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Executive Summary & Recommendations 
 

This report describes the findings of a pilot study for implementation of the Quality Standards for Teacher 

Educators (hereafter TEQS) carried out in two districts of KP from October to December 2018 in 

conjunction with the E&SED, DCTE, and PITE under the EU-funded KP-ESPSP programme of technical 

assistance to the E&SED.  

 

Context 
 

The Khyber Pakhtunkhwa Elementary and Secondary Education Department has been endeavouring to 

improve the quality of education in the province over the recent years. KP became the first province to 

start the implementation of the Minimum National Standards for Quality Education (MNSQE) approved 

at the National level. The recent emphasis of the KP government on standards based reform efforts 

ŎǳƭƳƛƴŀǘŜŘ ƛƴ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ ŀǇǇǊƻǾŀƭ ƻŦ ǘƘŜ ¢ŜŀŎƘŜǊ 9ŘǳŎŀǘƻǊǎΩ vǳŀƭƛǘȅ {ǘŀƴŘŀǊŘǎ ό¢9v{ύ ƛƴ нлмуΣ 

which was envisioned as an essential extension of the MNSQE. From a systemic efficiency point of view, 

the focus on standards presents a significant step forward. Standards present a unique opportunity to 

align all quality indicators towards a singular objective ς the improvement of students learning outcomes. 

 

The role of teacher educators is of vital importance as they prepare teachers to effectively and efficiently 

improve their professional competence. The TEQS are designed to support the E&SED, DCTE, RITEs and 

PITE in assessing, selecting and professionally developing quality trainers so that they can become an 

established pool of trainers and strengthen the management of teacher education across the province.  

 

The standards were developed with the technical support of ǘƘŜ 9¦Ωǎ KP-ESPSP programme, which has 

been promoting the idea of developing teacher educator standards in KP since 2017. The aim of 

developing these standards was to help PITE and DCTE enhance the skills of their teacher educators, 

professionalise their way of working, and contribute more effectively to the delivery of teaching and 

learning across KP. Currently, PITE draws upon a pool of trainers from the field on a needs basis to meet 

its training requirements. These trainers, typically teachers or school heads, are taken out of their regular 

responsibilities for the duration of the training, deliver the required training and then return to their 

duties.  

 

The TEQS provide a more strategic option for PITE and DCTE and enable them to define the minimum 

levels of competence expected of teacher educators and set a clear reference point against which to 

measure their practice, performance, knowledge and behaviours. The standards also serve as a tool to 

help define professional development programmes, and help the E&SED, DCTE and PITE in establishing a 

permanent pool of specialist teacher educators.  
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Objectives of the Pilot  
 

After the approval of the TEQS in 2018, the first recommended step towards its implementation was the 

piloting of the TEQS on an ongoing training to measure their effectiveness, to assess their fitness for 

purpose and to measure the extent to which they promote better quality training. 

 

The specific objectives of the pilot were to: 

 

¶ Measure the effectiveness and applicability of the TEQS in an upcoming training of PITE  

¶ Assess the potential of the Standards to improve the quality of trainings, when applied, and 

¶ Identify potential gaps and areas of improvement or modification in the TEQS.  

 

The focus of the pilot study (which ran from October- December 2018) was the Continuous Professional 

Development (CPD) of Head Teachers programme. This was selected by PITE and DCTE and covered 6 

training centres in Haripur (for female trainees) and 6 training centres in Peshawar (for male trainees) 

Annex I contains the details. 

Findings of the Pilot 
 

The pilot was designed to assess whether all the process revisions and quality inputs managed to produce 

good trainers who could demonstrate the desired level of proficiency in line with the TEQS. Another 

purpose was to see whether the standards have the capacity to identify candidates who can become part 

of a sustainable pool of teacher educators. 

 

The aggregated findings of the pilot show that : 

¶ Almost 40% of the trainers selected using the TEQS principles demonstrated a good level of skill 

aligned with the TEQS indicators by scoring 3 on the Likert scale for most of the indicators in the 

observation tool. These trainers performed well within the desired level of effectiveness in all 

categories.  

¶ An additional 14% performed especially well demonstrating consistent and high level of skill, 

knowledge and professional competency. This means that more than half of the selected trainers 

(54%)  performed satisfactorily or very well against the criteria laid down by the TEQS.  

