningful and precise 

feedback to faculty, ii). to define the key vocabulary words about a ratings instrument, 

iii). to assist the faculty in the benefits and limitations about teacher’ ratings 

effectiveness, and iv). to clarify the faculty and administrative heads about the possible 

uses of the ratings used and implemented. 

  

The colleagues, as well as their students may be a reliable source for collecting data about 

teachers’ performance evaluation (Rindermann, 2007). An effective peer review 

guarantees that a successful evaluation depends on teacher participation and 

administrator’s interest for planning and sharing information about fellow teachers. The 

colleague can evaluate his/her fellow teacher because they are well known to each other, 

qualified and experienced (Wen Chong, 2010). 

 

The peer observations are useful in self-assessment and improvement of a faculty. Those 

teachers, who wish to analyze their own teaching and student learning can be benefited 

from a colleague's observation. Trained colleagues can assess their fellow teachers more 
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credible and reliable as compared to others. Typically, Peer evaluation takes in the form 

of classroom observations, critiques of course design, and review of instructional 

materials (Berk et al., 2004).  

 

In educational institutions teachers, teaching in the same department are well familiar of 

each other because they observe each other's classroom teaching, examine assignments 

and   tests, and lesson. Furthermore, peer review about teaching activities has a wider 

scope as (Rehman et al., 2005). In this evaluation it may be announced before classroom 

visits, but sometimes it may not be announced and compare both the visits. Availability 

and willingness of faculty must be considered to observe it, and after observation, each 

observer may highlight similarities and differences by balanced and fair summary reports. 

Another researcher stated that this type of evaluation takes place in the form of review 

about instructional material and classroom observations (Kiadese, 2011).  

 

The colleagues should have a general awareness of faculty members about their rights 

and responsibilities, faculty members are both employees of the same institution and they 

are able to observe each other in a better way (Usmani, 2008). The research tells that peer 

observations are very useful in faculty self-evaluation and its improvement programs, for 

example, teachers, who want to assess their own teaching as well as student learning and 

this can be possible from colleagues’ observation. Such classroom observations can be 

designed with flexibility and informality and it needs to be more formalized and 

standardized to gain reliability, fairness, and credibility. Trained and experienced 
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colleagues visit independently to provide more creative information of assessment (Gao 

et al., 2010).  

 

Colleagues as well as the students are better evaluators for teachers’ performance. 

Evaluations by peers provide awareness about their colleagues, performance (Mirajuddin, 

2006). Furthermore, the use of peer evaluation keeps balance of expert knowledge of 

curriculum with the real world experience. It applies specific knowledge about specific 

subject with recognize strategies and give support to justify the subject knowledge. 

Furthermore, this evaluation provide the ability to organize subject knowledge for 

teaching purposes, as the person being evaluated during his/her function (Woolfolk et al., 

2007). 

 

Junior teachers are paired to senior ones as they working in same department. The pairing 

of junior teachers and mentors belong to other departments may be effective equally. In 

peer observation, before its implementation all faculties should be informed about the 

observation process (Bo-Linn et al., 2004).  Teachers’ performance evaluation by peer 

has many advantages for example, colleagues from the same department usually have 

same discipline and they are familiar with programs, priorities and goals of the 

department (Berk et al., 2004). Teachers need the feedback and encouragement, as 

experienced teachers can provide such opportunities. Peer coaching or mentoring is 

gaining support as an effective supervision tool (Lieberman, 2011). Peer coaching or 

mentoring takes place when classroom teachers observe one another, provide feedback 

concerning their teaching, and together develop instructional plans (Burley, 2011). 
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Teachers’ performance evaluation by peer has many advantages for example, colleagues 

of the same department usually have same discipline, and they are familiar with 

departmental goals, programs, and priorities (Berk et al., 2004). The fellow teachers 

spend a lot of time in an institution together as compare to others, so they are well known 

to each other. The colleagues are the best source of information about their fellow 

teachers as they spend a lot of time together in serving the institution (Burley, 2011). 

 

A researcher defined that an experienced teacher who acts as a peer coach or mentor 

teacher for an inexperienced teacher performs five functions as: a) companionship, 

discussing ideas, problems, and successes, b) technical feedback, especially related to 

lesson planning and classroom observations, c) analysis of application, integrating what 

happens or what works as part of the beginning teacher’s repertoire, d) adaptation, 

helping the beginning teacher adapt to particular situations, and e) personal facilitation, 

helping the teacher feel good about self after trying new strategies (Joyce & Calhoun, 

2010). Other researchers suggest that the main features of a successful mentoring 

program include: a) proximity, b) grade equivalence at the elementary level, c) subject 

equivalence at the secondary level, and d) compatibility in terms of personality, 

experiences, and educational philosophy (Barkley, 2010; Lunenburg, 2011). 

 

2.3.3. The Role of Students 

In higher education, more research is being done on student ratings as compared to any 

other topic (Berk, 2005). Our professional environment is known as higher education as 

compared to higher research or higher administration or higher service. The mission of 
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every university and college is focused on teaching and learning. However, commitments 

to generate knowledge and to serve at various constituencies are also necessary, without 

students our educational institutions would not exist (Albright & Nworie, 2008).  

 

For the last thirty years primary measure of teaching effectiveness, student scoring have 

been dominated to other factors (Seldin, 1999a). However, along with other data sources 

of teaching performance there has been a trend toward augmenting those ratings,  over 

the past decade. Such sources of teaching performance can serve to broad and deep the 

evidence based to assess courses and evaluate the teaching quality (Berk, 2005). 

  

Teachers’ evaluation by students is powerful because they are the first hand observers in 

classes, students can assess the teachers’ performance as well as their behavior. They 

play a crucial role in assisting teachers to improve their teaching and behavior. A 

researcher suggests that teachers should respect students’ feedback to use it for their self-

improvement instead of getting offended (Murray, 1997). Primarily, the students’ 

evaluation aims to facilitate faculty development, its growth as well as self-improvement. 

Students’ rating is the most common source of collecting data/feedback for Teachers’ 

Evaluation. The educators or scholars, who have worked in this particular area of 

evaluation, face two groups of advocates:  i) who favors Students’ Evaluation and finds 

its result valid and reliable and ii) shows certain distrust about the students’ Rating 

(Usmani, 2008). . 
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Evaluation of teacher is commonly based on his/her behavior. The student achievement 

test is used to evaluate teachers’ performance. Teacher’s evaluation depends on students’ 

satisfaction and mood, which is correlated with the teacher’s evaluation. Student opinion 

is considered sufficient and essential source of evidence by which the teaching quality is 

judged (Mertler & Campbell, 2005). The student’s evaluation is reliable, useful, valid, 

and convenient means of improvement and self-supervision for a teacher’s performance. 

The students have a unique position to assess a variety of aspects concerning effective 

instruction. It was identified that there is positive and statistically significant correlation 

of student ratings with learning gains, and observed teacher behavior relevant to teaching 

effectiveness (Anyamele, 2007).  

 

The most significant component of evaluating about teachers’ performance is student, 

who may evaluate their teachers’ teaching fairly and perceptively. In universities it has 

become as common for students to rate their teachers (Das & Das, 2003). In fact, student 

ratings have become the most widely used, and in many cases student is the only source 

of information on teaching effectiveness. There should be well-defined and 

communicated high expectations for students by faculty. Such expectations become a 

self-fulfilling prophecy for students and they will be able to face the challenge (Kiakese, 

2011).  

 

 Student evaluations are mostly focused on the process rather than teaching outcomes, for 

example, they often ask such questions, as to what extent the teacher clarified objectives 

and goals, was this prepared and organized, wisely used the required time, emphasized 
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key concepts, provided feedback on assignments in time, was enthusiastic about the 

subject, and treated their students with respect and honor, identified that effective 

teaching is the major endeavor of academics today; students develop critical skills to 

understand complex learning (Marsh & Hattie, 2002). The student evaluations about 

teacher performance make important contributions to the teaching-learning process, and 

teachers must be receptive to their ideas, and is of value to administrators and department 

chairs in assessing perceived effectiveness of instruction (Maths et al., 2009).  

 

There is a strong relationship between student rating and their learning, where found high 

correlations between students’ ratings about the ‘amount learned’ in the course taught and 

overall ratings of course and their teacher (Darling-Hammond, 2000). Good teaching 

depends on the amount of student learning. There is a high correlation between students’ 

ratings of the “amount learned” and the course taught by the teacher. Those who learned 

more gave their teachers higher ratings. The student's perception of amount learned 

would be high and s/he would directly attribute high grade to effective teaching, and the 

student rating would be correspondingly high (Mary, 2002; Rindermann, 2007).  

 

The evaluation of student learning is the most appropriate data of measure use for both 

teaching and learning. Ratings’ criteria strengthen the relationship between learning and 

ratings. The student ratings tend to be valid, reliable, useful and relatively unbiased 

(Makmee et al., 2007). The students are in a unique position to assess a variety of aspects 

concerning effective instruction. It is further identified that there found positive and 
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statistically significant correlation of student ratings with learning gains, and observed 

teacher behavior relevant to competent teaching (Wen Chong, 2010). 

 

Some other factors such as academic qualifications, age, experience and gender of 

teachers also affect the performance evaluation (Read, et al 2001). Some factors of 

students’ rating are influenced on teachers’ evaluation such as students characteristics 

(race, sex, age, academic etc), while, some teacher characteristic such as race, gender, 

rank, experience, dress etc, and other environmental characteristics such as physical 

attributes and the atmosphere of the classroom affect the evaluation (Albright & Nworie, 

2008). Similarly, the tenure, retirement and other benefits of the teachers also affect their 

performance evaluation (Kiadese, 2011). 

 

Students are directly affected by the quality of teaching and they are firsthand observers 

of their teachers in classes. The students can easily differentiate between teaching 

effectiveness and other effective dimensions such as interest of field, attitude, and 

friendly treatment of the teacher (Das & Das, 2003). All the students must be ensured that 

their efforts will be treated with the same respect. Unfair dealing can destroy student 

interest and motivation. He further stated that teacher should be impartial and fair, when 

grading students (Popham 2006).   

 

Students are in the best position to assess critical and specific aspects of classroom 

teaching. The integral parts of the teaching learning processes, students play an important 

role of the teachers’ appraisal. Students know better about their teachers that what their 
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teachers actually do. Student ratings are of utmost importance. Furthermore, performance 

evaluation provides to students the opportunity of displaying their skills and knowledge 

in the light of the actual situations (Airasian 2000, 2001).  The students are the best 

judges of their teachers and they can evaluate every aspect about teaching effectiveness 

of their teachers. But performance assessments of teacher require students' demonstration 

of their knowledge and skills (Darling-Hammond, 2001).  

 

Students are the only individuals who may regularly observe teachers in action, during all 

curricular and co-curricular activities. The students know the methods how to learn of 

their own, so they can monitor in a better way and utilize their efforts and energies under 

a particular direction (Berk, 2005). They know that good courses of informative for the 

evaluation of academic work about their teachers. Student ratings are unavoidable in 

faculty about teacher evaluation systems. Student ratings about teacher performance are 

one of the most useful techniques used for identification of teacher effectiveness 

(Kiadese, 2011).  

 

Students are the only individuals, who act as a source of information about the learning 

environment as well as teachers' ability to motivate their students for continuous learning. 

Logically, students are the best evaluators of the teaching quality, satisfaction with course 

materials, effectiveness, textbooks, and method of instruction, homework and their 

interest (Rehman et al., 2005). Their ratings about performance evaluation encourage 

students and teacher communication.  Students’ assessment for selection of particular 
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instructors and courses can be used by other students. And this may increase the chances 

of excellence in instruction that will be recognized and rewarded (Kilic, 2010).  

 

2.4. Factors of Teachers’ Evaluation 

 

2.4.1. Teaching Methods (TM) 

In general, effective teaching is a process to maximize the student academic attainment 

along with student and teacher course satisfaction. Three-ability framework can be used 

in the effective teaching measurement as: i) technical skills, ii) professional attitude and 

iii) professional competence. The existing pedagogy is not able to prepare for the 

changing adequately rather conventional lecture-style approach to improve student’s 

ability to learn skills of the real world (Donnison, 2007). A combination of student-

centered learning and traditional teaching method approach will develop skills of 

leadership and team building. The future students must be equipped with a lot of 

knowledge as well as skills to fulfill the requirement of a complex and dynamic 

environment. There is also need to apply innovative teaching methods where there is full 

participation of students in class (Mohidin et al., 2009).  

 

The present era recommends that the teacher choose the teaching methods as well as such 

media which are suitable for the particular academic environment as: i) student profile, ii) 

teacher training, iii) complementary subjects, iv) available materials and resources, v. 

number of students per class, v) duration of the course, vi) level of attendance, and vii) 

business and social demands (Das & Das, 2003). Thus, in each scenario the learning 
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objectives must be specified and defined teaching methods and related media for 

achieving such goals and objectives (Vila & Kuster, 2009).  

 

So, for this purpose the public as well as private educational institutions and 

organizations should be motivated to promote the new teaching media and methods in 

educational field. Thus, students should learn among others or in a group, and be taught 

good reporting and presentation skills. Various opportunities have been offered wide 

open by Internet and other new technologies and these can throw the door to the 

university teaching and learning system (Vila & Kuster, 2009). Information and 

communication technology (ICT) has permeated all nooks and crannies of our society. 

There is need for corresponding rapid changes in the educational sector. The teachers’ 

training institutions are responsible to produce teaching manpower in accordance with the 

changes in the society (Chukwurah & Okute, 2011; Nawaz, 2011).  

 

The world in general and Nigeria in particular are witnessing a very critical period in a 

history characterized by radical changes in teaching and learning. These changes are 

constantly created by some major societal forces such as globalization and technological 

advances. The traditional purpose of technological education and the supporting teacher 

education curricula are seen as inadequate for helping citizens to cope with the life 

demands of information age (Chukwurah & Okute, 2011). If entrepreneurship education 

is not promoted by universities, then it should be expected that students would be less 

likely to pursue efforts to start a new venture. Therefore, universities aware of the 

importance of developing entrepreneurial potential and competencies, and they are 
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focusing on creating a mentality among their graduates so that, they would become job 

creators rather than job seekers (Zarafshani et al., 2011). 

 

Teaching method as well as demonstration method of a teacher can improve teacher’s 

performance. In the effective communication four aspects are more essential for teaching 

and learning process as: i) precise terminology, ii) connection with course, iii) transition 

signal, and iv) lecture method (Eggen & Kauchack, 2001). Commonly, teachers 

paraphrase information in learners’ textbooks, where pedagogical content knowledge is 

lacking, as that are not meaningful to their students. During the lecture process, the 

classroom visitation of evaluator helps in teacher’s performance evaluation. These 

evaluations are often longitudinal in nature, in which the evaluators talk about the 

person’s previous performance, where he is now, where he seems to go, and they usually 

mention some specific ways to help them to judge better (Rindermann, 2007).   

 

The use of purposeful and diagnostic strategies occurs in the active teaching context. The 

effective instruction may raise positive evaluations, and lenient grading standards may 

also give rise to more positive evaluations (Kurz, 2006). It is difficult to clearly indicate 

that teaching methods or styles are the most effective and successful. Teachers’ standards 

are counted in teaching practice and institution culture, and all teachers' profession i.e. 

from a beginning teacher to a highly skilled professional is characterized by 

developmental processes. An effective teacher adjusts his/her teaching to the needs of 

students and the demands of different instructional methods, topics, and goals (Woolfolk 

et al., 2007).  
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The students easily understand the characteristics of excellent work, and know that 

learning is interpersonal therefore, and all learners i.e. students and professors are valued 

and respected (Huba & Freed, 2000). Before delivering any lecture, class preparation is 

quality of a good teacher. Teachers, who prepare themselves formally about the subject, 

are found better in teaching methods, which fulfill the needs of learning. Such teachers 

can handle the complex teaching tasks at higher level of learning, and they are associated 

with verbal ability, adaptability and creativity (Booham, 2005). 

 

Thus, students’ learning occurs more effectively when their experiences and the content 

or objects of knowledge using various channels of reception and processing of 

information such as auditory, visual, kinesthetic, tactile, and so on. Because learning 

occurs from the interaction between subject and environment, when such interaction 

occurs through various channels of reception, then there is motivation to learn (Mota et 

al., 2010). The active methodologies of teacher facilitate the construction of knowledge 

by the student, making him not a mere receiver of information. Active methodologies of 

teacher allow students to build their knowledge (Kiadese, 2011). 

 

2.4.2. Utilization of Qualification and Experience (UQE) 

There occurs a positive association between teachers’ preparation, qualifications and 

experience with students’ achievement (Darling-Hammond, 2000). The teaching 

effectiveness is concerned with teacher’s education, qualification and experience. There 

is a strong relationship between teachers' qualifications, creativity, adaptability, and 

student learning (Wen Chong, 2010).  
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Teaching is a professional skill and it requires a good deal of education and experience. 

Professionally trained and well learned teachers are skillful and they may educate their 

students with a better zeal (Mary, 2002). Full certifications in field of teaching have been 

cited as the strongest predictors of student achievement. It has also been demonstrated 

that non-certified teachers have a negative effect on students’ achievement and it has 

observed in relation to student dropout rates. Well experienced and well prepared 

teachers are negatively correlated with the students’ dropout rates (Bo-Linn et al., 2004).  

 

2.4.3. Teachers’ Attitude and Behavior (TAB) 

Attitude plays vital role in the performance and positive attitude builds character of an 

individual. In teaching profession, attitude of a teacher is more countable. There is a 

strong relationship between teacher’s attitude towards effective teaching and teaching 

performance (Kurz, 2006). In general, teachers must trust that their learners possess an 

openness to learn and their capability to grasp concepts. Thus, a trusting relationship 

includes feelings of reliability, benevolence, honesty and openness, and competence. 

Similarly, effective teachers’ keep sense of efficacy, and they develop higher 

expectations for trusted students (Kiadese, 2011).  

 

Effective teachers establish positive interpersonal relationships with their students, they 

provide structure rather than being too rigid, and try to make fun of learning (Woolfolk & 

Weinstein, 2006). To acquire these skills, good teachers, by themselves truly commit to 

the students, instructional content, and classroom environment. Questions arise as then to 
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what are commitment, how it has been found in history, and why it is so vital to possess 

for teachers (George & Sabhapathy, 2010).  

 

Teacher with a positive attitude performs well and delivers his/her lecture in a relaxed 

and easy style, which provides opportunities for students' comprehension and 

engagement with a positive attitude towards students. Attitude of a teacher creates a 

favorable environment in effective teaching (D’Ary, 2007). It is a necessary aspect of 

human personality; if attitude of a teacher is positive towards students then it may 

enhance student’s satisfaction. Attitude possesses both cognitive and emotional 

components. The positive attitudes are important to educational psychology because they 

influence strongly social thought and the way of an individual thinking about the social 

life and social information (Archibong et al., 2010).  

 

Trust of other is an essential element of effective relationships. When professional 

environments promote trusting relationships with trust, then participants want to invest 

more time and try to work towards organizational goals and objectives, instead of 

personal needs and requirements (Tschannen-Moran, 2001). Trust is the compound of the 

following components as; benevolence, vulnerability, reliability, honesty, competence, 

and openness (Kurz, 2006).  