¶ A further 33% of the trainers performed in line with expectations but inconsistently. In particular 

they struggled with some of the higher order professional skills which take more time to 

understand, embed and exemplify in a training context. This signifies the need for further capacity 

building to raise their levels of competency so that is consistently in line with the TEQS indicators.  

This also points to another value of using the TEQS ς they provide a level of confidence, a 

benchmark against which DCTE and PITE can make their judgments about the quality of trainers 

and training, and provides specific guidance on what action needs to be taken to build professional 
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capacity and capability. Of the entire sample of selected trainers only 14% performed consistently 

poorly and did not meet the TEQS quality standards in most instances. 

 

The results imply that a positive number of trainers (54%) who scored 3 and 4 on the Likert scale had 

benefitted from all the additional efforts that had been planned for the TEQS pilot, including a more 

rigorous selection process and additional TOT training days. Based on the results these are trainers that 

can be confidently recommended to be included in an established pool of teacher educators.  

 

The findings also enabled the identification of those trainers requiring further assistance and capacity 

building.  These (33%) were the ones who showed potential but with some limitations. The results also 

clearly showed which trainers not to include in future trainings, as they did not show any potential in most 

areas.  

 

The principal areas of weakness identified through the monitoring of the TEQS pilot centred on higher-

order pedagogical skills, such as facilitating the active involvement of participants in the learning process; 

assessment of learning; dealing with questions and discussion; flexibility in the use of materials and 

activities; structuring a session; conflict management, and some aspects of communication and time 

management.  

 

The findings of the FGDs further support these observational study findings as the trainers themselves felt 

that the selection process had helped in securing good quality trainers. The training on the standards and 

facilitation skills had contributed to enhancement of their capacities as trainers. They were able to apply 

most of the skills learned to make their training meaningful and engaging.  

 

The participants of the CPD training courses also supported this claim, highlighting the positive aspects of 

the training as well as the trainersΩ ŀǇǇǊƻŀŎƘΣ  stating that the training was more active and beneficial 

than most of their previous training experiences. 

 

Participants of the FGD from among the team ƻŦ ŜȄǇŜǊǘǎ ƛƴǾƻƭǾŜŘ ƛƴ ǘƘŜ ǎǘŀƴŘŀǊŘǎΩ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ 

piloting process expressed the view that implementation of the TEQS must be enforced without delay as 

the TEQS forms an important link in the education quality chain in KP. 

Recommendations 
 

Based on the results it can be claimed that the pilot study does in fact validate the importance of the 

TEQS. The next step is to look into the scaling up and institutionalize the processes that would continue 

to ensure the implementation and application of the TEQS. However, in order to scale up the 

implementation of the processes for engaging large numbers of trainers it may be necessary to make 

some further adjustments.  

 

The summary of recommendations for up-scaling the pilot fall into three categories: 
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1. Recommendations for the Selection Stage of Teacher Educators:  
 

Step 1  

Orientation of 

DEOs 

¶ hǊƛŜƴǘŀǘƛƻƴ ƻŦ 59hǎ ǎƘƻǳƭŘ ōŜ ŎƻƴǘƛƴǳŜŘ ŀǎ ŀ ƪŜȅ ǎǘŜǇ ƛƴ ǘǊŀƛƴŜǊǎΩ ǎŜƭŜŎǘƛƻƴ 

¶ For future requirements, for example CPD in 8 new districts, all the 
relevant DEOs should be invited to PITE for a half-day session on the 
principles of the TEQS and its implications for the selection of trainers and 
other elements of the training.  

¶ This mƻŘŜƭ ǎƘƻǳƭŘ ōŜ ŀǇǇƭƛŜŘ ǘƻ ŀƭƭ ǘǊŀƛƴƛƴƎ ŀƴŘ ōŜŎƻƳŜ ǇŀǊǘ ƻŦ tL¢9Ωǎ 
SOPs.  

¶ An additional benefit of this step would be the continuous widespread 
dissemination and understanding of the TEQS and ownership of the 
district management in the quality aspects of teacher professional 
development. 

¶ The DEOs should not just send nominations only but merit-based CVs of 
the recommended candidates.  

¶ The initial filtering of the CVs should be done at the DEOs office in line 
with the requirements highlighted in the orientation session. An IT 
platform can be used to store the results of filtering and enable rapid 
sharing of results. 

¶ The E&SED should facilitate this process by ensuring direct access of PITE 
to the districts. 

 

Step 2 

Shortlisting of 

CVs 

This is another important step for filtering the nominations. This step prevents 
the engagement of irrelevant and unsuitable applicants and helps to ensure a 
good balance of qualifications, skills and experience.  
 
It is recommended that: 

¶ PITE continue with this process as regular practice after the nominations 
and the districts forward the long-list of CVs.  

¶ The tool for shortlisting developed for the pilot should be used for this 
step linked to IT platforms to store and share the results. 

¶ The CV format developed for the pilot should be made a regular part of 
the selection process. Using an IT platform to share the templates online 
for candidates to fill and submit will facilitate the process and speed up 
the selection process. 

 

Step 3 

Practical 

Demonstrations 

of Training 

Ability 

This was the final step in the TEQS pilot for final shortlisting of the trainers based 
on their actual performance. Though an important step it is the most challenging 
to take to scale. Observing demonstrations of 24 plus candidates was possible 
given the time frame but for PITE to organise demonstration sessions for more 
than 2500 candidates for CPD alone would require a solution involving other 
groups working hand in hand with PITE. 
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¶ As demonstration gives the best insigƘǘ ƛƴǘƻ ŀ ŎŀƴŘƛŘŀǘŜΩǎ ǇƻǘŜƴǘƛŀƭ ǘƘƛǎ 
step should continue in some form. 

¶ Options could include: 

o Inclusion of demonstration sessions in the TOT (with room for 
rejecting some candidates during the TOT) 

o Training district staff (DEOs and ASDEOs and possibly RITEs) in 
conducting demonstration sessions (after PITE finalises the shortlist 
of CVs) to join hands with PITE to select the most suitable candidates.  

o Capacity building of all experts conducting demonstrations should be 
ensured to minimise the risk of selecting poor trainers. 

 
 

 

2. Recommendations for the Training of Trainers:   
 

Additional days 

of training 

¶ PITE should continue to arrange for additional days of training for all the 
future candidates for the multiple training courses it manages 
throughout the year.  This is important to strengthen skills and 
competencies in core skills, especially the more complex higher-order 
ones. 

 

Resourcing ¶ The Department, DCTE and PITE should advocate for additional resources 
to facilitate the roll-out of a strengthened TOT approach. 

 

TOT Content ¶ The training of trainers on standards and facilitation techniques should 
be spread over 3 instead of 2 days. This is because the 2-day approach 
could not capture all the areas that require proficiency in trainers, which 
was evident through some of the weaker areas identified.  

¶ Include practice and demonstration sessions during the TOT to 
compensate for any deficiencies in utilising demonstration during 
selection and ensure filtering of candidates at this stage, 

¶ PITE should build up a pool of highly qualified Lead Trainer Teacher 
Educators from around the province to conduct the TOTs to  complement 
staff at PITE who will not be able to carry out all the tasks themselves at 
scale. 

 

Development of 

a permanent 

pool of Teacher 

¶ PITE can use the three-day TOT to run annual courses for potential master 
trainers to keep strengthening its pool of trainers. 
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Educator 

trainers 

¶ An online database of all trainers in the pool needs to be established with 
full records of their skills and the training courses they have designed 
and/or delivered. 

¶ The pool needs to be managed and quality-controlled by PITE so that the 
TEQS principles are maintained and operationalised. 

¶ The pool is, to some extent, an interim measure. Its effectiveness can be 
evaluated over time to assess the feasibility and desirability of 
establishing a teacher educator cadre in KP. This would greatly support 
the continued development and strengthening of the teacher educator 
function in KP. 

 

 

3. Recommendations for the Delivery and Monitoring of Training:  
 
Observation 

Tools 

¶ PITE should continue to use this tool for monitoring all training and develop 
a database of all trainers recommended for the pool based on 
observational data of skills, competencies and behaviours. 

 

Monitoring 

Processes 

¶ A strengthened standardised approach to monitoring (and evaluation) of 
all training courses should be instituted at PITE 

¶ PITE should ensure that monitoring becomes an essential and regular part 
of every training programme.  