1. Benevolence. A researcher defined that the benevolence means, including 

accepted notions of relationships as most widely accepted, where an individual 

feels himself safe and protected. He further stated that benevolence “accepted 
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vulnerability to another’s possible but ill will not be expected” (Baier (1986, p. 

236).  

2. Vulnerability. There everyone needs to be protected and cared for the reliance on 

benevolence in trusting relationships. So, teachers are more expected to create 

peaceful environment for safe of their students.  

3. Reliability. Trustworthy people are predictable as well as dependable. Reliability 

does not create a trusting relationship by itself. But people only create positive, 

trusting relationships with those who are predictable and being trusted.  

4. Competence. Teachers are trusted to convey their knowledge and skills to their 

students. Similarly, students trust their teachers to impart relevant and accurate 

information.  

5. Honesty. Building of trusting relationships, depend upon honesty and open 

communication. If any one does not obey the truth, then s/he cannot be counted 

among those, who create a positive relationship.  

6. Openness. When people want to make a trusting relationship, then they must be 

familiar to other individuals. Their willing must be share information about 

themselves, confident to each other, as well.  

 

Thus, teachers who trust their students have approach of management and instructional 

practices keeping in view a positive perspective. Such relationships improve learning of 

the students, only the factor of students learning is not enough, but teachers must 

prioritize to allocate class time to academic learning time (Kurz, 2006). The teachers 
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must emphasize the importance of academic tasks to develop high expectations for all 

students (Rindermann, 2007).  

 

The students’ perception of teachers’ knowledge, attitudes and subjects, to their work and 

teaching skills is absolutely depend upon the fact that the teachers taught to their students 

(Das & Das, 2003). Researchers argue that a teacher with positive attitude and behavior 

towards the different components of effective teaching, affect performance of teaching. 

Through his/her positive attitude satisfy the students with the course materials. There 

found a positive relationship between teacher’s attitude towards effective teaching and 

teaching performance. The administrative heads should encourage the teachers to 

improve their attitudes that improve the quality of teaching particularly, at university 

level (Maths et al., 2009).  

 

The competent teachers perform their duty with a well-organized and well-prepared 

manner and deal their students' ability with a positive attitude about to learn (Darling-

Hammond, 2000). The attitude may be defined as a consistent tendency to react in a 

particular way toward any matter often positively or negatively. Everyone expects 

positive attitude particularly, from their teachers. In teaching profession, attitude of a 

teacher plays a vital role.  Teachers’ with a positive attitude perform well and satisfy their 

students (Eggen & Kauchak, 2001).  
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a. Teachers’ Stress Management 

The rate at which universities are established in Nigeria by not only the Federal and State 

governments but also by individuals and religious bodies is a totally welcome 

development which informs of the acceptance of education as the essential thrust for 

individual and national development. This nevertheless, has led each university into 

setting new goal in a bid to defend its existence as capable of having both competent staff 

and equally capable of producing the much needed professional manpower required by 

the nation. These then have placed great challenges on the academic staff which may 

likely cause stress especially if they are dissatisfied Stress according to D’Arcy (2007) as 

the rising of any individual to meet tough situation of challenge and preparing with focus, 

stamina, strength, and heightened alertness. It is processes in which the events or forces 

of environment are threaten for the wellbeing of the individuals, living in the society. it is 

an unavoidable characteristic of life and work. Thus, in relationship to occupation, it is 

the physical, mental and emotional wear and tear brought about by incongruence between 

the requirements of the job and capabilities, resources and needs of the employee to cope 

with job demands (Archibong et al., 2010). 

 

Every one experiences stress a little differently, it may be a good thing, but feels 

overload, as it is a differently defined. The stress overload is caused by the overreaction 

or failure of the stress response to turn off and reset itself properly (D’Arcy, 2007). 

Research tells that we are affected in different ways by stress at different times and is 

often the result of a factors combination in our working as well as personal lives, and 

stress by itself is not a weakness but it can lead to poor health, a decrease in performance, 
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and long term absence from work. There is prevalence of occupational stress among 

academic and general staff of universities (Chukwurah & Okute, 2011).  

 

Indeed, in the clamor for university education and with each university determined to 

achieve its goal, the academic staff are bound to be stressed. Ahsan et al., (2009) 

identified stress inducing factors in academic staff to include: work overload, home work 

interface, role ambiguity and performance pressure. Ahmandy et al., (2007), included 

workload, conflict, demands from supervisors and colleagues as well as from different 

personal and organization, lack of required resources for better performance, insufficient 

competency to the  demands about their role, lack of autonomy for decision making on 

different assignments and feeling of its utilization (Archibong et al., 2010).  

 

Burnout Stress and among teachers impact on their professional and functional behavior, 

have given attention in literature as: i) there is increased rate of burnout, and its 

consequences, noted among teachers, ii) there is given great attention to the rates of 

burnout and stress among teachers, and is recognized the importance of identification and 

prevention of these reactions (emotional) to stressors within the environment school 

((Adeyemo & Ogunyemi, 2005, Alvarez, 2007).  

 

In late 1970s for the time the focus on stress and burnout was emerged in response to 

high rates of teacher turnover among teachers, and it has become a major topic of 

research interest till yet. Many others definitions, in the term of teacher stress have been 

offered in educational literature (Archibong et al., 2010). Generally, there is lack of 
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matching between teacher’s ability and his/her demands to control some sort of negative 

emotional reaction. Furthermore, the terminology is defined as a complex syndrome of 

negative reactions, including depersonalization, accomplishment, and reduced personal 

and emotional exhaustion in response to occupational stressors (Chukwurah & Okute, 

2011).  

 

It is found that high quality teaching practices is negatively associated with increased 

burnout that specifically affects classroom management. For example, highly rated 

burnout teachers demonstrate less acceptance and flexibility to fulfill student needs, and 

overall have teacher–student poor interactions. Teacher burnout has also impact on the 

perceptions of child discipline problems and their preferred teaching practices (Alvarez, 

2007). The relationship between teaching practices and stress reactions, however, is not 

well understood to cross contexts and cultures, at different levels of the developmental 

spectrum and across diverse community contexts, it warrants further investigation among 

teachers where different resources for teachers may be available (HSE, 2008).  

  

An understanding of such characteristics, which may affect teachers’ response to 

aggressive behavior, is valuable and it may point to targets of intervention beyond and 

above the focus on the youngster (Roland & Galloway, 2002). Managing problem 

behavior under traditional approaches has not been responsive to the learning 

characteristics and behavioral with the chronic behavior problems of students. Despite 

evidence of the many effective school-based interventions that recognize and reward 

appropriate behavior to promote a positive school environment, many procedures of 
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classroom management continue to be reactive, control-oriented or punitive (Yoneyama 

& Rigby, 2006; Chukwurah & Okute, 2011).  

 

The attribution of controllability and intentionality of an individual’s behavior is also 

associated with the judgment of a moral and social value, which often elicits a desire to 

hold someone and feelings of anger, who personally responsible for their behavior. 

Probably, it is seemed that the teachers will feel greater demands who are already 

experiencing high levels of stress and negative emotionality, as students are exhibiting 

behavior that they are likely to perceive as deviant from their expectations, 

understanding, (Darling-Hammond, 2000). Use of threats or punishment involves little 

effort or exchange of the teacher, has given the nature of such disciplinary methods.  

Cunningham & Sugawara (1989) also posit that punitive interventions serve to create 

limit or distance interaction between teachers and their problem child (Mirajuddin, 2005).  

 

2.4.4. Classroom Management (CM) 

Often currently occur with classes at university level and clinical field experiences, which 

provide opportunities for teacher candidates to learn and accommodate themselves to 

their chosen profession while building discrete pedagogical skills, classroom expertise, 

and dispositions (Donnison, 2007).  During field experiences, typical opportunities for 

teacher candidates such as planning of lessons and its units, improving the techniques of 

classroom management, assessing and differentiating their instruction to meet the 

learning needs of their students individually (Varrati & Smith, 2008).  

 



 74 

That teachers have far less control over their profession suggests the extent of recognition 

of their worth by the society. The ability to control self as well as the skill one has and 

what the one does with it would suggest the extent of recognition and respect one 

command (Anderson, 2004). Because people who never trained as teachers are employed 

to teach - such as holders of diplomas, certificates and degrees without bias to education. 

The assumption by the public therefore is that any other person than the so called 

professional teacher can teach. Yet the fact remains that it is the teacher that makes other 

professions what they are? Therefore to what extent is the teacher recognized by the 

public among other professionals (Njoku, 2011)? 

 

In 21st century, the incredible diversity of students’ classrooms develop instructional 

settings with the students belong to different cultural, racial, ethnic, language, 

socioeconomic status, geographic, religious backgrounds, and sexual orientation. 

Furthermore, students bring a variety of social strengths and academic to their classroom 

(Banks, 2005:23). One of the challenges to diverse democratic states in providing of 

opportunities for different groups of their community cultures to maintain it aspects while 

building a nation. These groups are included structurally, and they feel allegiance. 

Therefore, in such circumstances teachers must face the challenge of classroom diversity 

and try to learn maximum of all their learners (Kurz, 2006).  

 

It is the main structure of students’ learning climate, where knowledge, attitudes, skills, 

and social developments are acquired in line with students’ education (Mary, 2002). 

Though researchers do not ready to agree, that what a positive classroom environment is?  
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It can be defined that it is a constructive climate where teachers individually support and 

respect their students along with positive relationships of other students in classrooms. 

General profiles of teachers and students are regarded as factors of contributing to 

classroom climate significantly (Yoneyama & Rigby, 2006).   

 

There found a correlation between school or classroom climate and bullying. The 

students engaged in bullying, as play a role of victims or bullies observed that classroom 

or school climate is less positive as compared to other students (Roland and Galloway, 

2002). A strong correlation is investigated among teachers’ ways of classroom 

management, bullying, and social structure of the classroom. But there found a lack of 

related studies about this issue (Bilgic & Yurtal, 2009). 

 

Researchers related to this field study the nature of individuals’ beliefs and preferences, 

when they try to understand such practices. For instance, recent scholarship shows the 

nature of teachers’ beliefs that develop a number of actions and decisions in the 

classroom (Woolfolk et al., 2007). Government and concerned agency are responsible for 

teacher development and they should put such plan in action to boost the teachers’ 

capacity keeping in view the modern pedagogy, where teachers should be exposed 

regularly to modern assessment techniques and classroom practices (Kiadese, 2011).  

 

Within the classroom context to examine trust, the recent trends to establish trusting 

classroom climates are the empowering student’s voice in the classroom calls for teachers 

(Mertler & Campbell, 2005). Although it is articulated rarely as such, the most basic 
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premise upon where different approaches to policy of education and practice rest is trust, 

whether adults trust young people to be good or not, to have and use (or not) relevant 

knowledge, and if they responsible (or not). Teachers see the importance of student-

teacher relationships which support the notions of trusting as the students with the skill 

and success enter the classroom (Kurz, 2006).  

 

The designers of a room are silent but they deliver very clear messages to the room’s 

occupants. Most of the people see class rooms’ setting in different ways. It means that 

there is a relationship between the patterns and people (Banks, 2005). The appearance of 

a room tells to people, who interact with each other about the space used for rooms. 

Spatial change is a clear tone for communication. The shift and flow of distance between 

people is a part and parcel of the communication process as they interact with each other.  

 

It is noted somewhere that in the classroom situation there exists a strong relationship 

between teacher’s beliefs and teacher’s performance (Candy, 1993). The research tells 

that classrooms space impacts the teachers-students behavior.  Classrooms with a small 

open space are prone and have inefficient pathways to look more suitable. In part, this 

situation was caused by the large amount of room, which is reserved by teachers for their 

own use as well as for other pieces of furniture. Thus teachers are identified and assigned 

more or less by the spaces, which are used by students while the work on an activity 

(Kiadese, 2011).  
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The smaller classes have better performance than the lager classes. In small classes 

teacher can take care of individual differences and small class instruction is more 

personalized and effective. Class may be managed in such a way that all the students may 

be treated equally. Class strength of the students and work load of a teacher affect 

teachers’ performance. Individual differences are a natural phenomenon, and it is difficult 

for a teacher to give individual attention in a short period of time to such strengthens 

class. Avoiding individual differences, the teaching and learning process does not fulfill 

its objectives and goals due to unawareness about students’ individual problems, 

interests, weaknesses and deficiencies (Yoneyama & Rigby, 2006).  

 

Question arises, that how can we prepare teachers to work properly in the context of 

diverse classroom, where a learning environment is enacting while current academic 

content and challenges fill the school day (Banks, 2005)?  Keeping in view basic tenets 

for all professions, three conditions exist for declaration of a profession: i) to possess all 

the acquired master knowledge and skill, who call themselves profession’s members of 

the (knowledge), ii) to assume responsibility of defining, transmitting, and enforcing 

standards of practice (skills), iii).to commit for decisions making in the best interest of 

clients according to hared knowledge and standards of practice (Darling-Hammond, 

2001:759). In order for teachers and students to be protagonist of the teaching-learning 

process, it is up to the teacher the selection of the teaching procedures most suitable for 

the construction of knowledge by students (Mota et al., 2010). 
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2.4.5. Care of Individual Differences (CID) 

The use of purposeful and diagnostic strategies, that occurs in the active teaching context. 

An effective teacher adjusts his/her teaching according to the needs of the different 

individuals on the bases of their individual differences regarding the demands of different 

instructional goals, methods and topics (Anderson, 2004). The teachers with formal 

preparation about the subject have been found better in their teaching and they fulfill the 

learning needs of students (Kurz, 2006). She further added that students are the 

individuals, who have a unique position for evaluation of the some aspects of effective 

teaching. The emotional state of students such as anxiety, hostility, and depression lead 

towards lower evaluation. The emotional states are more related to teacher’s evaluation 

(Agba et al., 2010). 

 

Students’ preparation for a better learning requires favorable situation, environment and 

teacher’s individual attention. The student’s moods are uncontrollable or partly 

controllable for the teacher (Mary, 2002). She further added that students are in a unique 

position to evaluate some aspects of teaching effectiveness. The emotional state such as 

anxiety, hostility, and depression of students lead towards lower evaluation. The 

emotional states are more related to teacher’s evaluation (Kiadese, 2011).  

 

The factors of affecting personality such as achievement, anxiety, level of interest and 

motivation affect academic performance. Students’ with positive moods give lenient 

ratings of teacher (Das & Das, 2003). The perception of the students at the time of ratings 

can play a main role in teaching evaluations. The student of high self-efficacy received 
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higher grades as compared to low self-efficacy student; similarly, the student with 

negative self-concept demonstrates poor academic performance. Furthermore, the 

relationship between students’ evaluation and grade has received more attention (Agba et 

al., 2010; Som & Furqan, 2010).  

 

The students must be able to deliberate about courses of action in a required period of 

time successfully, and to be examined their own actions and the consequences (Berk, 

2005). The students can be able to perform complex problems and evaluate outcomes of 

their actions. The faculty requires developing some ways for her student to reflect, 

adequate time to practice skills learned by students in class, guidelines for oral and 

written analyses of actions, and develop resource bases for field activities (Mota et al., 

2010).  

 

With technological exposure students in the millennium era, Generation (Gen) Y 

beginning teachers are mostly more knowledgeable about ICT integration as compared to 

their senior colleagues. They have been exposed to the first-hand learning experiences 

about new ideas and approaches about teaching and learning (Donnison, 2007; Nawaz & 

Kundi, 2010). Such phenomenon puts the beginning teachers of this generation in a better 

position for classroom teaching as well as collaboration in the teacher community, and it 

is expected that beginning teachers can lead the technology integration. In the previous 

studies of various shown that a small number of pre-service teachers and fresh teachers 

are able to integrate technology in diverse and flexible ways to create student learning 

environments (Gao et al., 2010).  
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Students’ achievement depends on teaching quality. The performance is based on 

teaching accountability (Das & Das, 2003). For improving the quality of the educational 

system and increasing the institutional performance, investing of educators’ knowledge 

and skills is required. There is present a positive correlations found between measures of 

teachers' intelligence and teaching performance (Barkley, 2010).  

 

2.4.6. Co-Curricular Activities (CCA) 

A person’s life can be impacted through experiential learning by non-formal education, 

and this concept recognizes the non-institutional aspect of learning. It also offers a more 

pragmatic approach to learning (Feldman & Matjasko, 2007).  Co-curricular activity is a 

part of non-formal education, there is seen both the supplement academic curricula 

existence and provide the opportunity of building non-academic, civic and political skills 

to students. It is viewed often as a primary development context of for school learners. 

While students’ learning and teachers’ teaching are fostered through planned activities, 

students can also realize their need for diversion or recreation (Som & Furqan, 2010).  

 

Learning experience means that the learner is in touch with the realities directly, that are 

being studied. The experience of learning is not the end, nor it is the development and 

growth of an individual which results, and the learning activity should affect institutions, 

individuals, and ultimately the society positively (Klooster et al., 2008). The experiential 

educational philosophy rather simple concepts have been followed and developed the 

ideas into a workable system of experiential learning by many philosophers. A researcher 

concludes that there found an organic connection of education with personal experience. 
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But he does not equate experience and education, and this is fundamental of experiential 

learning to the notion (Stearns & Glennie, 2009).   

 

Co-curricular activities are a resource of providing an opportunity for students to learn 

academic as well as non-academic skills to establish relationships with other individuals 

i.e. students and teachers (Pearce & Foster, 2007). Co-curricular activities provide a 

chance to develop socially and intellectually in relatively informal settings for students. 

When co-curricular activities are developing then experiential learning and linking 

learning styles with non-formal education settings can provide new insights for the 

practicing of continuous education (Klooster et al., 2008).  

 

Proper guidance of students promotes teaching effectiveness particularly, at university 

level. Likewise, learning without teacher’s guidance is a complex process. Teacher 

performance is related with the guidance for achievement of the learner (Kurz, 2006). 

The guidance of students constitutes an important element of evaluation in improving 

quality of education. There found a positive relationship between teachers’ guidance 

about the coursework and student performance, especially for students in higher-level 

courses (Feldman & Matjasko, 2007). The students with the guidance of teachers scored 

higher and had greater achievement, which indicates a connection of content-knowledge. 

Current research tells that effective teachers respect others’ opinions and encourage 

asking questions and discussions’ session. They have enthusiasm about the subject 

matter, they are energetic, dynamic, and stimulate interest (Stearns & Glennie, 2009).  
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Co-curricular activities prepare the students to gain experience in practical tasks, which is 

not a part of classroom teaching. Many researchers suggest that students’ participation in 

co-curricular activities support them with higher educational attainment and achievement, 

that reduced behavioral problem and positive psycho-social adjustment (Stearns and 

Glennie 2009; Feldman & Matjasko 2007). Other studies of research define that co-

curricular activities are better to provide opportunities of team-working for students, to 

promote leadership activities and to take initiatives of any assignment by themselves. 

Thus, co-curricular activities are existence of academic curricula and provide for students 

the opportunity of building non-academic activities in social as well as political life 

(Barkley, 2010).  