¶ Staff at PITE and all Lead Trainers should be trained in the use of the 
monitoring tools and how to report on the data gathered. 

¶ An online form to enter and collate results is already developed and can be 
used as part of the monitoring approach.  

¶ The monitoring framework needs to be aligned with the M&E framework 
in operation at PITE and DCTE and aligned to wider quality assurance 
mechanisms that have been recommended for E&SED. 

 

 

 

Conclusions 
 

Delivering quality education to each school child is one of the core purposes of an education system. 

Quality in education is, however, a multidimensional concept which means that reaching this goal may 

not be straightforward.  It requires multiple, parallel inputs from all stakeholders with a well-

coordinated approach which links policy and strategy to sound management of the systems to create 

the conditions for effective and efficient implementation. 

 



 7 

The TEQS is an essential component of the quality chain, which requires concerted efforts for its sustained 

institutionalisation in the system. An encouraging factor is the evidence of strong ownership of the TEQS 

in the Department, Directorate, DCTE and PITE, which can guide the efforts for its continued 

implementation alongside other quality-focused initiatives. This is due, in no small part, to the highly 

participatory and consultative way in which the TEQS was designed over many months with 

representatives of DCTE, PITE, the RITEs, DE&SE and the Planning Cell of the E&SED. The TEQS pilot study 

confirms the value and applicability of the standards and their potential in achieving the purpose they 

were designed for ς better quality training to facilitate better quality teaching and learning in the 

classroom. 

 

The system already provides opportunities for the professional development of teachers through in-

service provision and the pre-service induction programme (managed by DCTE, PITE and RITEs). The 

teacher educator quality standards are designed to strengthen the quality assurance mechanisms within 

these organisations and bring new energy and strategic coherence to existing practices. As such the TEQS  

strengthen the accountability of teacher education institutions in delivering their services. 

 

For this purpose, DCTE and PITE need to continue this work - extending their own efforts and providing 

strategic management of teachers in-service training and also assessing the feasibility of extending the 

approach to the pre-service induction programme.  Clear roles and responsibilities of all stakeholders for 

every stage of the training process should be written and agreed in detailed SOPs. 

 

Additional resources should be allocated for the special purpose of developing the capacity and capability 

of teacher educators and developing, as a matter of priority, a pool of teacher educator trainers to serve 

as a resource that PITE can draw upon and manage strategically and operationally. 

 

The Teacher Educator Quality Standards open up the discussion on systemic and procedural reforms 

required to make their regular implementation as business as usual a reality in KP. This includes 

strengthening existing practices as well as looking at long-term sustainable solutions. Setting up a 

permanent cadre for teacher educators within the system with a clear chain of command and career 

ladder is one such longer-term solution to streamline the professional development landscape for 

teachers and teacher educators in the province. A detailed feasibility study analysis is required to chart a 

way forward with policy, strategy, implementation and cost implications, and a phased action plan that 

could be implemented.  
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Chapter 1: Introduction 

1.1. Background 
 

The development of the Teacher EducatorsΩ vǳŀƭƛǘȅ {ǘŀƴŘŀǊŘǎ ό¢9v{ύ is a significant step towards 

improving the quality of education in Khyber Pakhtunkhwa (KP). The TEQS paves the way for quality 

ƛƳǇǊƻǾŜƳŜƴǘ ŀŎǊƻǎǎ ŀƭƭ ǘƛŜǊǎ ƻŦ ǘŜŀŎƘŜǊǎΩ ǇǊƻŦŜǎǎƛƻƴŀƭ ŘŜǾŜƭƻǇƳŜƴǘΦ ¢ƘŜ ǉǳŀƭƛǘȅ ƻŦ ǘŜŀŎƘŜǊ ŜŘǳŎŀǘƻǊǎ (TEs) 

directly impacts the perfoǊƳŀƴŎŜ ƻŦ ǘŜŀŎƘŜǊǎ ŀƴŘΣ ƛƴ ǘǳǊƴΣ ǎǘǳŘŜƴǘǎΩ ƭŜŀǊƴƛƴƎΦ  

 

The aim of developing these Standards was to help PITE and DCTE enhance the skills of their teacher 

educators, professionalise their way of working, and contribute more effectively to the delivery of 

teaching and learning across KP. Currently, PITE draws upon a pool of trainers from the field on a needs 

basis to meet its training requirements. These trainers, typically teachers or school heads, are taken out 

of their regular responsibilities for the duration of the training, deliver the required training and then 

return to their duties.  