 

Motivation is an important source to increase energy in learning activities. The effective 

teacher is hard working and energetic and always shows an enthusiasm for the subject 

teaching. Motivation and preparation of a learner depends upon the attitude and behavior 

of the educator. Effective teachers try to motivate students by the demonstration of 

subject’s materials related to their needs and goals (Pearce & Foster, 2007). Better 

teaching may be provided under the guidance of experienced teachers because excellent 

teacher has the quality of motivating students to achieve goals and encourages student’s 

participation and has a strong command on his/her subject (Klooster et al., 2008).  

 

Co-curricular activity plays an act of non-formal education; it is mostly used as a primary 

context to develop school students. Non-formal education supports the established formal 

system to serve identifiable learning goals objectives (Feldman & Matjasko, 2007).   Co-
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curricular activities or non-formal education include planned events organized by 

universities, schools, voluntary associations and community groups. Through experiential 

learning such activities can impact a person’s life (Som & Furqan, 2010).   

 

2.4.7. Sense of Responsibility (SR) 

An intrinsic motivation aspect of the teaching profession is when a teacher feels the 

responsibility of his/her duty and other everything that is associated with the job (Shoaib, 

2004). The responsibility of an individual, by itself is the most frequent motivation to 

enter the profession. More than two thirds of the teachers contributed to the intrinsic 

motivation and it provided fulfillment and satisfaction for most of the participants. 

Similarly, in the present study most of the university teachers emphasized that along with 

many other features, they like working teachers because the job involves them to deal 

with people, and such profession gives a sense of responsibility, which very important 

(Menyhárt, 2008).  

 

An excellent teacher has a strong sense of dedication and commitment to teaching and 

evaluates his/her students and their learning frequently. S/he always tries to let them 

know where they stand regarding the academic performance (Kurz, 2006). In teaching 

profession, especially in syllabus designing, autonomy is a very important motivating 

factor for many academics. Autonomy of some sort is of great motivational force, for 

example control of curriculum, control over exams and marks/results and the lack of 

autonomy can effect on teachers’ performance (Barkley, 2010). 
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Research tells that staff participation in decision making leads to higher performance and 

it is necessary for survival in an increasingly competitive world (George & Sabhapathy, 

2010). The frustration and boredom of an employee during work is often the result lack 

of interest in decision making processes in the light of the organization’s goals and s/he 

feels that their given ideas are not listened to or wanted. The staff turnover increases as 

employee’s walkout of the door for other more interesting jobs (Olorunsola & Olayemi, 

2011).  

 

Researchers comment that if managers claim to want participation from their people but 

never let them become intellectually and emotionally involved and never use their 

suggestions, the result may be negative (Varrati & Smith, 2008). When people are part of 

decision making process, there is greater opportunity of the expression of mind, ideas, 

existing disputes and more occasions for disagreements and agreements (Onyia & Onyia, 

2011). 

 

A study suggested that the development of leadership potential of beginning teachers is 

not an event, but a process in which they discover and build on their (tech-savvy) 

strengths, and negotiate their organization as well as power in the multiple social 

contexts. It is recommended that teacher education program for creating a systematic 

structure is to prepare pre-service teachers as teacher leaders (Gao et al., 2010). Teacher 

education programs should prepare their pre-service teachers, with the knowledge, skills, 

and attitude about to use ICT in classroom teaching and learning along with the 

knowledge of change; such as taking risks and initiative, engaging in reflection and 
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inquiry, and supporting others promoting materials of achievement. Similarly, they can 

sustain and continue their struggle to develop their leadership potential to progress from a 

pre-service teacher to a beginning teacher (Chukwurah & Okute, 2011).  

 

Teacher leadership has been attracted great attention for the last two decades, because 

individual teachers are the largest single factor that can add a great value to their student 

learning. For teaching there have been three transformative shifts as: i) from 

individualism to professional community, ii) from teaching to learning at the centre, and 

iii) from technical and organized work to inquiry as well as leadership (Menyhárt, 2008). 

According to the expended vision of teaching, it is argued that the ideal teachers are 

leaders as well as educators and they differentiate in schools and schooling now and will 

schools in the future. It is further suggested that learning is to lead social, collaborative 

and context dependent and teacher-leaders mostly learn by their actual performance and 

practice on the job (Wen Chong, 2010).  

 

Psychologically, work or job is a vital source of identity, self-actualization and self-

esteem. A sense of fulfillment is provided for an employee by clarifying one’s value to 

the community as well as the society (Kurz, 2006; Varrati & Smith, 2008). While, on the 

other hand the work can also be a source of boredom, feelings of meaninglessness, and 

frustration keeping in view the nature of work and individual’s characteristics. 

Individuals can evaluate themselves according to their ability to accomplish. If the job 

hinders their potential and achievement, then it often becomes difficult to remain 
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interested and maintain a sense of purpose at work assigned (George & Sabhapathy, 

2010).  

 

Intrinsic motivation develops direct relationship between the worker and the work, and 

usually it is self-applied. These are some self-generated factors to influence the people in 

a particular way or direction to behave and to move (Menyhárt, 2008). These include 

freedom to act, responsibility, to use and develop abilities, and skills, to take interest and 

to face challenges about work and opportunities for improvement. Intrinsic motivators 

have feelings of achievement to perform and accomplish one’s job. It is related to 

psychological rewards as usually determined by the behaviors and actions of individual 

managers (Chukwurah & Okute, 2011).  

  

The administrative characteristics and actions have favorable impacts on teachers’ 

performance, including equitable distribution of resources, expertise, assignment of 

administrative responsibilities, expression of personal interest (George & Sabhapathy, 

2010). People can motivate themselves by finding, seeking, and carrying out work to 

satisfy their needs or leads those to achieve their goals. The motivation may be of two 

types as: i) intrinsic motivation and ii) extrinsic motivation (George & Sabhapathy, 

2010).  

 

2.4.8. Evaluation Technique (ET) 

Recently, multi-disciplinary studies and educationalists stressed that teachers should use 

modern strategies of evaluation because these are beneficial to enhance students learning 
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and educational process itself. The evaluation that affects learners' performance can help 

to discover students' abilities in the different stages of development (Booham (2005). The 

performance evaluation requires practice of students’ knowledge students in a specific 

situation or a context. The performance evaluation can help learners practice in everyday 

life what they have mastered; therefore, one can be sure that there is no difference 

between what is learnt and what practiced in real occasions. Therefore, Students can keep 

up from the beginning up to the end with their teachers (Obeidat & Al-Muhtadi, 2009).  

 

A major part of teachers' professional time is devoted to assessment-related included 

activities, but these are not limited to develop assessment methods, to administer, to 

score, and to interpret assessment results; developing grading procedures; communicating 

assessment results; and using them in making decisions education (Mertler & Campbell, 

2005). Optimal implementation of these activities requires strong abilities and knowledge 

in the measurement of education (Volante & Fazio, 2007; Alkharusi, 2009). Knowledge 

and abilities of teachers in educational measurement have been equated to literacy 

assessment (Alkharusi, 2011).  

 

It entails to know that why it is assessed, what it is being assessed, how best to assess it, 

how to make a representative the assessment sample, what problems can occur within the 

process of assessment and how to prevent them to occur (Stiggins, 1995). There are 

several standards to evaluate teachers’ competence. These standards define the 

knowledge as well as abilities that the teachers possess to be assessment literates. Such 

standards tell that teachers should be able to choose and develop appropriate evaluation 
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methods of administer, score, and interpret evaluation results, and use these results during 

educational decisions as; developing valid and reliable grading procedures; 

communicating assessment results to various concerns; and recognizing inappropriate 

practices of evaluation as well as assessment (Alkharusi, 2011).  

 

Furthermore, in an attempt to make educational measurement training more relevant to 

the classroom teachers' work, several scholars have recommended important content 

areas for the professional preparation of teachers in educational measurement to be 

included (Popham, 2006). For instance, non-traditional evaluation topics such as using 

and improving informal evaluation methods, planning instruction, assessing learning 

during instruction, critiquing instructional materials, and evaluating curriculum tests are 

more important than the traditional topics covered by educational measurement courses. 

In the educational measurement including of such courses may help teachers to obtain a 

desirable level of evaluation literacy to enable them to face the challenge of day to day 

classroom evaluation and assessment (Alkharusi, 2009).  

 

Unfortunately, studies about measurement of educational have repeatedly expressed a 

concern about the adequacy of teachers' literacy assessment. For instance, Daniel & King 

(1998) found somewhat inadequate the base regarding testing and measurement of 

teachers' knowledge. Similarly, in Oman Alsaimi (2000) found that although a substantial 

amount of pre-service and in-service training was completed by teachers in educational 

measurement, but they had only a moderate understanding about principles of educational 

measurement.  
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Recently, in a study from Oman it was found that although in-service teachers have a 

lower level of educational measurement knowledge. Teachers with a pre-service training 

in educational measurement had a better performance of the concepts and principles in 

educational assessment as compared to those without pre-service training of educational 

measurement (Popham, 2006). However, when the high experienced teachers were 

compared to those with low teaching experience had a higher level of educational 

measurement knowledge. This might be possible due to their recent completion of a pre-

service coursework about educational measurement (Volante & Fazio, 2007).  

 

Researchers developed a scale on ‘Teacher Assessment Literacy Questionnaire (TALQ)’ 

having 35 items to measure teachers' literacy assessment, recognizing the need for 

teachers to possess an adequate knowledge in educational assessment (Plake & Impara, 

1992). Similarly, Mertler & Campbell (2005) also developed another instrument titled the 

‘Assessment Literacy Inventory (ALI)’ consisting of 35 items (Alkharusi, 2011).  

  

In educational measurement the teachers' lack of competence and the demands have led 

teacher educators for sound classroom assessment to identify an acceptable level of 

literacy assessment to ensure optimal outcomes learning and instruction that should be 

demonstrated by teachers in the classroom (Volante & Fazio, 2007). It is found that 

without adequate knowledge and strong skills in field of educational measurement, it is 

unlikely that teachers' evaluation practices will lead to the desired improvements of 

learning and instruction in classroom (Alkharusi, 2011).  
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With the empirical evidence it is indicated that inadequate literacy of teachers' assessment 

and a formal training in educational measurement is a prerequisite for assessment literacy 

effectively, in educational measurement further exploration of teachers' knowledge is 

needed (Mertler & Campbell, 2005). Therefore, the main purpose of this research study 

was to develop a model that explains the variation in the literacy assessment among in-

service teachers. After studying related literature in detail, it is investigated that attitude 

toward educational measurement, self-perceived confidence, in-service evaluation 

training,  major, gender, and years of teaching experience can predict the literacy 

assessment of the in-service teachers (Alkharusi., 2011).  

 

2.5. Demographic Attributes 

 

Teachers consider the diversity in terms of ethnic and racial differences. There found 

differences in race, ethnicity, socioeconomic status, exceptionalities, gender, language, 

sexual orientation, religion, and geographical area (Rehman et al., 2005). The classrooms 

contain students have diverse backgrounds of many different social classes and they 

possess a range of strengths and needs. Effective teachers capitalize on the increase of 

diversity and create the classroom environment with such communities, that where 

everyone feels welcomed and challenged. When trying to examine teachers’ academic 

emphasis, sense of efficacy, and trust, a clear picture of the context allows on teachers 

beliefs to be acknowledged for the multiple presses (Kurz, 2006).  
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Several researchers have identified the impacts of the personal and social attributes of 

teachers, students and administrators which affect their attitudes towards each other. 

These demographic implications are more severe and wider as compared to the developed 

and advanced countries (Woolfolk et al., 2007). A research tells that these are not only 

the personal attributes of the teachers, administrators, and students, rather contextual 

factors also affect the evaluation process of the evaluators. For example, beliefs of 

teachers are influenced by contextual variables of the immediate school context and 

classroom (Arric et al, 2011).  

 

In the current study the researcher has collected data about: Respondent-type (RTP), 

Gender of evaluators and the evaluated (GDRR & GDRC), Qualification of the Evaluated 

(QUA), Faculty of the evaluators (FAC), and their Domicile (DOM). Most of these 

demographics have also been used by a long array of researchers in the existing literature 

(see for example, Arbuckle & Williams, 2003; Kurz, 2006; Woolfolk Hoy et. al., 2007; 

Arric et al., 2011). 

 

2.5.1. Effects of the Respondent Types (RTP) 

Colleagues, students and administrators (heads) come from different domains in the 

university with, if not different objectives, but with an absolutely diverse priority of these 

objectives. For example, all the colleagues, students and administrators have to assess the 

teacher’s quality of teaching as one of the objectives but this objective must be on the top 

of list by the student-evaluators than the colleagues and administrators. Colleagues and 

administrators have their own responsibilities within the higher objective of quality-
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education so their priorities for the objectives of a university can be different from the 

students as well as from each other. 

 

2.5.2. Gender Effects (Respondent) 

The research tells that male and female evaluators have different views about the 

performance of teachers meaning that they receive different treatment from the teachers 

so they develop diverse perceptions about the role and performance of teachers (Kurz, 

2006; Mertler & Campbell, 2005; Alkharusi, 2011). 

 

2.5.3. Gender Effects (Case) 

The researchers have reported the role of teachers’ gender in their evaluation by the 

students, colleagues and heads of the departments because gender of the teacher affects 

his/her performance (Das & Das, 2003). Female teachers are more sensitive and 

expressive in teaching and relationship development. Female teachers were more likely to 

know the materials and were more concerned with student progress. They made more 

comments on papers or examinations, and generally made better use of class time. 

Courses taught by male teachers were rated more stimulating and difficult (Arbuckle and 

Williams (2003). 

 

2.5.4. Effects of Qualification & Experience (Q&E) 

a. Qualification 
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It is commonly expected that high qualifications, may lead towards better performance as 

compared to the low qualifications. Highly qualified teachers are supposed to express 

greater expertise and command in their profession of teaching. Similarly, age, experience 

and qualifications are some factors, which may affect performance evaluation (Wright & 

Custer, 1998; Malik et al., 2003; Berk, 2005).  

 

Attached with the qualification are the expectations particularly by the students form their 

teachers about good teaching, effective mentoring and coaching and powerful training in 

the subjects. The researchers have reported over and over that higher qualifications of 

teachers had a positive correlation with performance and students’ achievement (Darling-

Hammond, 2000; Wen Chong, 2010; George & Sabhapathy, 2010). 

 

b. Experience 

 

It is widely believed that teaching experience has positive correlation on the students’ 

growth. Several studies have found that less experienced teachers are less effective than 

the seasoned and experienced ones. A strong relationship exists between teacher expertise 

and years of teaching experience (Darling-Hammond, 2000; Anyamele, 2007).  

 

Almost all the researchers on teachers’ performance evaluation have identified the 

teachers experience as a critical factor and major determinant of the evaluators’ attitude 

in the evaluation process (Anderson, 2004; Wen Chong, 2010). The experienced teachers 

are those who get maturity in the management of their lectures, classroom, student 
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evaluation and best use of extracurricular activities (Gao et al., 2010; Hypmanodlu & 

Hypmanodlu, 2010). 

 

2.5.5. Differences among Faculties (Subject) 

The students from different faculties evaluate their teachers differently due to the 

variation in their subjects. Since the role of teachers varies from department to 

department therefore it was hypothesized that students from different faculties will assess 

and score their teachers differently. Every department has its own powers and 

weaknesses which play the role in creating the image of teachers working therein. The 

students evaluate the academic performance of their teachers according to the overall 

working environment. 

 

2.5.6. Impacts of Location (Domicile) 

The researchers have identified the role of location on the evaluation behavior of the 

evaluators. There is difference of opinion between the people from urban and rural areas 

or local and non-locals. These differences show the significance of the expectations by 

the evaluators belonging to different parts of the locality. Locals have lesser expectations 

than the non-locals who come with high hopes from the teachers. 

 

2.6. Working Concepts 

After a deep analysis of the literature, concepts have been extracted to be used as criteria 

for evaluating the teachers by students, colleagues and head of the departments. These 
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concepts are then arranged into homogeneous groups (attributes) and group-headings 

(Variables) for the purpose of constructing a structured questionnaire. Nine variables 

have been suggested by the literature as the critical factors in the evaluation of teachers. 

Each variable is measured on the basis of a group of attributes included in the group 

attributes of the variable. Following tables (2.1 & 2.2) give the details (names, definitions 

and codes) of all the research variables and the demographic attributes of the respondents. 

 

2.6.1. Research Variables 

Table 2.1 List of Working Concepts (Research Variables) 

No Variables Definition Code 

1 Teaching 

Methods 

Teaching is a skill wherein different methods are used 

to pass on knowledge to the students. Every method 

can be effective if it is according to the requirements 

of the students and successfully commanded by the 

teachers. The current methods should be examined by 

the evaluators. 

TM 

2 Utilization of 

Qualification 

& Experience  

Teacher’s qualification is a critical factor in 

determining his/her performance. Highly qualified 

teachers are expected to teach more powerfully and 

with advanced knowledge and techniques. Similarly, 

experience is a source of knowledge and skills, which 

add to the teaching capabilities of the teachers. 

Therefore this effect has to be evaluated by the 

evaluators. 

UQE 

3 Teacher's 

Attitude & 

Teachers’ attitude is critical factor in determining the 

view of teachers among the evaluators like students. 

TAB 
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Behavior Teachers are expected to treat students as the 

members of a family therefore they must receive 

cooperation and care from their teachers and the 

institute. Teachers’ positive attitude is essential in 

creating interest and involvement among the students. 

4 Classroom 

Management 

The classroom management of teachers is a critical 

factor in determining the role of teachers. Classroom 

management is not primarily an academic activity 

rather a managerial and administrative function 

wherein the teacher has to handle the students as a 

human being with diversity of intellectual and 

psychological powers. 

CM 

5 Care of 

Individual 

Differences 

Every student wants special and unique attention from 

their teachers. If teachers are sensitive to the 

individual differences among the students then they 

can handle every student separately and according to 

his/her unique requirements. This attribute of the 

teacher affects the evaluators’ attitude significantly. 

CID 

6 Co-Curricular 

Activities 

The co-curricular activities of any educational 

institution are as important as are their academic 

assignments. The teachers are expected to take interest 

in extra-curricular events arranged for the training of 

the students. Teachers’ role in such activities adds to 

the positive perceptions of the students and other 

evaluators. 

CCA 

7 Sense of 

Responsibility 

The self-recognition of teachers as the responsible 

persons of an educational institution goes a long way 

in defining their academic performance. The sense of 

responsibility determines the teacher’s level of interest 

in his/her job. The pedagogy is strengthened with an 

increasing sense of responsibility among the 

SR 



 97 

academicians.  

8 Evaluation 

Technique 

Teachers use different evaluation techniques to judge 

the academic improvement of their students. The 

technique should be comprehensive and encompass all 

the potentials of a student so that an accurate view of 

the students could be generated. If the evaluation 

techniques are suitable and liked by the students their 

perceptions of the teachers become positive. 

ET 

9 Overall Score This variable includes one question on each of the 

above eight variables. These eight questions provide a 

global view of the evaluators about the teachers. This 

variable has been used in the regression analysis. 

OS 

 

 

2.6.2. Demographic Categories 

The respondents belong to different demographic groupings, which indicate the variety of 

lifestyles, preferences, culture and attitudes. Due to the demographic diversities, the 

attitude of the individuals changes with reference to any issue. Similarly, the evaluators 

(students, colleagues and heads) have their own demographics which also change their 

belief and behavior while evaluating the teachers. Table (2.2) gives the list of all the 

personal attributes of the respondents examined through the testing of concerned 

hypotheses.  

 

Table 2.2 List of Working Concepts (Demographics) 

No Variables Definition Code 

1 Respondent Type University teachers of Four Faculties were RTP 
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Evaluated by the Heads, Colleagues, & Students 

from the same faculties. 

2 Gender Males & Females (Respondents and Teachers-

Evaluated - Cases) 

GDR 

3 Qualification PhD & Non-PhD (Teachers evaluated) QUA 

4 Faculty Science, Arts, Pharmacy, Agriculture (the 

Respondents) 

FAC 

5 Domicile Local & Non-Local (the Respondents) DOM 

 

 

2.7. Theoretical Framework 

 

Figure 2.1 Schematic Diagram of the Theoretical Framework 
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2.8. List of Sub Hypotheses 

 

2.8.1. Combined Hypotheses on the Behavior of Total Sample 

 

1. Students score higher than colleagues and heads. H
2
  

2. Males are scoring higher than the female respondents. (Respondent). H
3
  

3. Male teachers get greater score than female teachers. (Case). H
4
  

4. PhD teachers are scoring lower than the Non-PhD teachers. H
5
  

5. The respondents from Arts faculty score higher than all the respondents from 

other faculties. H
6
  

6. Locals score higher than the non-locals. H
7
  

7. The predictors are highly correlated with the dependent variables. H
8
  

8. Predicting the Overall Score (of Respondents). H
9
  

9. Prediction of the Score on ‘Teachers Attitude & Behavior’ (TAB). H
10

  

 

2.8.2.0 The Hypotheses Representing Heads  

10. Prediction of Heads Evaluation (Overall Score). H
11

  

11. Prediction of Heads Evaluation (TAB). H
12

  

 

2.8.3. Hypotheses tested on Colleagues  

12. Prediction of Colleagues Evaluation (Overall Score). H
13

  

13. Prediction of Colleagues Evaluation (TAB). H
14
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2.8.4. Hypotheses about the Scores of Students 

 

14. Prediction of Students Evaluation (Overall Score). H
15

  

15. Prediction of Students Evaluation (TAB). H
16
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CHAPTER-3  

RESEARCH METHODOLOGY 

 

3.1. Approach 

 

Research shows that survey approach to data collection is the “most frequently used 

mode of observation in the social sciences (Babbie, 1993). The potential of survey 

research is that, which enables the researcher to collect every kind of data to answer 

every question about the topic (Yin, 1994). Given the human and social nature of the 

topic, the researcher will apply survey approach since in a large population for measuring 

attitudes and orientations; surveys are ‘excellent vehicles (Sekaran, 1999).  

 

Both qualitative and quantitative approaches have been used to study teachers’ behavior 

and academic performance (Onyia & Onyia, 2011). For example, several qualitative 

studies have used to measure the teachers commitment (Menyhárt, 2008, Som & Furqan, 

2010) as well as there is a long list of the quantitative research studies on the issues of 

teachers performance evaluation (Alvarez, 2007; Obeidat & Al-Muhtadi, 2009; Nakpodia 

& Okiemute, 2011). 

 

3.2. Population and Sample 

3.2.1. Population 
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A population is a collection of all the elements we are studying and about which we are 

trying to draw conclusions (Levin, 1978:9). The population of this study consists of all 

the Students, Teachers and Heads of different Faculties/Colleges/Departments in Gomal 

University, Dera Ismail Khan, Khyber Pakhtunkhawa (Pakistan). 

 

3.2.2. Sampling and Sample 

In a sample survey, a sample is selected of respondents and administers a standardized 

questionnaire to them (Babbie, 1993:256). In selecting of a sufficient number, sampling 

is the process of elements from the population so that by studying the sample, and 

understanding the characteristics or properties of that sample subjects, it would be 

possible to generalize the properties or characteristics to the elements of population 

(Sekaran, 1999:268). The Sample of this study was selected on the basis of a pilot study 

conducted different scholars/educationists for the purposes of testing the questionnaire 

instrument as well as get statistics to compute the sample size for the current study. 

 

The sample was constituted of administrative heads, colleagues and students of the 

different departments/colleges of four faculties, Gomal University. The selected sample 

size was 362 subjects which included 29 Heads, 84 Colleagues and 249 Students. 

Following table gives the details of the statistics collected from the pilot study to get the 

sample sizes for administrative heads, colleagues and students. Each group was 

separately treated as a finite population therefore the formula was individually applied on 

all three groups. The details of these applications are given in table (3.1) below. 
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Table 3.1 Showing the Computations of Sample Sizes for Three Groups 

SD Z-Score* SE N n Group 

0.533 1.96 0.097 38 28.62281 Heads (29) 

0.36 1.96 0.064 270 83.81718 Colleagues (84) 

0.73 1.96 0.088 4300 249.047 Students (249) 

               

* Z-Score of (1.96) is the Value fixed for using (0.05) level of Significance. 

 

3.3. Methods of Data Collection 

 

In social research data has to be collected from all the possible sources so that all types of 

relevant facts and figures could be brought together and thereby explain the topic in full 

detail and with high confidence. Contacting all the available sources for gathering topic-

related data is called ‘triangulation’ (Yin, 1994:57). 

 

3.3.1. Secondary Data (Literature Survey) 

All research inevitably involves the use of the book, pamphlet, periodical, and 

documentary materials in libraries. Obviously, no research project can be undertaken 

without this preliminary orientation, nor should one be undertaken without knowledge of 

the research that has already been done in the field (Goode & Hatt, 1952:103). Literature 

review is conducted for different purposes of an academic research process including the 

identification of the relevant research, extraction of the research variables or working 

concepts, development of a theoretical framework and generation of hypotheses (Kothari, 
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1986:21). It is a clear and logical presentation of the relevant research work done thus far 

in the area of investigation (Sekaran, 1999:64).  

 

3.3.2. Primary Data 

Researcher in a typical survey, selects a sample of administers and respondents a 

standardized questionnaire to them (Babbie, 1993:256). A structured questionnaire was 

developed on the basis of extensive literature survey. The questionnaire included 49 

questions about the demographic attributes of the respondents and the research variables. 

 

3.4. Tools for Data Analysis 

 

In a PhD research project data comes from several sources both secondary and primary. 

All these data relate to the same issue therefore, it has to be brought together into a single 

piece of information so that it becomes meaningful. It is done through different types of 

analysis particularly ‘descriptive’ and ‘inferential’ in case of quantitative data. Following 

sections will present the analyzed facts and figures about the variables and their mutual 

relationships. 

 

3.4.1. Descriptive Procedures 

According to Goode & Hatt (1952:343) data analysis relates to the techniques of 

representing the data and the methods of logically ordering them so that questions can be 

raised and answered. The simplest form of representing is the Frequency Distribution or 
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Tabulation. Other general type of summary of a frequency distribution includes measures 

of dispersion such as the standard deviation and the co-efficient of variation. The 

researcher has used multiple tables to present the descriptive findings of this research 

project. 

 

3.4.2. Inferential Statistics (Testing of Hypotheses) 

It is noted that “without hypothesis, research is unfocused a random empirical wandering, 

hypothesis can and must be broken into sub-hypothesis (Goode & Hatt, 1952:57).” 

Hypothesis are generated (and tested) from the theoretical framework developed with the 

help of concepts extracted from the literature survey (Sekaran, 1999:28). For testing of 

hypothesis, correlation, regression and tests of significance were used. 

 

3.5. Operationlization of the Concepts 

 

The ‘working concepts’ are extracted from the literature (see Tables 2.1 & 2.2) which are 

then used as variables and their attributes in the construction of questionnaire. These 

concepts are the building blocks of a theory and abstract elements representing classes of 

phenomena within the field of a study (Babbie, 1993:49). While operationalization is the 

process of reducing abstract concepts so that they can be measured in a tangible way is 

called operationalizing the concepts (Sekaran, 1999:178). Once the concepts have been 

converted into the ‘measurements’ they are ready for further manipulation. 
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3.6. Validity & Reliability 

 

The validity and reliability of the instrument and the variables included is conducted 

through the application of a standard tool and universally accepted criterion called 

‘Cronbach-alpha’. The threshold for determining the reliability of the items included in 

the questionnaire is 0.70 while the score for the current questionnaire is 0.911 which is 

far greater than the required critical value. 

 

Cronbach's Alpha Number of Items 

0.911 49 
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CHAPTER-4  

EMPIRICAL FINDINGS (COMBINED) 

 

The findings of this study are given in chapter four and onwards. This chapter gives the 

results ascertained from the ‘combined’ analysis of all the respondents without any 

reference to their demographic groupings. Both descriptive and inferential results are 

presented to inform about the demographic groupings and the relationships between 

different variables of study, as perceived by all the subjects in the sample of this study. 

 

4.1. Descriptive Results 

 

4.1.1. Respondents’ Profile 

Table 4.1 Gender (Respondent) across Respondent-Type 

Respondent Respondent Type Total 

Head Teacher Student 

Gender 

(Respondent) 

Male 23 68 197 288 

Female 6 16 52 74 

Total 29 84 249 362 

 

Table 4.2 Gender (Case) across Respondent-Type 

Case  Respondent Type Total 

Head Teacher Students   

 

Gender (Case) 

Male 23 73 183 279 

Female 6 11 66 83 
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Total 29 84 249 362 

 

Table 4.3 Qualification across Respondent-Type 

Model  Respondent Type Total 

  Head Teacher Student 

Qualification 

  

PhD 21 38 99 158 

Non-PhD 8 46 150 204 

Total 29 84 249 362 

 

Table 4.4 Faculty across Respondent-Type 

 Model Respondent Type Total 

  Head Teacher Student 

Faculty 

  

  

  

Agriculture 8 24 60 92 

Arts 8 24 65 97 

Pharmacy 4 12 59 75 

Science 9 24 65 98 

Total 29 84 249 362 

 

Table 4.5 Domicile across Respondent-Type  

Location Respondent Type Total 

  Head Teacher Student 

Domicile 

  

Local 14 45 130 189 

Non-Local 15 39 119 173 

Total 29 84 249 362 
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Table 4.6 Descriptive Statistics (Research Variables) 

Model  N Min Max Mean SD 

1 Teaching Methods 362 1.83 5.00 4.0069 .63367 

2 Utilization of Qualification & Experience 362 1.75 5.00 3.6899 .72835 

3 Teacher's Attitude & Behavior 362 1.75 5.00 3.8633 .58581 

4 Classroom Management 362 1.67 5.00 3.8702 .65257 

5 Care of Individual Differences 362 1.25 5.00 3.8363 .73612 

6 Co-Curricular Activities 362 1.50 5.00 3.8377 .75132 

7 Sense of Responsibility 362 1.50 5.00 3.8453 .73818 

8 Evaluation Technique 362 1.00 5.00 3.7956 .66689 

9 Overall Score 362 1.50 5.00 3.7624 .73261 

 Valid N (list wise) 362     

 

4.2. Testing of Hypotheses 

 

In the literature review above, a theoretical framework (Figure 2.1) was extracted from 

the existing research. This research model shows the variables and their mutual 

relationships as existing in this research project. These relationships represent the 

‘Research-Hypotheses’ of this study. The hypotheses have been tested and the findings 

are presented in the following sections. First we will discuss the hypotheses relating to 

the demographic implications on the respondents’ attitude and then the regression 

analysis will be detailed in the next section. 
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4.2.1. Demographic Impacts 

The demographic impacts have been tested and identified through the application of the 

‘tests of significance’ which examine the ‘statistical significance’ of the mean-differences 

between different groups created on demographic diversities. The researcher has used t-

Tests and Analysis of Variance (ANOVA) procedures for checking the critical position of 

attitudinal differences among the groups. 

 

a. Impacts of Respondents’ Type (H
2
) 

Hypothesis # 2 Students Score Higher than Colleagues and Heads. H
2
  

Table 4.7 ANOVA Application on Respondent Types 

Model  Sum of 

Squares 

df Mean 

Square 

F Sig. 

1.Teaching Methods 3.583 2 1.791 4.549 .011 

2.Utilization of Qualification &   Experience 0.094 2 0.047 0.088 .916 

3.Teacher's Attitude & Behavior 2.192 2 1.096 3.233 .041 

4. Classroom Management 0.138 2 0.069 0.162 .851 

5.Care of Individual Differences 2.900 2 1.450 2.701 .068 

6.Co-Curricular Activities 1.460 2 0.730 1.295 .275 

7.Sense of Responsibility 0.536 2 0.268 0.490 .613 

8.Evaluation Technique 1.364 2 0.682 1.538 .216 

9.Overall Score 0.253 2 0.126 0.235 .791 

 

Table 4.7 tells that the results of ANOVA Applications for computing the significance of 

the differences between different types of respondents. The mean differences (Table 4.7a 

in Annexure 2) between students, colleagues and administrative heads show that students 

are scoring higher than other groups. However, ANOVA applications on nine research 
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variables show that the differences are significant only on two variables: Teaching 

methods (TM) and Teacher's Attitude & Behavior (TAB) with p-values of 0.011 and 

0.041. Given that the p-values of seven out of nine tests are far greater than the critical 

value of 0.05 therefore hypothesis # 2 is rejected saying that there are no impacts of 

‘respondent-type (RTP)’ on their responses. 

 

b. Gender Impacts on Respondents (H
3
) 

Hypothesis # 3 Females Score Lesser than the Male Respondents. H
3
  

Table 4.8 Independent Samples Test (Gender - Respondent) 

 Model F Sig. t df Sig. (2-

tailed) 

1. Teaching Methods 3.584 .059 0.379 360 .705 

2. Utilization of Qualification & Experience 0.696 .405 -.616 360 .538 

3. Teacher's Attitude & Behavior 0.656 .419 0.279 360 .780 

4. Classroom Management 0.243 .622 1.781 360 .076 

5. Care of Individual Differences 0.792 .374 1.443 360 .150 

6. Co-Curricular Activities 1.886 .170 0.128 360 .898 

7. Sense of Responsibility 3.435 .065 0.053 360 .957 

8. Evaluation Technique 1.267 .261 -.415 360 .678 

9. Overall Score 1.816 .179 -.214 360 .831 

 

Table 4.8 presents the results of t-Test applications on nine variables to test the impacts 

of gender on the responses of male and female students, colleagues and heads of the 

departments. As the results show that tests have come up with insignificant values on all 

the applications therefore, hypothesis # 3 is rejected with a decision that gender of the 
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respondents has no effect whatsoever on the attitude of the respondents while evaluating 

their teachers. 

 

c. Gender Impacts of the Teachers Evaluated (H
4
) 

Hypothesis # 4 Female Teachers Receive Lower Score than the Male Teachers. 

H
4
  

Table 4.9 Independent Samples Test (Gender – Case) 

Model  F Sig. t df Sig. (2-

tailed) 

1. Teaching Methods 6.617 .010 .244 360 .807 

2. Utilization of Qualification & Experience 0.033 .856 -2.067 360 .039 

3. Teacher's Attitude & Behavior 2.598 .108 -1.115 360 .265 

4. Classroom Management 0.001 .975 1.514 360 .131 

5. Care of Individual Differences 0.000 .999 -.057 360 .955 

6. Co-Curricular Activities 2.605 .107 -.660 360 .510 

7. Sense of Responsibility 0.396 .529 -1.202 360 .230 

8. Evaluation Technique 0.111 .739 -.406 360 .685 

9. Overall Score 0.571 .450 -.080 360 .936 

 

Based on the mean differences (Table 4.9a in Annexure 2) it was hypothesized that 

female teachers are getting lesser scores than the male teachers. However, as Table 4.9 

shows that only one sub-hypothesis has come up with significant p-value of 0.039. But all 

the remaining eight tests are insignificant as their p-values are not less than the critical 

value of 0.05. Given this output, it is decided that hypothesis # 4 is rejected saying that 

the respondents are not significantly differentiating between the male and female teachers 

evaluated in the questionnaire. 
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d. Effects of Qualifications of Teachers Evaluated (H
5
) 

Hypothesis # 5 Non-PhD Teachers get More Score than PhDs. H
5
  

Table 4.10 Independent Samples Test (Qualification) 

 Model F Sig. t df Sig. (2-

tailed) 

1.Teaching Methods 1.323 .251 -1.974 360 .049 

2. Utilization of Qualification & Experience 0.370 .544 0.217 360 .828 

3. Teacher's Attitude & Behavior 5.509 .019 -.999 360 .319 

4. Classroom Management 1.042 .308 -.268 360 .789 

5. Care of Individual Differences 0.590 .443 -.056 360 .955 

6. Co-Curricular Activities 1.020 .313 0.302 360 .763 

7. Sense of Responsibility 3.154 .077 1.538 360 .125 

8. Evaluation Technique 0.561 .454 -.842 360 .400 

9. Overall Score 0.418 .518 -1.225 360 .221 

 

In hypothesis # 5, it was claimed based on the mean difference (Table 4.10a, Annexure 2) 

that non-PhD teachers are getting far less scores than the PhD teachers. However, as 

Table 4.10 reveals that those differences are minor and only significant result in this 

regard is that the Non-PhD is being appreciated on their teaching methods (TM) where 

the p-value is 0.049, which is falling within the critical value of 0.05. Since the results are 

insignificant on eight out of nine tests therefore we reject the hypothesis # 5 as 

unsubstantiated. 

 

e. Differences across Faculties (H
6
) 

Hypothesis # 6 Respondents from Arts Faculty, Score Higher than the Other 

Groups. H
6
  

Table 4.11 ANOVA (Faculty – Combined) 
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Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1. Teaching Methods 6.947 3 2.316 6.007 .001 

2. Utilization of Qualification & Experience 7.283 3 2.428 4.718 .003 

3. Teacher's Attitude & Behavior 1.833 3 0.611 1.792 .148 

4. Classroom Management 4.164 3 1.388 3.322 .020 

5. Care of Individual Differences 7.500 3 2.500 4.757 .003 

6. Co-Curricular Activities 6.597 3 2.199 3.993 .008 

7. Sense of Responsibility 8.063 3 2.688 5.101 .002 

8. Evaluation Technique 4.865 3 1.622 3.729 .012 

9. Overall Score 6.077 3 2.026 3.864 .010 

 

In above Table 4.11, the mean differences between the respondents from different 

faculties were found critically diverse and after descriptive analysis it was hypothesized 

that the respondents from Arts faculty have scored higher than those from pharmacy, 

agriculture and science. The results are very significant on eight out of nine tests. The 

respondents from the Arts faculty score higher than those from any other faculty. It is 

however, surprising that all have the same opinion about the teachers’ attitude and 

behavior (TAB, p-value = 0.148). The results are significant on TM, UQE, CM, CID, 

CCA, SR, ET and OS. The p-values are 0.001, 0.003, 0.02, 0.003, 0.008, 0.002, 0.012 

and 0.01 respectively. As the results show that differences are significant on eight out of 

nine tests therefore the hypothesis # 6 is accepted as admitting the impacts of faculty on 

the responses of the sample. 