 

The TEQS provide a more strategic option for PITE and DCTE and enable them to define the minimum 

levels of competence expected of teacher educators and set a clear reference point against which to 

measure their practice, performance, knowledge and behaviours. The standards can also be used as a tool 

to help define professional development programmes, and help the E&SED, DCTE and PITE in establishing 

a pool of competent teacher educators.  

 

The Teacher Educator Quality Standards are built around 5 themes, namely: 

 

 

Quality 
Standards 
for Teacher 
Educators

1. Knowledge of 
content and 

methodologies

2. 
Demonstrating 
knowledge and 
skills through 

practice

3. Planning, 
delivery and 
monitoring

4. 
Communication 
and facilitation 

5. Professional 
development 
for teacher 
educators
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Each theme is further divided into sub-themes and indicators that detail measurable and observable 

proficiencies at different stages of the training process. A range of assessment tools are indicated to 

determine the proficiency of TEs at induction and post-induction level.  

 

1.2.  Piloting the TEQS  
 

It was agreed with DCTE and PITE in late 2018 that once the Standards had been developed, they needed 

to be piloted in a real-world context to assess their fitness for purpose and to measure the extent to which 

they promote better quality training. 

 

The specific objectives of the pilot were to: 

 

¶ Measure the effectiveness and applicability of the TEQS in an upcoming training of PITE  

¶ Assess the potential of the Standards to improve the quality of trainings, when applied, and 

¶ Identify potential gaps and areas of improvement or modification in the TEQS.  

 

The pilot focused on the application of the first four of the TEQS themes as they relate directly to selection 

of trainers and training delivery. The fifth theme, which relates to professional development, can only be 

measured in the longer term, and only after themes 1 to 4 have been embedded in the system. 

 

The focus of the pilot study (which ran from October- December 2018) was the Continuous Professional 

Development (CPD) of Head Teachers programme. This was selected by PITE and DCTE and covered 6 

training centres in Haripur (for female trainees) and 6 training centres in Peshawar (for male trainees) 

Annex I contains the details. 
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Chapter 2: Pilot Study Methodology 
 

PITE is charged with in-service training of all teachers as well as school and district level managers.  For 

this purpose, it relies on a pool of trainers from within the education system. These trainers are typically 

teachers, head teachers, and RITE instructors (with a preference towards those who have already 

conducted training in the past). As a general practice PITE asks the DEOs for nominations of candidates.  

 

PITE has developed basic criteria for short listing candidates nominated by the districts. This tends to focus 

on academic qualifications, but has not proven to be entirely successful, as the requisite skills set for 

training teachers does not necessarily correlate with formal qualifications. During the teacher training, 

master trainers may be observed by PITE but it is not regular practice. If during such an observation the 

ǘǊŀƛƴŜǊΩǎ ǇŜǊŦƻǊƳŀƴŎŜ ƛǎ ŦƻǳƴŘ ǘƻ ōŜ less than satisfactory s/he is restricted from imparting further 

training. In management terms, this is not an effective way to manage the pool of trainers or to develop 

capacity in the system. 

 

The TEQS provides an opportunity for PITE and DCTE to align their processes and tools to accommodate 

the application of quality standards at each stage of the training from identification and selection of 

trainers to their preparation, capacity building, delivery and feedback.  

 

All training conducted by the E&SED is structured in the following tiers of responsibility: 

 

DCTE 
Planning &
 oversight 
of training

PITE  
Design, materials

development & training delivery

Lead Master Trainers: trained by PITE

Master Trainers: trained by Lead Master Trainers
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2.1. Key Contributors to the TEQS Pilot 
 

All relevant stakeholders including representatives of E&SED, PITE and DCTE and the KP-ESPSP programme 

team participated during the various stages of the pilot, as follows: 

 

Planning  

Representatives of E&SED, Directors of DCTE and PITE and 

selected specialists supported by the KP-ESPSP team participated 

in the design of the pilot study 

Selection of Trainers DCTE, PITE, Directorate, KP-ESPSP and District management 

Module Development DCTE and PITE supported by KP-ESPSP 

Training Of Trainers PITE (including Lead Master Trainers) 