 

f. The Impacts of the Domicile – Respondents (H
7
) 



 115 

Hypothesis # 7 Locals Score Higher than the Non-Locals. H
7
  

Table 4.12 Independent Samples Test (Domicile combined) 

Model  F Sig. t df Sig. (2-

tailed) 

1. Teaching Methods 0.502 .479 1.921 360 .055 

2. Utilization of Qualification & Experience 4.559 .033 1.608 360 .109 

3. Teacher's Attitude & Behavior 0.045 .833 2.712 360 .007 

4. Classroom Management 1.041 .308 1.949 360 .052 

5. Care of Individual Differences 2.272 .133 2.694 360 .007 

6. Co-Curricular Activities 0.529 .468 1.709 360 .088 

7. Sense of Responsibility 0.405 .525 2.147 360 .032 

8. Evaluation Technique 0.138 .711 1.587 360 .113 

9. Overall Score 0.325 .569 2.242 360 .026 

 

The above Table 4.12 presents the results of nine t-Tests about the significance of the 

mean differences between the local and non-local respondents. The outputs are mixed, for 

instance, they are significant on four out of nine applications on nine variables. There are 

established differences are opinion (Locals score higher) on TAB (p-value=0.007), CID 

(p-value=0.007), SR (p-value=0.032), and OS (p-value=0.026). However, tests are 

insignificant on TM, UQE, CM, CCA and ET. Given the fact that results are insignificant 

on five out of nine variables therefore the hypothesis # 7 is rejected saying that less 

number of hypotheses have been substantiated while more number has emerged as 

insignificant. 

 

4.2.2. Prediction of the Respondents’ Behavior (Best Fit) 
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a. Correlations between the Research Variables – Combined (H
8
) 

Hypothesis # 8 Predictors are Highly Correlated with the Criterion Variables. H
8
  

Table 4.13 Correlations (Combined) 

 Model   1.TM 2.UQE     3.TAB 4.CM 5.CID 6.CCA 7.SR 8.ET 

1. TM 

  

r  1        

p .        

2. UQE 

  

r .397 1       

p .000 .       

3. TAB 

  

r .495 .349 1      

p .000 .000 .      

4. CM 

  

r .504 .363 .538 1     

p .000 .000 .000 .     

5. CID 

  

r .468 .303 .516 .536 1    

p .000 .000 .000 .000 .    

6. CCA 

  

r .468 .208 .501 .518 .417 1   

p .000 .000 .000 .000 .000 .   

7. SR 

  

r .366 .209 .458 .501 .471 .507 1  

p .000 .000 .000 .000 .000 .000 .  

8. ET 

  

r .405 .278 .530 .428 .411 .458 .466 1 

p .000 .000 .000 .000 .000 .000 .000 . 

9. OS 

  

r .305 .270 .478 .346 .298 .388 .437 .852 

p  .000 .000 .000 .000 .000 .000 .000 .000 

Correlation is significant at the 0.01 level (2-tailed). 

 

In Table 4.13, the research study shows that the ‘overall score (OS)’ and ‘teachers 

attitude and behavior (TAB)’ have been used as the criterion (dependent) variables while 

all rest of the variables have been operated as the ‘Predictors’ including both the research 

and demographic factors. Table 4.13 gives the correlation figures between the 
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independent and dependent variables. The correlations of the predictors with OS are 

highly significant (p-values of 0.000) and strong correlation statistics. For example, the 

table tells that the correlation of OS with TM is (r=.305), UQE (r=.270), TAB (r=.478), 

CM (r=.346), CID (r=.298), CCA (r=.388), SR (r=.437), & ET (r=.852). Likewise the 

association between criterion variable of ‘Teachers Attitude and Behavior (TAB) and the 

predictors is: CM (r=.538), TM (r=.495), CID (r=.516), UQE (r=.349), CCA (r=.501), SR 

(r=.458), ET (r=.530), & OS (r=.478). Keeping in view the statistics on the correlations 

between two criterion and seven predictors it is decided that hypothesis # 8 is accepted as 

substantiated. 

 

b. Best Fit Regression Model for the Combined Behavior (H
9
) 

Hypothesis # 9 All the Predictors Explain the Change in OS. H
9
  

Table 4.14 Model Summary (Predicting OS - Combined) 

Model R R Square Adjusted 

R Square 

Std. E the 

Estimate 

F Sig. 

 .852(a) .725 .725 .38444 951.019 .000(a) 

 .854(b) .729 .727 .38263 482.216 .000(b) 

 .856(c) .733 .731 .37980 328.404 .000(c) 

 

Table 4.14a Coefficients of Regression (Predicting OS) 

Model 

  

Un-standardized 

Coefficients 

Standardized 

Coefficients 

B SE Beta  t Sig.  

 

 8 

(Constant) .211 .117  1.806 .072 

Evaluation Technique .936 .030 .852 30.839 .000 

 (Constant) .344 .133  2.598 .010 
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 8 

 5 

Evaluation Technique .964 .033 .878 29.106 .000 

Care of Individual Differences -.063 .030 -.063 -2.100 .036 

 

 8 

 5 

 7 

(Constant) .248 .137  1.807 .072 

Evaluation Technique .934 .035 .851 26.731 .000 

Care of Individual Differences -.091 .032 -.091 -2.857 .005 

Sense of Responsibility .082 .033 .083 2.523 .012 

 

Table 4.14b Excluded Variables (Predicting OS) 

Model 

  

Beta In 

  

t 

  

Sig. 

  

Partial 

Correlation 

  

Collinearity 

Statistics 

Tolerance 

1 

2 

3 

TM -.048(a) -1.576 .116 -.083 .836 

UQE .036(a) 1.257 .210 .066 .923 

TAB .037(a) 1.122 .263 .059 .719 

4  

5 

6 

7 

CM -.023(a) -.755 .451 -.040 .817 

CID -.063(a) -2.100 .036 -.110 .831 

CCA -.002(a) -.076 .939 -.004 .790 

SR .050(a) 1.619 .106 .085 .783 

1 

2 

3 

4 

 6 

 7 

TM -.028(b) -.881 .379 -.047 .727 

UQE .051(b) 1.761 .079 .093 .880 

TAB .074(b) 2.109 .036 .111 .612 

CM .006(b) 0.175 .861 .009 .661 

CCA .017(b) 0.537 .592 .028 .727 

SR .083(b) 2.523 .012 .132 .689 

1 

2 

3 

4 

6 

TM -.037(c) -1.165 .245 -.062 .719 

UQE .050(c) 1.720 .086 .091 .880 

TAB .061(c) 1.715 .087 .090 .595 

CM -.018(c) -.518 .604 -.027 .613 

CCA -.008(c) -.244 .808 -.013 .659 

 

a. Predictors in the Model: ET 
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b. Predictors in the Model: ET, CID 

c. Predictors in the Model: ET, CID, SR 

d. Dependent Variable: Overall Score 

 

For determining the Overall Score of all the respondents, three regression models have 

emerged in the stepwise regression. The third model comes up with maximum value of 

the co-efficient of determination (R
2
) and that is 0.733 or 73%. Three predictors have 

revealed as the ‘best fit’ to predict OS including evaluating technique (ET, p-value = 

0.000), Care of Individual Differences (CID, p-value = .005) and Sense of Responsibility 

(SR, p-value = .012). It is striking that rest of the five predictors have been excluded from 

the prediction process. The TM (p-value = .245), UQE (p-value = .086), TAB (p-value = 

.087), CM (p-value = .604), and CCA (p-value = .808) have no role in the explanation of 

variation in the dependent variable of OS because their p-values are far beyond the 

critical value of .05. Since 73% of change in OS is attributed to the three predictors 

therefore hypothesis # 9 is accepted as true. 

 

c. Best Fit Regression Model for the Combined Behavior TAB (H
10

) 

Hypothesis # 10 All the Predictors Explain the Change in OS. H
10

  

Table 4.15 Model Summary of Predicting OS - Combined 

Model R R Square Adjusted 

R Square 

Std. Error of 

the Estimate 

F Sig. 

 .538(a) .290 .288 .49434 146.955 .000(a) 

 .632(b) .400 .396 .45520 119.449 .000(b) 

 .662(c) .438 .433 .44096 93.043 .000(c) 

 .677(d) .459 .453 .43338 75.653 .000(d) 

 .687(e) .472 .465 .42862 63.670 .000(e) 
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 .693(f) .480 .471 .42608 54.569 .000(f) 

 .691(g) .477 .470 .42645 65.047 .000(g) 

Table 4.15a Coefficients of Regression: Predicting OS – Combined 

Model 

  

Unstandardized 

Coefficients 

Standardized 

Coefficients 

B Std. Error Beta t Sig. 

 

4 

(Constant) 1.993 .156  12.735 .000 

Classroom Management .483 .040 .538 12.123 .000 

 

4 

8 

(Constant) 1.316 .167  7.902 .000 

Classroom Management .342 .041 .381 8.428 .000 

Evaluation Technique .322 .040 .367 8.098 .000 

 

4 

8 

5 

(Constant) 1.129 .166  6.815 .000 

Classroom Management .248 .044 .276 5.664 .000 

Evaluation Technique .275 .040 .313 6.938 .000 

Care of Individual Differences .191 .038 .239 4.955 .000 

 

4 

8 

5 

1 

(Constant) .892 .175  5.097 .000 

Classroom Management .200 .045 .223 4.454 .000 

Evaluation Technique .247 .040 .281 6.227 .000 

Care of Individual Differences .158 .039 .199 4.075 .000 

Teaching Methods .163 .044 .176 3.692 .000 

 

4 

8 

5 

1 

 

6 

(Constant) .850 .174  4.892 .000 

Classroom Management .164 .046 .182 3.556 .000 

Evaluation Technique .218 .040 .249 5.404 .000 

Care of Individual Differences .148 .039 .186 3.854 .000 

Teaching Methods .136 .045 .147 3.059 .002 

Co-Curricular Activities .114 .038 .146 2.996 .003 

 

4 

8 

5 

(Constant) .798 .174  4.585 .000 

Classroom Management .162 .046 .181 3.548 .000 

Evaluation Technique .088 .070 .101 1.271 .204 

Care of Individual Differences .156 .038 .197 4.071 .000 
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1 

6 

 

9 

Teaching Methods .142 .044 .154 3.205 .001 

Co-Curricular Activities .110 .038 .142 2.925 .004 

Overall Score .135 .059 .169 2.293 .022 

  

4 

5 

1 

6 

 

9 

 

(Constant) .811 .174  4.662 .000 

Classroom Management .166 .046 .185 3.629 .000 

Care of Individual Differences .165 .038 .207 4.340 .000 

Teaching Methods .149 .044 .161 3.386 .001 

Co-Curricular Activities .116 .038 .148 3.075 .002 

Overall Score .196 .034 .245 5.756 .000 

 

Table 4.15b Excluded Variables from the Model to Predict OS – Combined 

Model Beta In 

 

t 

 

Sig. 

 

Partial 

Corr. 

 

Coll. 

Statistics 

Tolerance 

1 

2  

5 

6 

7 

8 

9 

Teaching Methods .300(a) 6.128 .000 .308 .746 

Utilization of Quali& Experience .177(a) 3.776 .000 .195 .869 

Care of Individual Differences .319(a) 6.398 .000 .320 .713 

Co-Curricular Activities .303(a) 6.130 .000 .308 .732 

Sense of Responsibility .251(a) 5.047 .000 .257 .749 

Evaluation Technique .367(a) 8.098 .000 .393 .817 

Overall Score .331(a) 7.509 .000 .368 .880 

1 

2 

5 

6 

Teaching Methods .220(b) 4.638 .000 .238 .702 

Utilization of Quali& Experience .128(b) 2.910 .004 .152 .850 

Care of Individual Difference .239(b) 4.955 .000 .253 .673 

Co-Curricular Activities .204(b) 4.154 .000 .214 .663 

7 

9 

Sense of Responsibility .142(b) 2.879 .004 .150 .671 

Overall Score .122(b) 1.565 .118 .082 .274 

1 

2 

6 

Teaching Methods .176(c) 3.692 .000 .192 .666 

Utilization of Quali & Experience .106(c) 2.472 .014 .130 .840 

Co-Curricular Activities .176(c) 3.640 .000 .189 .652 
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7 

9 

Sense of Responsibility .095(c) 1.917 .056 .101 .639 

Overall Score .162(c) 2.146 .033 .113 .271 

2 

6 

7 

9 

Utilization of Quali & Experience .075(d) 1.719 .086 .091 .798 

Co-Curricular Activities .146(d) 2.996 .003 .157 .626 

Sense of Responsibility .089(d) 1.833 .068 .097 .639 

Overall Score .177(d) 2.381 .018 .125 .271 

2 

7 

9 

Utilization of Quali & Experience .086(e) 2.000 .046 .106 .793 

Sense of Responsibility .058(e) 1.161 .246 .062 .602 

Overall Score .169(e) 2.293 .022 .121 .270 

2 

7 

Utilization of Quali & Experience .076(f) 1.765 .078 .093 .783 

Sense of Responsibility .044(f) .874 .383 .046 .591 

2 

7 

8 

Utilization of Quali & Experience .074(g) 1.715 .087 .091 .784 

Sense of Responsibility .045(g) .895 .371 .047 .592 

Evaluation Technique .101(g) 1.271 .204 .067 .234 

 

a. Predictors in the Model: (Constant), CM 

b. Predictors in the Model: (Constant), CM, ET 

c. Predictors in the Model: (Constant), CM, ET, CID 

d. Predictors in the Model: (Constant), CM, ET, CID, TM 

e. Predictors in the Model: (Constant), CM, ET, CID, TM, CCA 

f. Predictors in the Model: (Constant), CM, TM, CID, TM, CCA, OS 

g. Predictors in the Model: (Constant), CM, CID, TM, CCA, OS 

h. Dependent Variable: 3. Teacher's Attitude & Behavior 

 

Tables above show the results of the regression analysis on predicting the ‘teacher’s 

attitude and behavior (TAB)’. Seven models have emerged and the 7
th

 model provides the 

list of predictors, best explaining the TAB of the teachers evaluated. The R2 is 0.477 

meaning that 48% of change in the criterion variable (TAB) is determined by five of the 

predictors: CM (p-value = .000), CID (p-value = .000), TM (p-value = .001), CCA (p-
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value = .002), and OS (p-value = .000). However, UQE (p-value = .087), SR (p-value = 

.371) and ET (p-value = .204) have been brushed aside because their results are not 

significant. The R2 tells that 48% of variation in the dependent variable depends on the 

predictors used therefore hypothesis # 10 is substantiated with finding that five out of 

eight variables predict TAB. 

 

4.3. Summary of the Results 

 4.3.1. Demographic Impacts (Combined) 

Table 4.16 Table Showing Summary of the Tests of Significance 

Model RTP GDR/R GDR/C QUA FAC DOM 

1. Teaching Methods .011 .705 .807 .049 .001 .055 

2. Utilization of Quali& Exper .916 .538 .039 .828 .003 .109 

3. Teacher's Attitude & Behavr .041 .780 .265 .319 .148 .007 

4. Classroom Management .851 .076 .131 .789 .020 .052 

5. Care of Individual Diff .068 .150 .955 .955 .003 .007 

6. Co-Curricular Activities .275 .898 .510 .763 .008 .088 

7. Sense of Responsibility .613 .957 .230 .125 .002 .032 

8. Evaluation Technique .216 .678 .685 .400 .012 .113 

9. Overall Score .791 .831 .936 .221 .010 .026 

 

Table 4.16 shows the summary of results from the tests of significance applied to find out 

the importance of mean differences between the respondents when divided into different 

groups according to their demographic attributes. The gender of the respondents is the 

only variable which is playing no role whatsoever (with all p-values higher than the 

required 0.05) in explaining the attitude of the respondents towards teachers evaluation. 
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However, all rest of the demographic factors (RTP, GDR(C), QUA, FAC & DOM) is 

changing the respondents’ attitude on at least one of the variables. 

 

Faculty is the top variable with significant results on all the variables except TAB (p-

value = 0.148). The subjects coming from different departments/faculties have highly 

critical differences of opinion on all the criteria used for the evaluation of teachers. After 

FAC, the other critical demographic factor is DOM (Domicile) which is a powerful 

variable playing dominant role in changing the attitude on four of the variables (TAB, 

CID, SR & OS). Thus, it can be deduced that demographic attributes are playing 

significant role in determining the attitude of students, colleagues and heads in their 

evaluation of teachers at the university. 

4.3.2. Prediction of the Respondents’ Behavior (Combined) 

Table 4.17 Table Showing Summary of the Regression Analysis (Combined) 

Predictors OS  

(3 Models) 

R
2
 = .733 

TAB 

(7 Models) 

R
2
 = .477 

1 Teaching Methods X .001 

2 Utilization of Qualification & Experience X X  

3 Teacher's Attitude & Behavior X - 

4 Classroom Management X .000 

5 Care of Individual Differences .005 .000 

6 Co-Curricular Activities X .002 

7 Sense of Responsibility .012 X 

8 Evaluation Technique .000 X 

9 Overall Score - .000 
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CHAPTER-5  

EMPIRICAL FINDINGS (CATEGORICAL) 

 

5.1. Evaluation by Administrative Heads 

 

5.1.1. Predicting the Heads Overall Score 

 

a. Predicting the Overall Score (OS) of Heads (H
11

) 

Hypothesis # 11 OS of Heads is determined by All the Predictors. H
11

  

Table 5.1 Model Summary of Regression to determine OS of Heads 

Model R R Square Adjusted R Square SE of the Estimate F Sig. 

 .808(a) .652 .640 .45991 50.672 .000(a) 

 .844(b) .712 .690 .42629 32.203 .000(b) 

 

Table 5.1a Coefficients of Regression to Predict OS of Heads 

Model 

  

Un-standardized 

Coefficients 
Standardized Coefficients 

B Std. Error Beta t Sig. 

 

8 

(Constant) .601 .448  1.340 .191 

Evaluation Technique .863 .121 .808 7.118 .000 

 

8  

(Constant) .216 .447  .482 .634 

Evaluation Technique .500 .192 .468 2.604 .015 

7 Sense of Responsibility .457 .196 .419 2.330 .028 

 

 

 

Table 5.1b Excluded Variables from the Model to Predict OS (Heads) 
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Model 

  

Beta In t Sig. Partial 

Correlation 

Collinearity 

Statistics 

Tolerance 

1 

1. TM .166(a) 1.152 .260 .220 .614 

2. UQE .239(a) 1.733 .095 .322 .631 

3. TAB .080(a) .429 .672 .084 .385 

4. CM .229(a) 1.922 .066 .353 .826 

5. CID -.120(a) -.750 .460 -.146 .507 

6. CCA .252(a) 2.109 .045 .382 .798 

7. SR .419(a) 2.330 .028 .416 .342 

2 

1. TM .115(b) .843 .407 .166 .596 

2. UQE .211(b) 1.633 .115 .310 .625 

3. TAB .060(b) .345 .733 .069 .384 

4. CM .184(b) 1.609 .120 .306 .796 

5. CID -.153(b) -1.034 .311 -.203 .503 

6. CCA .191(b) 1.610 .120 .307 .738 

 

a. Predictors in the Model: ET 

b. Predictors in the Model: ET & SR 

c. Dependent Variable: Overall Score 

 

Table 5.1a presents the included variables in the model which consists of the ‘Evaluation 

technique – ET’ and the ‘Sense of responsibility – SR’; while rest of the six variables 

have emerged as insignificant in the regression model. However, the R2 of 0.712 in the 

second model tells that the two determinants are explaining 71% of the variation in the 

dependent variable thus, hypothesis # 11 is accepted and substantiated. 

 

 

5.1.2. Predicting the Heads Evaluation of the TAB (H
12

) 
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Hypothesis # 12 Evaluation of TAB is determined by All the Predictors. H
1 

Table 5.2 Model Summary of Regressions on TAB (Heads) 

Model R R Square Adjusted 

R Square 

Std. Error of 

the Estimate 

F Sig. 

 .784(a) .615 .600 .37296 43.077 .000(a) 

 .830(b) .688 .664 .34193 28.687 .000(b) 

 

Table 5.2a Coefficients of Regression on TAB (Heads) 

Model 

  

Un-standardized 

Coefficients 

Standardized 

Coefficients 

B Std. Error Beta t Sig. 

1 

  

    (Constant) 1.400 .363  3.850 .001 

2. Evaluation Technique .646 .098 .784 6.563 .000 

2 

  

  

    (Constant) .825 .406  2.032 .053 

2. Evaluation Technique .469 .115 .569 4.074 .000 

1. Teaching Methods .329 .133 .346 2.475 .020 

 

Table 5.2b Excluded Variables from the Model to Predict TAB (Heads) 

Model 

  

Beta In 

 

t 

 

Sig. 

 

Partial 

Corr. 

 

Collinearity 

Statistics 

Tolerance 

 1 

 2 

 4 

 5 

Teaching Methods .346(a) 2.475 .020 .437 .614 

Utilization of Quali & Exper .185(a) 1.242 .225 .237 .631 

Classroom Management .216(a) 1.703 .101 .317 .826 

Care of Individual Differences .198(a) 1.191 .244 .227 .507 

 6 

 7 

 9 

Co-Curricular Activities .097(a) .720 .478 .140 .798 

Sense of Responsibility .054(a) .260 .797 .051 .342 

Overall Score .088(a) .429 .672 .084 .348 

 2 Utilization of Quali & Exper .125(b) .890 .382 .175 .609 
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 4 

 5 

 6 

 7 

 9 

Classroom Management .118(b) .900 .377 .177 .701 

Care of Individual Differences .064(b) .378 .708 .075 .435 

Co-Curricular Activities .027(b) .212 .834 .042 .754 

Sense of Responsibility -.026(b) -.136 .893 -.027 .332 

Overall Score -.014(b) -.071 .944 -.014 .331 

 

a. Predictors in the Model: (Constant), ET 

b. Predictors in the Model: (Constant), ET, TM 

c. Dependent Variable: Teacher's Attitude & Behavior 

 

Table 5.2a shows that evaluation technique (ET) and teaching methods (TM) are 

explaining the variation in the teacher’s attitude and behavior. All the other six variables 

are standing out of the analysis. Their p-values are far greater to than 0.05 of the required 

critical value. The two predictors have brought 69% of the change in the criterion 

variable so hypothesis # 12 is accepted. 

 

5.2. Evaluation by Colleagues 

 

5.2.1. Predicting Overall Score of the Colleagues (H
13

) 

 

Hypothesis # 13 OS of Colleagues is determined by All the Predictors. H
13

  

Table 5.3 Model Summary of Regression on OS (Colleagues) 

Model R R 

Square 

Adjusted 

R Square 

Std. E of the 

Estimate 

F Sig. 

.873(a) .763 .760 .34519 263.553 .000(a) 

.880(b) .775 .770 .33799 139.724 .000(b) 

.887(c) .787 .780 .33072 98.820 .000(c) 
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Table 5.3a Coefficients of Regression to Predict OS of Colleagues 

Model 

  

Un-standardized 

Coefficients 
Standardized Coefficients 

B SE Beta t Sig. 

 

8 

(Constant) .114 .225  .505 .615 

Evaluation Technique .963 .059 .873 16.234 .000 

 

8 

5 

(Constant) .421 .264  1.597 .114 

Evaluation Technique 1.011 .062 .917 16.228 .000 

 Care of Individual Diff -.124 .058 -.120 -2.129 .036 

 

8  

  5 

7 

(Constant) .263 .268  .981 .330 

Evaluation Technique .958 .066 .869 14.585 .000 

Care of Individual Diff -.161 .060 -.156 -2.699 .008 

Sense of Responsibility .130 .061 .130 2.144 .035 

 

Table 5.3b Excluded Variables from the Model to Predict OS of Colleagues 

Model 

  

Beta In 

  

t 

  

Sig. 

  

Partial 

Correlation 

  

Collinearity 

Statistics 

Tolerance 

1 

  

  

  

  

  

  

1. TM .031(a) 0.519 .605 .058 .799 

2. UQE .048(a) 0.865 .390 .096 .935 

3. TAB .031(a) 0.500 .619 .055 .745 

4. CM -.014(a) -.242 .809 -.027 .844 

5. CID -.120(a) -2.129 .036 -.230 .869 

6. CCA .040(a) 0.651 .517 .072 .760 

7. SR .083(a) 1.379 .172 .151 .784 

2 

  

  

  

1. TM .087(b) 1.384 .170 .153 .698 

2. UQE .059(b) 1.083 .282 .120 .928 

3. TAB .105(b) 1.572 .120 .173 .612 

4. CM .046(b) 0.720 .474 .080 .692 
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5. CCA .066(b) 1.076 .285 .119 .735 

7. SR .130(b) 2.144 .035 .233 .720 

3 

  

  

  

  

1. TM .070(c) 1.124 .265 .125 .685 

2. UQE .048(c) .889 .377 .100 .918 

3. TAB .112(c) 1.720 .089 .190 .611 

4. CM -.010(c) -.145 .885 -.016 .578 

5. CCA .007(c) .107 .915 .012 .574 

 

a. Predictors in the Model: ET 

b. Predictors in the Model: ET, CID 

c. Predictors in the Model: ET, CID, SR 

d. Dependent Variable: Overall Score 

 

The Table 5.3a shows that three variables have come up as the predictors of the 

dependent variable (overall score): Evaluation Technique (ET), Care of Individual 

Differences (CID), and Sense of Responsibility (SR). They are making 0.787 or 79% 

variation in the criterion variable. Five of the predictors have been excluded from the 

regression model. Given the value of R2 as 0.787, the hypothesis # 13 is declared as 

accepted. 

 

5.2.2. Predicting the Score of Colleagues on TAB (H
14

) 

 

Hypothesis # 14 The Colleagues’ Perceptions on teachers’ TAB are determined 

by All the Predictors. H
14

  

Table 5.4 Model Summary of Regression to Predict TAB (Colleagues)  

Model 

 

R R Square Adjusted 

R Square 

Std. Error of the 

Estimate 

F Sig. 

.575(a) .331 .322 .46564 40.507 .000(a) 

.664(b) .441 .427 .42823 31.924 .000(b) 

.696(c) .484 .465 .41394 25.008 .000(c) 
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.714(d) .509 .484 .40627 20.482 .000(d) 

.734(e) .539 .509 .39627 18.232 .000(e) 

 

Table 5.4a Coefficients of Regression to Predict TAB (Colleagues) 

Model 

  

Un-standardized 

Coefficients 

Standardized Coefficients 

B Std. E Beta t Sig 

1 

  

     (Constant) 1.757 .317  5.539 .000 

4. Classroom Management .513 .081 .575 6.364 .000 

2 

  

  

    (Constant) .898 .363  2.476 .015 

4. Classroom Management .345 .085 .387 4.046 .000 

1. Teaching Methods .382 .096 .382 3.994 .000 

3 

  

  

  

    (Constant) .613 .367  1.671 .099 

4. Classroom Management .296 .085 .332 3.500 .001 

1. Teaching Methods .302 .098 .302 3.098 .003 

8. Evaluation Technique .211 .082 .239 2.586 .012 

4 

  

  

  

  

   (Constant) .472 .367  1.284 .203 

4. Classroom Management .237 .088 .266 2.694 .009 

1. Teaching Methods .257 .098 .257 2.612 .011 

8. Evaluation Technique .191 .081 .215 2.358 .021 

5. Care of Individual Diff .160 .080 .193 2.012 .048 

5 

  

  

  

  

  

    (Constant) .560 .360  1.555 .124 

4. Classroom Management .318 .093 .356 3.415 .001 

1. Teaching Methods .263 .096 .263 2.742 .008 

8. Evaluation Technique .241 .082 .273 2.943 .004 

5. Care of Individual Diff .177 .078 .214 2.273 .026 

7. Sense of Responsibility -.179 .080 -.223 -2.245 .028 

 

 

Table 5.4b Excluded Variables from Regression on TAB (Colleagues) 
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Model 

  

Beta In 

  

t 

  

Sig. 

  

Partial 

Corr. 

  

Collinearity 

Statistics 

Tolerance 

1 

  

  

1. Teaching Methods .382(a) 3.994 .000 .406 .756 

2. Utilization of Quali& Exper .216(a) 2.342 .022 .252 .907 

5. Care of Individual Diff .311(a) 3.127 .002 .328 .744 

6. Co-Curricular Activities .163(a) 1.443 .153 .158 .631 

7. Sense of Responsibility -.048(a) -.438 .663 -.049 .676 

8. Evaluation Technique .329(a) 3.579 .001 .370 .844 

9. Overall Score .307(a) 3.402 .001 .354 .889 

2 

  

  

  

  

  

2. Utilization of Quali & Exp .142(b) 1.596 .114 .176 .856 

5. Care of Individual Diff .222(b) 2.267 .026 .246 .687 

6. Co-Curricular Activities .046(b) .420 .676 .047 .579 

7. Sense of Responsibility -.110(b) -1.081 .283 -.120 .662 

8. Evaluation Technique .239(b) 2.586 .012 .278 .759 

9. Overall Score .219(b) 2.438 .017 .263 .805 

3 

  

  

  

  

2. Utilization of Quali &  Exp .124(c) 1.431 .156 .159 .850 

5. Care of Individual Diff .193(c) 2.012 .048 .221 .676 

6. Co-Curricular Activities -.031(c) -.285 .777 -.032 .535 

7. Sense of Responsibility -.201(c) -1.981 .051 -.217 .607 

9. Overall Score .084(c) .504 .616 .057 .236 

4 

  

  

  

2. Utilization of Quali & Exp .134(d) 1.579 .118 .176 .847 

6. Co-Curricular Activities -.011(d) -.097 .923 -.011 .530 

7. Sense of Responsibility -.223(d) -2.245 .028 -.246 .601 

9. Overall Score .184(d) 1.092 .278 .123 .219 

5 

  

  

2. Utilization of Quali & Exp .136(e) 1.650 .103 .185 .847 

6. Co-Curricular Activities .079(e) .701 .486 .080 .469 

9. Overall Score .277(e) 1.667 .100 .187 .209 

 

a. Predictors in the Model: (Constant), CM 

b. Predictors in the Model: (Constant), CM, TM 
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c. Predictors in the Model: (Constant), CM, TM, ET 

d. Predictors in the Model: (Constant), CM, TM, ET, CID 

e. Predictors in the Model: (Constant), CM, TM, ET, CID, SR 

f. Dependent Variable: Teacher's Attitude & Behavior 

 

Hypothesis # 14 postulates that all the predictors are playing role in the determination of 

colleagues’ attitude towards their evaluation of teachers’ performance. Five models have 

emerged with final R2 of 0.539 meaning that 54% of change has been explained by the 

predictors. It is however notable that, five (CM, TM, ET, CID, SR) out of eight predictors 

have significantly influenced the response. Three independent variables did not affect the 

dependent variable. Thus, the hypothesis # 14 is accepted as true. 

 

5.3. Evaluation by Students 

 

5.3.1. Predicting Overall Score of the Students (H
15

) 

 

Hypothesis # 15 OS of Students is determined by All the Predictors. H
15

  

Table 5.5 Model Summary of Regression on OS of Students 

Model 

 

R R Square Adjusted R 

Square 

Std. E of the 

Estimate 

F Sig. 

.853(a) .727 .726 .38742 658.415 .000(a) 

.855(b) .732 .730 .38486 335.744 .000(b) 

 

Table 5.5a Coefficients of Regression to Predict OS of Students 

Model 

  

Un-standardized 

Coefficients Standardized Coefficients 

B Std. E Beta t Sig. 
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1 

  

    (Constant) .163 .143  1.142 .255 

8. Evaluation Technique .944 .037 .853 25.660 .000 

2 

  

  

    (Constant) .392 .180  2.178 .030 

8. Evaluation Technique .973 .039 .879 24.860 .000 

1. Teaching Methods -.084 .040 -.073 -2.072 .039 

 

Table 5.5b Excluded Variables from the Regression on OS (Students) 

Model 

  

Beta In 

  

t 

  

Sig. 

  

Partial 

Correlation 

  

Collinearity 

Statistics 

Tolerance 

1 

  

  

  

  

  

  

1. TM -.073(a) -2.072 .039 -.131 .872 

2. UQE .021(a) .604 .546 .038 .938 

3. TAB .043(a) 1.124 .262 .071 .749 

4. CM -.062(a) -1.675 .095 -.106 .806 

5. CID -.034(a) -.943 .347 -.060 .851 

6. CCA -.041(a) -1.099 .273 -.070 .803 

7. SR .029(a) .793 .429 .050 .819 

2 

  

  

  

  

  

2. UQE .052(b) 1.426 .155 .091 .823 

3. TAB .077(b) 1.923 .056 .122 .669 

4. CM -.036(b) -.897 .371 -.057 .665 

5. CID -.009(b) -.228 .820 -.015 .743 

6. CCA -.016(b) -.398 .691 -.025 .703 

7. SR .048(b) 1.275 .204 .081 .781 

 

a. Predictors in the Model: ET 

b. Predictors in the Model: ET, TM 

c. Dependent Variable: Overall Score 

 

Two regression models have emerged with maximum value of R2 = 0.732. Two variables 

(ET & TM) have got the significant values far less than the critical value of 0.05. All rest 
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of the variables (UQE, TAB, CM, CID, CCA, SR) have demonstrated not role in 

explaining the change of criterion variable. Given the powerful value of R2, the 

hypothesis is substantiated. 

 

5.3.2. Predicting the Score of Students on TAB (H
16

) 

 

Hypothesis # 16 TAB (by Students) is Predicted by All the Predictors. H
16

  

Table 5.6 Model Summary of Predictions on TAB (Students) 

Model R R Square Adjusted 

R Square 

SE of the 

Estimate 

F Sig. 

.537(a) .289 .286 .49583 100.306 .000(a) 

.616(b) .379 .374 .46417 75.153 .000(b) 

.657(c) .432 .425 .44501 62.055 .000(c) 

.676(d) .457 .448 .43576 51.414 .000(d) 

.684(e) .467 .456 .43263 42.639 .000(e) 

.691(f) .477 .464 .42964 36.760 .000(f) 

 

Table 5.6a Coefficients of Regression to Predict TAB (Students) 

Model 

  

Un-standardized 

Coefficients 

Standardized 

Coefficients 

B Std. E Beta t Sig. 

1 

  

    (Constant) 2.030 .191  10.637 .000 

4. Classroom Management .487 .049 .537 10.015 .000 

2 

  

  

    (Constant) 1.441 .204  7.062 .000 

4. Classroom Management .393 .048 .434 8.164 .000 

9. Overall Score .252 .042 .318 5.987 .000 

3 

  

  

    (Constant) 1.199 .202  5.933 .000 

4. Classroom Management .290 .051 .320 5.681 .000 

9. Overall Score .208 .041 .262 5.010 .000 



 136 

  6. Co-Curricular Activities .209 .044 .270 4.758 .000 

4 

  

  

  

  

    (Constant) 1.072 .201  5.322 .000 

4. Classroom Management .211 .055 .233 3.825 .000 

9. Overall Score .194 .041 .244 4.744 .000 

6. Co-Curricular Activities .177 .044 .229 4.034 .000 

5. Care of Individual Differences .158 .047 .200 3.392 .001 

5 

  

  

  

  

  

    (Constant) .924 .212  4.363 .000 

4. Classroom Management .188 .056 .208 3.383 .001 

9. Overall Score .182 .041 .230 4.458 .000 

6. Co-Curricular Activities .184 .044 .238 4.214 .000 

5. Care of Individual Differences .143 .047 .181 3.050 .003 

2. Utilization of Quali & Experience .084 .039 .108 2.133 .034 

6     (Constant) .861 .212  4.054 .000 

4. Classroom Management .164 .056 .181 2.908 .004 

9. Overall Score .164 .042 .207 3.948 .000 

6. Co-Curricular Activities .164 .045 .212 3.680 .000 

5. Care of Individual Differences .122 .048 .155 2.571 .011 

2. Utilization of Quali & Experience .088 .039 .113 2.243 .026 

7. Sense of Responsibility .096 .046 .123 2.095 .037 

 

Table 5.6b Excluded Variables from Predicting TAB (Students) 

Model 

  

Beta In 

  

t 

  

Sig. 

  

Partial 

Corr. 

  

Collinearity 

Statistics 

Tolerance 

1 

  

  

  

  

  

  

1. Teaching Methods .230(a) 3.783 .000 .234 .742 

2. Utilization of Quali & Exp .163(a) 2.907 .004 .182 .891 

5. Care of Individual Diff .300(a) 4.815 .000 .293 .683 

6. Co-Curricular Activities .334(a) 5.769 .000 .345 .760 

7. Sense of Responsibility .292(a) 4.977 .000 .302 .761 

8. Evaluation Technique .328(a) 5.839 .000 .349 .806 

9. Overall Score .318(a) 5.987 .000 .357 .894 
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2 

  

  

  

  

  

1. Teaching Methods .199(b) 3.468 .001 .216 .736 

2. Utilization of Quali & Exp .121(b) 2.267 .024 .143 .874 

5. Care of Individual Diff .251(b) 4.212 .000 .260 .667 

6. Co-Curricular Activities .270(b) 4.758 .000 .291 .721 

7. Sense of Responsibility .214(b) 3.654 .000 .227 .703 

8. Evaluation Technique .158(b) 1.560 .120 .099 .243 

3 

  

1. Teaching Methods .138(c) 2.403 .017 .152 .686 

2. Utilization of Quali &Exp .132(c) 2.588 .010 .163 .872 

  

  

  

5. Care of Individual Diff .200(c) 3.392 .001 .212 .637 

7. Sense of Responsibility .152(c) 2.586 .010 .163 .654 

8. Evaluation Technique .072(c) .723 .470 .046 .234 

4 

  

  

  

1. Teaching Methods .109(d) 1.905 .058 .121 .667 

2. Utilization of Quali & Exp .108(d) 2.133 .034 .136 .851 

7. Sense of Responsibility .117(d) 1.976 .049 .126 .627 

8. Evaluation Technique .047(d) .484 .629 .031 .233 

5 

  

  

1. Teaching Methods .081(e) 1.354 .177 .087 .612 

7. Sense of Responsibility .123(e) 2.095 .037 .133 .626 

8. Evaluation Technique .046(e) .470 .639 .030 .233 

6 

  

1. Teaching Methods .080(f) 1.354 .177 .087 .612 

8. Evaluation Technique .044(f) .458 .648 .029 .233 

 

a. Predictors in the Model: (Constant), CM 

b. Predictors in the Model: (Constant), CM, OS 

c. Predictors in the Model: (Constant), CM, OS, CCA 

d. Predictors in the Model: (Constant), CM, OS, CCA, CID 

e. Predictors in the Model: (Constant), CM, OS, CCA, CID, UQ&E 

f. Predictors in the Model: (Constant), CM, OS, CCA, CID, UQ&E, SR 

g. Dependent Variable: Teacher's Attitude & Behavior 

 

The stepwise regression has produced six models thereby reaching the R2 of 0.477 

showing that 48% of change is defined by the predictors. The coefficients of regression 
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(Table 5.6a) tell that six variables (CM, OS, CCA, CID, UQE & SR) are significant 

playing their role in changing the dependent variable. Since a big portion of the criterion 

variable has been explained by the predictors therefore hypothesis # 15 is accepted as 

true. 