Master Trainers Candidates from the field nominated by the DEOs 

Design of Monitoring and 

Evaluation System 
KP-ESPSP in consultation with DCTE, PITE 

Observation team PITE and DCTE 

FGDs KP-ESPSP team, PITE 

 

2.2. Design of the Pilot 
 

As a first step in designing of the pilot,  workshops were held to scope out the pilot outline and processes, 

the roles of different organisations and the tools for monitoring and evaluating the pilot. The current 

processes for running ongoing training were assessed in terms of their relative strengths and effectiveness 

(in relation to the application of TEQS). Based on this, a range of revised processes were developed to 

align the training to the quality standards in a more structured way and finalise the elements of the pilot 

study: 

 

¶ The pilot was focused on the CPD training of head teachers being implemented by PITE covering 6 

training centres in Haripur (for females) and 6 centres in Peshawar (for males) 

¶ A total of 24 master trainers (12 male and 12 female working in pairs in each centre) would be 

selected to deliver the training 

¶ The different stages of the training (e.g. selection of trainers, TOT, delivery of training) would be 

modified in terms of processes and tools to ensure alignment to the quality standards framework 

¶ It was decided that a control district or centre would not be used due to time and human resource 

constraints. While a control group would have been desirable to assess comparability between 
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approaches using and/or not using the quality standards approach, in this case the focus was more 

to assess the suitability of the approach to the needs of PITE and DCTE 

¶ Tools were developed for each stage of training from selection to delivery. Existing tools were used 

as the basis for review and adjustment  

¶ Roles and responsibilities of PITE and DCTE were clearly delineated for each stage of the pilot, and 

¶ A monitoring and evaluation framework was designed to measure the effectiveness of the pilot 

with tools focused on observation of training and  FGDs with participants in the pilot study itself. 

 

2.3. Monitoring and Evaluation Approach for the Pilot  
 

The M&E framework was designed to assess the effectiveness of the TEQS approach and principles, and 

develop a feedback loop which could provide insight to stakeholders on the fitness for purpose of the 

TEQS approach in strengthening the effectiveness of the teacher educator function in KP (details of the 

M7E approach are contained in Annex IX). 

 

With these objectives in mind, the M&E approach would address the implementation arrangements as 

well as investigate the short-term impact of the TEQS approach on the teacher training activities 

contained in the CPD programme. Therefore, part of the Kirkpatrick model1 was used as the basis for 

analysing evidence on the effectiveness of the TEQS in this pilot. 

As far as the piloting of the draft standards developed by the TEQS activity, it was important to collect 

monitoring data on the first two levels of performance (reactions and learning), given the relatively short 

timeframe of the CDS.  The other two levels (transfer and results) refer to longer-term impact and change, 

which fall outside the scope of the pilot. The details of the four levels of the Kirkpatrick Model and their 

measurement in relation to the pilot are outlined below: 

 

 

                                                        
1 The Kirkpatrick Model is recognised as a standard to evaluate the effectiveness of training. It recommends the measurement of training 
value across four levels. Each level is important as it draws attribution linkages between the various levels. Each advancing level requires 
more effort in assessment and measurement but also provides more information pertinent to training effectiveness. 
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After much debate, it was agreed to monitor only the selected districts and centres and not include a 

control district. The rationale was that the pilot was designed to allow DCTE and PITE to practise the 

application of the standards through revised processes on a smaller scale and then use the pilot 

experience to decide on scaling-up based on what worked and what did not. If more time had been 

available, it would have been desirable to have a control group in order to analyse the comparability of 

the TEQS approach against the usual practice for carrying out such training. Consequently, the findings of 

this study need to be understood as a qualitative-dominant description of a pilot exercise to assess the 

fitness for purpose of the TEQS approach. Recommendations made in this report are made on that basis. 

2.3.1. Monitoring and Evaluation Tools 

 

Two main tools were designed to gauge what the teacher educators have learned in terms of knowledge 

and professional skills as a result of the pilot. These include an observational tool (OT) based on the TEQS 

to document the degree to which the MTs had learned from the process and how it had influenced their 

performance. In addition, FGDs were conducted with three groups: selected trainers, trainees and the 

experts who participated in the pilot (Annexes VII & VIII). 