 

5.4. Summary of the Categorical Results 

 

Table 5.7 Prediction of the Respondents’ Behavior (Categorical - OS) 

Model Heads Colleagues Students 

M2 

R
2
=.712 

M3 

R
2
 = .787 

M2 

R
2
 = .732 

1 TM X X .039 

2 UQE X X X 

3 TAB X X X 

4 CM X X X 

5 CID X .008 X 

6 CCA X .035 X 

7 SR .028 .000 X 

8 ET .015 X .000 

 

In table 5.7 the regression results of heads, colleagues and students on the overall score 

(OS) has been presented. It is visible that two and three models have emerged to find the 

best fit in all three applications of stepwise regressions. Similarly, two and three variables 

have played the role in the determination of overall score of all the heads, colleagues and 

students. Most of the predictors have remained insignificant in the regression processes. 

 

 Table 5.8 Prediction of the Respondents’ Behavior (Categorical - TAB) 

Model Heads Colleagues Students 
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M2 

R
2
=.688 

M5 

R
2
 = .539 

M6 

R
2
 = .464 

1 TM .020 .008 X 

2 UQE X X .026 

9 OS X X .000 

4 CM X .001 .004 

5 CID X .026 .011 

6 CCA X X .000 

7 SR X .028 .037 

8 ET .000 .004 X 

 

The above Table 5.8 shows the findings from stepwise regression applications to predict 

the score of heads, colleagues and students on the teachers’ behavior (TAB). Here two, 

five and six models have emerged for heads, colleagues and students respectively. 

Furthermore, heads behavior is determined by two variables only however, the score of 

colleagues is explained by five while students attitude have been predicted by six of the 

predictors. 
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CHAPTER-6  

DISCUSSIONS 

 

It is argued that opinions of students should not be used to evaluate the efficacy and 

quality of teaching due to some of reasons as: i) students are invalid because they have 

lack of empirical evidence. ii) they are invalid because they are not comparable to across 

different courses and different members of faculty. Finally, they are invalid because they 

promote faculty gaming and competition and insure the sub optimization and further 

decline of the higher education system. Similarly, despite the fact that the major source of 

Teachers’ Evaluation is the feedback from their students, and the faculty on the validity 

and reliability of students’ rating has certain reservations and misgivings and most of the 

teachers look upon students’ ratings as ‘meaningless, biased, and inappropriate (Paulsen, 

2002).  

 

The importance of a teacher in an educational system cannot be stressed too far both from 

the students and national points of view. One supreme task of promoting national ideal 

and building up national character of strong foundation falls. The teacher of today is not a 

mere purveyor of lessons in a classroom. He is instead an individual who is of course not 

only interested in children acquire knowledge and skills but also equally involved in his 

total development (Malik et al., 2003). 

 

A teacher is a highly valued personality in a society and teaching is considered to be the 

most sacred and distinctive profession. History is full of evidence about the nations where 
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education has distinguished progress. Work and worth of teachers has brought name and 

fame to nations. Teachers have brought laureates to nations. The profession of a teacher 

has never been so challenging and demanding as it has become now. Global emphasis on 

literacy shows the world’s concern for the teacher’s role in the development of society. 

This module helps teachers overcome the problems, which they face while performing 

their duties in class and their role in society as a social model. This module will help 

them to maintain a balanced life while performing their role and duties. Young teachers 

joining this profession take five to seven years to understand the chemistry of this 

profession (Adeeb, 2004). 

 

It is said that bias may be present when teacher, course, student, or administrative 

variables are correlated with students’ ratings but their ratings are not related to teaching 

effectiveness. As in higher education institutions, student ratings are widely used 

resource for teachers’ performance evaluation, and it is considered as inexpensive of 

faculty evaluation therefore is highly reliable yet questions of bias and validity remain 

(Usmani, 2008). With the expansion of higher education it is observed that due to 

increase the number of universities and colleges and the strength of students, its quality 

as well as its standards have fallen (George & Sabhapathy, 2010). 

 

In general, having to learn by trial and error without support and supervision has been the 

most common problem faced by new teachers. Expecting teachers to function without 

support is based on the false assumptions that a) teachers are well prepared for their 

initial classroom and school experiences, b) teachers can develop professional expertise 
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on their own, and c) teaching can be mastered in a relatively short period of time. 

Researchers find that there is little attempt to lighten the class load and limit extra-class 

assignments to make the beginning teacher’s job easier. In the few schools that do limit 

these activities, teachers have reported that they have had the opportunity to learn to 

teach (Lunenburg, 2011).  
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CHAPTER-7  

CONCLUSIONS & RECOMMENDATIONS 

 

For the deteriorating standards in higher education, among all the factors responsible, the 

teacher has been identified as the key factor. Teacher’s qualifications, characteristics, 

his/her attitude towards the profession, professional skills, competency, motivation and 

his/her capacity for leadership to work affect the education quality. The modern society 

needs not only knowledgeable teachers, but also highly motivated and committed to their 

profession and sincere in their efforts for the society betterment (George & Sabhapathy, 

2010).  

 

In the contemporary changing world, knowledge, technology, concepts, philosophies, and 

almost everything is promptly changing, so education has also been exposed to some 

fundamental changes. It is no more confined to consider the current human needs and the 

requirements rather ready to address the development of human capacities and skills, and 

the necessities of the future. In global village of today, there is tremendous progress of 

knowledge leading to an explosion in teaching as well as learning thereby requiring the 

teachers with some levels of renewed information to maintain a continuous and sustained 

of his/her professional development. Professional development of teachers cannot be 

ignored as it raises the standards of education and it revolves around the issue of 

providing equal and sufficient opportunities for every individual. Therefore, the teachers 

need to equip themselves continually with the knowledge along with skills to improve 

efficient opportunities for their students. Furthermore, in the teaching and learning 
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process, the nature of teaching demands that the teachers’ engagement in career–long 

professional development as teaching expertise does mature over the span of a career 

(Hypmanodlu & Hypmanodlu, 2010).  

 

Research is unveiling the technological importance in strengthening academic programs, 

providing new and improved models, and increasing access for curriculum development 

and delivery. In fact, instructional technology has never had more widespread acceptance 

or stronger national interest than it does now (Albright & Nworie, 2008). The institutions 

are trying to organize (or reorganize) their academic technology to support better services 

for their respective campus communities. Educational institutions such as colleges as well 

as universities are investing large amount of money on instructional technologies and 

concerned staff to support them. Faculty members are trying their best to learn relevant 

pedagogies and deploying new instructional strategies, and they are moving constantly 

from blogs and wikis to pod casting and virtual worlds (Nawaz & Qureshi, 2010). 

 

The most important ingredient for a peer coach, mentor, or resource teacher is to allow 

new teachers not to react or defend rather reflect. An integral part of any good program 

for helping new teachers is to observe experienced teachers regularly and learn. With 

both observational formats, there is need to discuss what facilitated or hindered the 

teaching-learning process and precisely what steps or recommendations are needed for 

improving instruction. The peer coach or mentor needs to serve as a friend and 

confidante, that is, function in a non-evaluative role. The concept of peer sharing and 
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caring among colleagues very effectively describes the new spirit of collegial openness 

and learning (Lunenburg, 2011). 

 

7.1. Conclusions 

 

A huge amount of money is constantly spent in research with a view to discover the 

activities and characteristics of a good and effective teacher in educational institutions 

(Paulsen, 2002). The teacher is the planner of classroom environment, as s/he organizes 

and manages the class in a proper way to determine the curriculum along with its 

sequencing and pacing, the overall structure of the lesson, the class and homework for the 

students, the feedback mechanisms to know the progress of pupils and so on. It is also 

well reported that some teachers execute and plan these elements more properly and 

effectively therefore there are some factors which create good teachers (Anderson, 2004).  

 

In higher education institutions, the changing environment is characterized by 

competitive global educational market therefore; the importance of staff development has 

been recognized as essential part to implement new approaches in the field of learning 

and teaching and the emerging requirements of the institutions (Malik et al., 2003). Thus, 

one of the obligations of university leadership is to improve its staff professionally and 

technically to support new digital teaching and learning processes as well as the students’ 

performance. In the university, this improvement and development in the professional 

competencies of academic staff enables to develop his/her knowledge and skills in 

recognition of the current or future roles of eTeachers (Anyamele, 2007).  
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Almost about effective teachers all the definitions refer to certain traits or characteristics 

a teacher related to such a way in which teachers practice their profession. Effective and 

competent teachers have the knowledge and skills to improve learning of a diversity of 

students, and their knowledge and skills can be measured through testing, teacher 

dispositions tend to be a misunderstood construct and require detailed examination (Kurz, 

2006) because new working environments are becoming common place. For example, the 

changing rubric of librarian, information resource analyst, media specialist, faculty 

computing consultant, instructional designer, and instructional technologist has signaled 

the advent of a major branch about the profession of information technology (Albright & 

Nworie, 2008).  

 

No matter how innovative and well-designed an educational intervention may be, it will 

be ineffective unless teachers are provided with appropriate professional development to 

support program implementation (Menyhart, 2008). If the efforts of implementing and 

sustaining a new program face success it means that there are some teachers who 

enthusiastically integrate concepts into their classrooms and others either never make the 

effort or quickly retreat. For effectively benefiting from the professional development 

programs, it is incumbent to realize the reasons for why teachers vary in their degrees of 

program acceptance and implementation (Cave & Mulloy, 2010). 

 

Researchers tell that learning is grounded in experience wherein a learner passes through 

four distinct steps. Such as: i) feeling or sensing and thus learning by relying on feeling-

based judgments, ii) followed by watching, which reflects a tentative, impartial and 
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reflective learning, iii) thinking that describes learner’s analytical and conceptual 

approach, iv) based on logical thinking and rational evaluation (Som & Furqan, 2010). 

The experiential learning is a kind of applied knowledge which addresses the needs and 

wants of a learner. There are also four aspects of experiential learning including personal 

involvement, initiation by learner, evaluation by learner, and pervasive effects on the 

learner. It shows that experiential learning is comparable with change and growth of 

person and personality (Joyce & Glhoun, 2010).  

 

In the contemporary work environment, experientially learn is becoming more important 

so that the relevance of what is learned becomes more apparent in adopting the values of 

the new information society and to live and function in digital world (Donnision, 2009). 

There is the belief that young people should be educated in such a manner as to 

maximize their personal development in the context of others, which sets experiential 

learning at distinction from the solitary learning of more traditional manners and contexts 

(Som & Furqan, 2010). 

 

Novice-expert cognitive models of professional development describe a series of 

developmental stages in acquiring knowledge, from novice to competent to expert. Such 

models contribute towards our understanding of professional development as a 

progression of initially acquiring basic understanding of concepts (declarative 

knowledge) and then progressively learning more application and know-how (procedural 

knowledge) (Rehman et al., 2005). The expert-novice line of research has evolved from 

focusing on the concept of expertise in the area of problem-solving applicable in a wide 
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range of domains to studying professional development continua in specific professional 

disciplines, such as with doctors, nurses, and teachers. This line of research shows that 

novices move through a developmental progression towards expertise (Cave & Mulloy, 

2010). 

 

Technological advance has rapidly promoted educational as well as social changes. As 

advanced and emerging technologies offer for teaching competitive advantages, it is more 

critical than ever to prepare and develop a new generation of eTeachers and leaders. The 

new generation (Gen Y, born between the early 1980s and the late 1990s) tends to be 

more capable in engaging digital technologies and positive change (Donnison, 2005, 

2007). Furthermore, according to Donnison (2009), the new generation also has some 

other characteristics, like technological efficiency, optimism, confidence, enthusiasm, 

sociability, idealism, conservatism, an orientation towards success, tolerance, and 

socialization (Gao et al., 2010; Njoku, 2011).  

 

Different researches have shown that the appropriate use of information communication 

and technologies (ICTs) can bring the paradigmatic changes in both aspects such as 

content and pedagogy and if it is designed and implemented properly, then it will be at 

the core of education reforms in the 21st century.  ICT-supported education can promote 

the acquisition of the knowledge as well as skills to empower the students for lifelong 

learning (Nawaz, 2010).  The technology competence of faculty and its integration into 

classroom instruction has been the focus of research since the advent of computers and 

particularly internet. The education system can be promoted with highly skilled teachers 
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who are capable of generating creativity in students, but only when they themselves 

experience creativity and flexibility (Onyia & Onyia, 2011). 

 

In classroom teaching the successful use of technologies depend upon several factors 

such as funding, decisions concerning hardware, dynamic lesson plans, software, and so 

on (Nawaz & Kundi, 2010). However, the success of eLearning is usually determined by 

one individual or teacher because teachers skills, beliefs, attitudes, perceptions, opinions, 

personality, knowledge affect the choices he/she makes about what, when, and how to 

teach through computers (Nawaz & Qureshi, 2010; Onyia & Onyia, 2011).  

 

Technological development and new teaching objectives signify the growing importance 

of emerging teaching media. Online learning or eLearning is becoming more frequent as 

some students are facing difficulties to attend class on a regular basis. So, video-

conferencing, multimedia computers, and audio conferencing are used more frequently 

(Vila & Kuster, 2009; Nawaz, 2010). For many years, the status and role of teachers has 

been underplayed in comparison to earlier and more settled professions such as medicine, 

law and engineering however, modern teaching is more sophisticated and technical than 

ever before due to the role of computers in higher education (Njoku, 2011). 

 

7.2. Recommendations 

 

It is very essential to note that the work of the teacher is quite indispensable, no matter 

how the status of a teacher is professionally understood. One thing about teaching is 
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certain, learning any trade or commanding any skill in any area or specialty can hardly 

take place without one or another form of teaching (Barkley, 2010). Teaching at the 

higher education level is altogether different from doing the same at the college and 

school levels. The reasons to this fact are multiple however, the most significant is the 

objectives of a university particularly the research and generating not the students rather 

masters who are ready to join the society with mastery over their respective areas of 

study and skills. Given this the evaluation of such teachers must also be different and 

unique not only in the contents of evaluation but also the processes and objectives. 

 

1. Employee empowerment and job satisfaction are related to workers’ better 

performance. Likewise, in modern institutions job satisfaction is considered as the 

most important organizational attitude in the high-tech environments for the 

university teachers (Booham, 2005). There is need of providing all the necessary 

incentives and rewards to the academicians. If university staff is satisfied then 

quality teaching to raise the level of student learning within the university can be 

expected (Anyamele, 2007).  

2. HEIs must accept that the teachers are their vital and valued asset therefore, they 

must be encouraged by availability of opportunities to gain knowledge and skills 

and thereby enhance their contribution to the organizational objectives 

(Anyamele, 2007). The professional development of academicians should be at 

the top of the agenda for development to increase quality, efficiency and output 

and high quality of professional performance resulting in career strategic 

development and advancement, and no resistance to occur change (Nawaz, 2011).  
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3. If teaching quality is to be rewarded or recognized then it should be passed 

through the same rigorous peer review process to which before being published a 

research manuscript is subjected (Seldin, 1999a). In other words, teaching 

performance should be judged by the high standards such as peer review, as peer 

review is an alternative source of evidence seems to be climbing up the evaluation 

ladder, and several educational institutions for summative evaluation use peer 

observation (Berk, 2005).  

4. To sustain professional development, contemporary teachers must involve in all 

the professional activities or build up their own self-development strategies either 

collaboratively or individually. Peer-coaching, mentoring, study groups, teaching 

portfolios, team teaching, action research, and in service training are some the 

strategies of development (Joyce & Galhoun, 2010). Basically the professional 

development is an individual issue however, all the teachers need assistance and 

support from counterparts or heads to gain an inside perspective on other teachers 

and get awareness by reflecting on their own situation. If teachers work in 

isolation, they generate subjective experience which cannot contribute to their 

skill development, while quality collaboration provides the teachers a chance to 

learn objectively and draw rationally analyzed experiences and opinions 

(Hypmanodlu & Hypmanodlu, 2010).  

5. ICTs are proving as change agent for the teaching and learning processes. In 

teacher education programs for preparation of today’s and tomorrow’s teachers, 

the use of ICT has been emphasized. In the beginning most of teachers in daily 

instructions do not translate their high ICT skills and comfort level for using ICT 
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into high levels of technology integration (Nawaz & Qureshi, 2010). So far there 

was limited use of information technology that promoted higher level thinking as 

well as cooperative learning. Researchers have found that a handful of teachers 

can develop their leadership potential for technology integration by supporting 

and inspiring their colleagues, cooperating teachers as well as other staff members 

(Gao et al., 2010; Nawaz et al., 2011).  

6. Most of the universities are now making all-out efforts to create a research 

culture. Although all faculty members cannot engage in research, therefore, the 

institution must be exposed to research community and participate in the 

academic research culture development (Anderson, 2004). The involvement in 

research activity is an internal motivator, and the institution benefits depends on a 

more effectively functioning person as well as more effective job performance. 

According to a survey by The Carnegie Foundation where 20,000 teachers from 

fourteen countries were surveyed and it was concluded that most of academicians 

found under pressure to do more research than what is possible practically 

(Hassna & Raza, 2010). 

7. Research on motivation in education mostly focuses on student rather than teacher 

motivation. Likewise, present models of professional development do not 

successfully address the cognitive and motivational issues from the perspectives 

of a teacher (Albright & Nworie, 2008). By highlighting the factors that affect 

teachers’ decisions to implement programs and maintain implementation over 

time, there is need to conduct studies on what matters to teachers and how best 

can they be motivated (Cave & Mulloy, 2010). 
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8. There is also the growing awareness that the teacher who is the technician in the 

field of education has been upset over the years for want of motivational 

incentives and recognition of his/her status (Mota et al., 2010). The growing 

awareness is expressed both by national and international communities concerned 

with the advancement of education and proper use of human resources. The first 

formal international concern was expressed six decades ago when, in 1947, the 

first reference to a Teacher charter was made in a UNESCO program. Then in 

1952, the ILO Advisory Committee drew attention to teaches’ problems (Njoku, 

2011).  

9. Effective teachers commit most of their time and energy in teaching and learning 

process for all students, and thus their students achieve improvement. Therefore, 

such characteristics and ways to instill these traits of effective teachers are related 

to educational quality. Teaching expertise is often associated with certification, 

years of experience, status, and highest degree attained (Darling-Hammond, 2000; 

Anderson, 2004).  