2.3.2. The Monitoring Team 

 

DCTE and PITE nominated 3 Male and 3 Female staff members each to form the monitoring team. Some 

of these members had been part of the standards development team while some members had to be co-

opted (see Annex II). All of the monitors attended standardization training  to ensure they understood the 

nature and purpose of the tools being used and crucially to standardise the way in which the tools were 

assessed and reported on. 

 

The OT rubric (scored on a 4-point Likert scale) was discussed in detail and finalised. The participants were 

apprised of their task and a code of conduct for observation was discussed and finalised (Annex III). 

Participants were also coached on how to fill the form and enter the scores on the online form 

immediately after the observation.  Each member of the observation team was assigned a training centre 

where they would be observing the training. They were each required to fill out two observation forms; 

one for each trainer at the training centre. 

 

A total of 5 Focus Group Discussions were conducted as part of the M&E approach with three different 

sets of participants. Two FGDs were conducted per district with selected MTs and trainees to understand 

their perceptions and experiences regarding the training.  An additional FGD was conducted with 

members of the team who had helped to design the pilot (and the TEQS) to gather their impressions about 

the process and the effectiveness of the TEQS pilot. For this purpose, three FGD questionnaires were 

developed (see Annex VIII). 
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2.4. Training Stage 1: Selection of Trainers 
 

Application of the TEQS required modifications in the selection process to accommodate the standards 

and ensure the induction of the best possible candidates. To identify potential trainers, PITE currently 

relies on nominations from the DEOs, which it secures through a letter directed to the DEOsΩ office and 

channeled through the E&SED. Despite the fact that the letter includes some minimum requirements for 

the MTs the nominated candidates may not demonstrate the essential skills expected of a good trainer. 

This constitutes a risk to the quality of those selected and the quality of the training being delivered. 

 

For the purpose of the pilot certain steps were added to the selection process of the master trainers to 

ensure identification of the best candidates in line with the TEQS. This is described in more detail below. 

2.4.1. Orientation of DEOs 

 

This was an additional step as both DCTE and PITE felt that the DEOs should be briefed face to face about 

the purpose and requirements of the training and the trainers. For this purpose, DCTE, PITE and KP-ESPSP 

team representatives visited the DEOΩǎ offices in Peshawar and Haripur on 5th and 6th November 2018 

respectively and met with the DEO, SDEOs and ASDEOs to share with them the relevant details of the 

pilot. DEOs were given an overview of the standards and how they impacted the selection process of the 

trainers and discussed the important ǊƻƭŜ ƻŦ ǘƘŜ 59hΩǎ ƻŦŦƛŎŜ ƛƴ ensuring the application of standards on 

the nominations they forward to PITE. The DEOs were asked to submit 20 CVs against the requirement of 

12 trainers per district.  

2.4.2. Shortlisting of CVs 

 

Director PITE nominated a team of 3 experts to shortlist the CVs. A tool was developed for grading the 

CVs against a set of criteria derived from the standards (Annex IV). The teamΩǎ ǘŀǎƪ ǿŀǎ ǘƻ apply the criteria 

designed during the workshop to score each CV and prepare a long-list of selected candidates . 

 

A ǎƛƳǇƭŜ /± ŦƻǊƳŀǘ ǿŀǎ ŘŜǾŜƭƻǇŜŘ ŀƴŘ ǎŜƴǘ ǘƻ ǘƘŜ 59hΩǎ ƻŦŦƛŎŜ ŦƻǊ ǘƘe incumbents to fill and submit 

(Annex V). As a result, 17 filled out forms were received from Haripur and 27 CVs received from Peshawar 

were short listed in line with the criteria. 13 candidates from Haripur and 20 candidates from Peshawar 

were subsequently shortlisted. 