10. While motivation is a frequent and popularly researched topic, teacher motivation 

as compared to other fields of motivation is still an uncharted area. Different 

researchers tell that there are very few publications, discussing about the nature of 

motivation in teaching and these conditions have not been considerably, 

consequently improved, while this is a fertile ground for future investigations 

clearly (Menyhárt, 2008).  

11. Faculty of any university needs its to become motivated to teach well, so it must 

keep its high-quality teaching and learning as central to the institution’s mission 
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and commitment. Such institution finds ways to bring teaching issues into 

prominence because when teaching becomes a primary institutional goal, it 

should be reflected in the ways in which academicians are evaluated and 

rewarded. In this way formal and informal rewards serve as strong incentive for 

good teaching however, in addition to formal rewards, universities can offer 

incentives to faculty through more informal means, for example, rewards can 

serve as powerful incentives for high quality teaching (Anyamele, 2007).  

12. To attract and motivate more teachers to enter in such profession, the external 

expectations towards them should be controlled and reduced. Teachers should not 

only be judged on the basis of their research performance but being academics, 

more emphasis should be placed on their teaching aspect. In higher education, it is 

also critical especially for academicians who do not hold a teaching degree to 

organize training sessions or workshops on teaching methodology (Kormos et al., 

2008).  

13. The authors suggest that model classrooms with similar and carefully designed 

arrangements should be established. Teachers using these new models can 

provide both anecdotal and measurable evidence on the immediate and long range 

effects of teaching and learning. The administrators can support these teachers by 

supplying new requirements for the digital classrooms. Long-term studies on 

larger numbers of re-arranged classrooms are recommended to better understand 

the impacts (Duncanson et al., 2009). 

14. The educational institutions need to be turned into such places where teachers find 

opportunities to grow and develop; otherwise, they will not be able to create for 
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students such optimal learning conditions. Since the overall organizational culture 

and climate influences the work of individuals, leaders at the building level have 

the critical responsibility for providing initial and ongoing support to all teachers, 

beginning with those at the pre-service level (Varrati & Smith, 2008).   

15. The creation of computer-based competitive benefits for higher education is a 

complicated issue because education is both highly intangible and has special 

characteristics and thus unique problems. One of the critical success factors for 

higher education institutions is innovation and technological development. It is, 

therefore, essential to develop training courses for all the teachers (Varrati & 

Smith, 2008; Vila & Kuster, 2009).  
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Annexure-1 Questionnaire 

 

TOPIC 

Development of the Best-Fit Models  

to Evaluate Academic Performance of the University Teachers 

 

Dear Respondent! 

This research is purely for the Academic purposes therefore your cooperation will help 

the PhD student in completing his research project to prepare a Thesis. 

Thanks in Anticipation. 

Mirajud Din 

(PhD Scholar) 

---------xXx--------- 

 

Note. Please tick (√) the Applicable Options. 

 

1. Respondent type:  1. Student ___ 2. Teacher ___ 3. Administrator ___ 

2. Gender (Evaluator): 1. Male ___ 2. Female ___ 

3. Domicile:  1. Local ___ 2. Non-Local ___ 

4. Faculty:   1. Science ___ 2. Arts ___ 3. Agriculture ___ 4. Pharmacy ___ 

5. Designation (Teachers & Administrators): _____________ 

 

6. Gender (Evaluated): 1. Male ___ 2. Female ___ 

7. Qualification (Evaluated): 1. PhDs ___ 2. Non-PhDs ___ 
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Note. How far do you Agree or Disagree the below-given Statements using the following 

five-point scale. 

Strongly Disagree Disagree Neutral Agree Strongly Agree 

1 2 3 4 5 

 

Questionnaire 

1. Teaching Methods SD D N A SA 

1 Keeps relationship between students’ perception and 

teachers’ knowledge about subject matter. 1 2 3 4 5 

2 Delivers his/her lecture in a relaxed style, which provides 

opportunities for students' learning. 1 2 3 4 5 

3 Shows an enthusiasm for the subject and teaching. 1 2 3 4 5 

4 Uses audio visual aids during teaching and learning 

process. 1 2 3 4 5 

5 Correlates his/her academics with pick up of the students 

in new ideas. 1 2 3 4 5 

6 Takes interest in the over all development of students’ 

career. 1 2 3 4 5 

 2. Utilization of Qualifications and Experience      

7 There is a positive correlation between his/her 

qualifications and performance. 1 2 3 4 5 

8 Utilize his/her experience and ability in teaching and 

research activities. 1 2 3 4 5 

9 S/he shares his/her performance with students as well as 

staff achievement and welfare. 1 2 3 4 5 

10 S/he has a strong sense of commitment and dedication to 

higher teaching with regard to academic performance 1 2 3 4 5 

3. Teacher’s Attitude and Behavior      

11 S/he has positive attitude towards the various components 

of effective teaching. 1 2 3 4 5 

12 Makes a balance among cognitive aspects, skill and 

attitude. 1 2 3 4 5 

13 Completes his/her work in organized manner with a 

positive attitude regarding students' learning ability.  1 2 3 4 5 

14 Guides his/her students with kindness and politely. 1 2 3 4 5 

15 Treats his/her students and with good behavior and has 

democratic and supportive thinking. 1 2 3 4 5 

16 Encourages the students through praise and verbal 

rewards. 1 2 3 4 5 

17 Develops good and effective relations with the colleagues 

and students. 1 2 3 4 5 

18 Trusts the colleagues and students. 1 2 3 4 5 

4. Classroom Management      
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19 Plans his/her lesson and students arrangement before teach 

the class. 1 2 3 4 5 

20 Organizes the course materials in logical order. 1 2 3 4 5 

21 Responds positively and thoroughly to the questions raised 

by the students. 1 2 3 4 5 

22 Encourages independent thinking, analytic listening and 

creates a learning situation in the class. 1 2 3 4 5 

23 Presents the topic in easy and understandable style. 1 2 3 4 5 

24 Prepares and motivates students for group discussion and 

class presentation. 1 2 3 4 5 

5. Care of Individual Differences      

25 Takes care of individual difference about the students in 

teaching and learning process. 1 2 3 4 5 

26 Listens the problems faced to the different students and 

tries to meet their needs. 1 2 3 4 5 

27 Gives extra time and moral support to the slow learner.. 1 2 3 4 5 

28 S/he interlinks between head, fellow teachers and students. 1 2 3 4 5 

6. Co-curricular Activities      

29 Plays a vital role in co-curricular activities of the 

institution. 1 2 3 4 5 

30 Stimulates the students to make efforts in developing 

relevant activities. 1 2 3 4 5 

31 Tries to manage conferences, seminars and debates 

regularly. 1 2 3 4 5 

32 Takes interest in sports activities for physical fitness of the 

students and staff. 1 2 3 4 5 

7. Sense of Responsibility      

33 S/he has a capability to decide his/her routine matters. 1 2 3 4 5 

34 Deals financial responsibility with check and balance and 

honesty. 1 2 3 4 5 

35 S/he tries to complete the assigned work effectively as 

directed by the head. 1 2 3 4 5 

36 Deals positively with matters of discipline, academic 

honesty and legal information.  1 2 3 4 5 

8. Evaluation Technique      

37 S/he is fair and honest in the evaluation procedure. 1 2 3 4 5 

38 Gives helpful comments on tests and assignments. 1 2 3 4 5 

39 Tries to achieve course objectives through effective 

evaluation techniques 1 2 3 4 5 

40 Selects and develops a variety of assessments and formats 

related to specific learning objectives. 1 2 3 4 5 

41 Keeps impartiality in students’ admission, test/ assignment 

and promotion.  1 2 3 4 5 

9. Overall Score      

42 Teaching methods are effective. 1 2 3 4 5 

43 Teachers’ qualification and experience has the effect on 1 2 3 4 5 
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his/her teaching behaviors. 

44 Teachers’ behavior is good inside and outside of the 

classroom. 1 2 3 4 5 

45 Teacher has the skills to manage the classroom. 1 2 3 4 5 

46 S/he understands and considers the individual differences 

among the students. 1 2 3 4 5 

47 Teacher manages and supports co-curricular activities with 

full interest and involvement. 1 2 3 4 5 

48 The teacher is a responsible person with regard to all of 

his/her duties. 1 2 3 4 5 

49 Teacher’s classroom assessment literacy is very high. 1 2 3 4 5 
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Annexure-2 Tables of Descriptive Statistics on Demographics 

 

Table 4.7a Mean Differences on Respondent Type - Combined 

Variables Respondents N Mean SD SE 

1. Teaching Methods 

  

Head 29 3.7011 .62103 .11532 

Teacher 84 3.9583 .56497 .06164 

Students 249 4.0589 .64783 .04105 

2. Utilization of 

Qualification & Experience  

Head 29 3.6466 .69603 .12925 

Teacher 84 3.7113 .65341 .07129 

Students 249 3.6878 .75778 .04802 

3. Teacher's Attitude & 

Behavior 

  

Head 29 3.7414 .59003 .10957 

Teacher 84 3.7500 .56571 .06172 

Students 249 3.9157 .58677 .03718 

4. Classroom Management 

  

Head 29 3.8046 .75995 .14112 

Teacher 84 3.8810 .63350 .06912 

Students 249 3.8742 .64793 .04106 

5. Care of Individual 

Differences  

Head 29 3.5517 .78881 .14648 

Teacher 84 3.9167 .68144 .07435 

Students 249 3.8424 .74257 .04706 

6. Co-Curricular Activities 

  

Head 29 3.6897 .71544 .13285 

Teacher 84 3.7679 .73916 .08065 

Students 249 3.8785 .75839 .04806 

7. Sense of Responsibility 

  

Head 29 3.7241 .70186 .13033 

Teacher 84 3.8304 .70515 .07694 

Students 249 3.8645 .75432 .04780 

8. Evaluation Technique 

  

Head 29 3.6276 .71659 .13307 

Teacher 84 3.7452 .63879 .06970 

Students 249 3.8321 .66884 .04239 

9. Overall Score Head 29 3.7328 .76599 .14224 
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Teacher 84 3.7202 .70434 .07685 

Students 249 3.7801 .74026 .04691 

 

Table 4.8a Mean Differences on Gender (Respondent) - Combined 

Variables Gender N Mean SD SE 

1. Teaching Methods Male 288 4.0133 .65504 .03860 

Female 74 3.9820 .54589 .06346 

2. Utilization of Qual. & Experience  Male 288 3.6780 .73801 .04349 

Female 74 3.7365 .69229 .08048 

3. Teacher's Attitude & Behavior  Male 288 3.8676 .59304 .03495 

Female 74 3.8463 .56037 .06514 

4. Classroom Management  Male 288 3.9010 .65328 .03850 

Female 74 3.7500 .64002 .07440 

5. Care of Individual Differences  Male 288 3.8646 .72497 .04272 

Female 74 3.7264 .77323 .08989 

6. Co-Curricular Activities Male 288 3.8403 .77505 .04567 

Female 74 3.8277 .65549 .07620 

7. Sense of Responsibility Male 288 3.8464 .75740 .04463 

Female 74 3.8412 .66283 .07705 

8. Evaluation Technique 

  

Male 288 3.7882 .68126 .04014 

Female 74 3.8243 .61127 .07106 

9. Overall Score 

  

Male 288 3.7582 .74438 .04386 

Female 74 3.7787 .68950 .08015 

 

Table 4.9a Mean Differences on Gender (Case) - Combined 

Variables Gender (Case) N Mean SD SE 

1. Teaching Methods 

  

Male 279 4.0114 .65653 .03931 

Female 83 3.9920 .55332 .06074 

2. Utilization of     Male 279 3.6470 .72834 .04360 
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Qualification & Exp Female 83 3.8343 .71384 .07835 

3. Teacher's Attitude &    

Behavior  

Male 279 3.8445 .59908 .03587 

Female 83 3.9262 .53748 .05900 

4. Classroom 

Management  

Male 279 3.8984 .64723 .03875 

Female 83 3.7751 .66536 .07303 

5. Care of Individual 

Differences  

Male 279 3.8351 .73312 .04389 

Female 83 3.8404 .75059 .08239 

6. Co-Curricular 

Activities  

Male 279 3.8235 .77330 .04630 

Female 83 3.8855 .67433 .07402 

7. Sense of Responsibility  Male 279 3.8199 .74853 .04481 

Female 83 3.9307 .69986 .07682 

8. Evaluation Technique  Male 279 3.7878 .67344 .04032 

Female 83 3.8217 .64771 .07110 

9. Overall Score 

  

Male 279 3.7608 .74594 .04466 

Female 83 3.7681 .69023 .07576 

 

Table 4.10a Mean Differences on Qualification - Combined 

Variables Qualification N Mean SD SE 

1. Teaching Methods PhD 158 3.9325 .66375 .05281 

Non-Phd 204 4.0645 .60472 .04234 

2. Utilization of 

Qualification& Experience 

PhD 158 3.6994 .72312 .05753 

Non-Phd 204 3.6826 .73406 .05139 

3. Teacher's Attitude & 

Behavior  

PhD 158 3.8283 .62817 .04997 

Non-Phd 204 3.8903 .55083 .03857 

4. Classroom Management  PhD 158 3.8597 .66707 .05307 

Non-Phd 204 3.8783 .64265 .04499 

5. Care of Individual 

Differences  

PhD 158 3.8339 .71806 .05713 

Non-Phd 204 3.8382 .75156 .05262 

6. Co-Curricular Activities  PhD 158 3.8513 .77534 .06168 

Non-Phd 204 3.8272 .73393 .05139 
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7. Sense of Responsibility  PhD 158 3.9130 .76754 .06106 

Non-Phd 204 3.7929 .71210 .04986 

8. Evaluation Technique  PhD 158 3.7620 .70092 .05576 

Non-Phd 204 3.8216 .63983 .04480 

9. Overall Score  PhD 158 3.7089 .74112 .05896 

Non-Phd 204 3.8039 .72506 .05076 

 

Table 4.11a Mean Differences on Domicile - Combined 

Variables Domicile N Mean SD SE 

1. Teaching Methods 

  

Local 189 4.0679 .62262 .04529 

Non-Local 173 3.9403 .64070 .04871 

2. Utilization of Qualification & 

Experience  

Local 189 3.7487 .68586 .04989 

Non-Local 173 3.6257 .76896 .05846 

3. Teacher's Attitude & Behavior  Local 189 3.9425 .57100 .04153 

Non-Local 173 3.7767 .59117 .04495 

4. Classroom Management 

  

Local 189 3.9339 .61349 .04462 

Non-Local 173 3.8006 .68781 .05229 

5. Care of Individual Differences  Local 189 3.9352 .69197 .05033 

Non-Local 173 3.7283 .76906 .05847 

6. Co-Curricular Activities 

  

Local 189 3.9021 .73681 .05360 

Non-Local 173 3.7673 .76277 .05799 

7. Sense of Responsibility 

  

Local 189 3.9246 .72563 .05278 

Non-Local 173 3.7587 .74411 .05657 

8. Evaluation Technique 

  

Local 189 3.8487 .66313 .04824 

Non-Local 173 3.7376 .66807 .05079 

9. Overall Score 

  

Local 189 3.8446 .71939 .05233 

Non-Local 173 3.6727 .73845 .05614 
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Table 4.12a Mean Differences on Faculty - Combined 

Variables Faculties N Mean SD SE 

1. Teaching Methods 

  

  

Agriculture 92 3.9837 .62119 .06476 

Arts 97 4.1856 .60038 .06096 

Pharmacy 75 4.0556 .62861 .07259 

Science 98 3.8146 .63448 .06409 

2. Utilization of 

Qualification & Experience  

Agriculture 92 3.6332 .65826 .06863 

Arts 97 3.7577 .77599 .07879 

Pharmacy 75 3.4600 .76122 .08790 

Science 98 3.8520 .67430 .06812 

3. Teacher's Attitude & 

Behavior  

  

Agriculture 92 3.7880 .69874 .07285 

Arts 97 3.9742 .56479 .05735 

Pharmacy 75 3.8567 .55129 .06366 

Science 98 3.8291 .50269 .05078 

4. Classroom Management 

  

  

Agriculture 92 3.8841 .67700 .07058 

Arts 97 4.0223 .65113 .06611 

Pharmacy 75 3.8333 .69479 .08023 

Science 98 3.7347 .56928 .05751 

5. Care of Individual 

Differences 

  

  

Agriculture 92 3.7799 .70403 .07340 

Arts 97 4.0644 .72822 .07394 

Pharmacy 75 3.8000 .78413 .09054 

Science 98 3.6913 .69312 .07002 

6. Co-Curricular Activities 

  

  

Agriculture 92 3.7690 .84616 .08822 

Arts 97 4.0284 .68263 .06931 

Pharmacy 75 3.8833 .73445 .08481 

Science 98 3.6786 .69886 .07060 

7. Sense of Responsibility 

  

  

Agriculture 92 3.7908 .72274 .07535 

Arts 97 4.0412 .77197 .07838 

Pharmacy 75 3.9133 .68588 .07920 

Science 98 3.6505 .71141 .07186 
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8. Evaluation Technique 

  

Agriculture 92 3.6978 .72233 .07531 

Arts 97 3.9423 .68797 .06985 

Pharmacy 75 3.6507 .56577 .06533 

Total 362 3.7956 .66689 .03505 

9. Overall Score 

  

  

Agriculture 92 3.5897 .72469 .07555 

Arts 97 3.8531 .72146 .07325 

Pharmacy 75 3.6733 .66586 .07689 

Science 98 3.9031 .76731 .07751 
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Annexure-3 Abbreviations and Acronyms 

 

Abbreviations & acronyms used in tables and texts as follows: 

Abbrs/Acronyms Meanings 

%  Percentage 

AAHE  American Association for Higher Education 

&  And 

ANOVA Analysis of Variance  

CCA  Co-Curricular Activities 

CID  Care of Individual Differences  

CM   Classroom Management  

df  Degree of Freedom 

DIK  Dera Ismail Khan 

DOM  Domicile  

Dr  Doctor 

ET  Evaluation Technique 

FAC  Faculty 

FAST  Performance Assessment for Science Teachers 

GDRC  Gender evaluated 

GDRR  Gender of evaluators 

Gen Y  Generation Y (staring of Internet i.e. 1980-90) 

GU  Gomal University  

HEC  Higher Education Commission 

HEI  Higher Education Institution 

H  Hypothesis 

i.e.  That is 

ICT  Information and Communication Technology  

IER  Institute of Education & Research 

KP  Khyber Pakhtunkhawa  

KSAs  Knowledge, Skill and Abilities  

Mn  Mean 
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N  Number 

#  Number 

OS  Overall Score  

PA  Performance Appraisal  

PMS  Performance Management Systems 

QUA   Qualification 

R
2   

Co-efficient of determination 

r  Correlation 

RTP  Respondent-Type 

SD  Standard Deviation 

SE   Standard Error 

Sig L   Significant Level 

SR   Sense of Responsibility 

TAB  Teacher Attitude & Behavior 

TALQ   Teacher Assessment Literacy Questionnaire 

TEPs   Teachers’ Evaluation Programs   

TM   Teaching Methods 

Uni   University 

UQE   Utilization of the Qualification & Experience 
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