2.4.3. Demonstration of Training Ability 

 

After the shortlisting of CVs an additional step was introduced to further filter and refine the  selection 

process in accordance with the TEQS. The shortlisted candidates were invited to take part in a 

demonstration session to assess their training competency.  Director PITE nominated a 4-member team 

to observe the demonstration of each candidate and score him/her according to an observation tool (OT), 

which was a checklist of criteria developed specifically for this purpose (see Annex VI). The indicators of 

the OT were derived from the TEQS and focused on delivery and communication skills. The 
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demonstrations took place at Haripur on 23rd November and Peshawar on 5th December 2018 where 

each candidate was given a pre-prepared session selected from the CPD module to demonstrate in front 

of the selection committee. The committee scored each canŘƛŘŀǘŜΩǎ ǇŜǊŦƻǊƳŀƴŎŜ ōŀǎŜŘ ƻƴ ǘƘŜ indicators 

of the demonstration OT. 33 candidates participated in the demonstrations out of which 25 qualified to 

attend the TOT as potential master trainers. 

 

2.5. Training Stage 2: Training of Trainers 
 

According to current practice PITE carries out a TOT for the selected Master Trainers for all training events. 

The duration of the TOT equals the number of training days for teachers/head teachers plus one extra day 

for planning and preparation. For the ongoing CPD training programme for head teachers, PITE had 

already designated 4 training days for the MTs which included 3 days for CPD training and 1 day for 

planning and preparation.  

 

For the pilot it was agreed to add two additional TOT days to introduce the TEQS and cover facilitation 

techniques in more detail. The purpose of these two additional days was to train and equip the master 

trainers in the requisite skills of training and facilitation as envisioned in the TEQS.  

 

PITE had already developed a generic three-day training module on facilitation skills. It was agreed to take 

that module as the base document and modify it in line with the TEQS.  

 

2.5.1. Module Development 

 

A joint team of PITE and DCTE was formed to adapt the module for the additional two days of training. 

This was done in a working session with the nominated team on 11th November 2018. The idea was to 

review the existing module on facilitation techniques and align it to the standards. 

 

The existing module had been designed for three days of training. During the working session this was 

reduced to two days. A session on orientation to the TEQS principles and indicators was added, while the 

sessions on communication skills were further enriched based on the indicators of the standards.  

 

Overall each session was linked to the TEQS and participants were encouraged to identify this link and 

repeatedly refer to the standards throughout the training. The last session of the module focused on 

introduction of the observation tool against which their performance and professional competencies 

would be assessed. The module was carefully reviewed by PITE and DCTE, and finally approved by the 

DCTE. 
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2.5.2. Training of Trainers (TOT) 

 

The TOT took place at PITE from 10th ς 15th December, with two days of training on standards, three days 

training on CPD and one day for planning and preparation. All 25 candidates participated in the TOT. PITE 

designated two trainers to lead the two-day sessions on facilitation skills in the light of the TEQS.  

 

Observations of day two of the training showed a positive degree of satisfaction on the part of the trainers 

as well as trainees with the process so far. The trainees were especially appreciative of the additional two 

days training that were added. Most observed that it was the first time they had participated in such 

training.  

 

The trainees also positively reacted to the TEQS document. They reflected positively on the robust process 

employed by PITE for their selection and expressed a sense of accomplishment on being amongst the 

selected candidates. 

 

2.6. Training Stage 3: Delivery & Monitoring of Training 
 

The CPD training programme for head teachers was a three-day training course which was held across the 

12 pilot centres in Peshawar and Haripur. The trained master trainers carried out the training. PITE and 

DCTE jointly monitored the training. A 12-member monitoring/observation team consisting of 3 male plus 

3 female staff members both from DCTE and PITE was formed and trained in their task.  The monitoring 

framework was based on the Kirkpatrick Model, which is recognised as a standard to evaluate the 

effectiveness of training interventions..  

 

The purpose of monitoring the TEQS pilot was to assess the effectiveness of the TEQS approach and 

principles, and develop a feedback loop, which could provide insight to stakeholders on the fitness for 

purpose of the TEQS approach to enhancing the effectiveness of the teacher educator function.  
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Chapter 3: Findings of the Pilot Study 
 

3.1. Observation of Training 

 

Observations of training were carried out in the pilot centres as a means of assessing the applicability and 

suitability of the TEQS approach to the delivery of good quality trainer training and teacher training. The 

12-member monitoring team were assigned to different centres where they carried out the observation 

of training (a total of 21 trainers were observed in 12 centres). Each observer spent a full day in their 

centre observing training activity and completing the observation forms manually and online.  

3.1.1. The Observation Form 

 

The Observation Tool for teacher educators (Annex VII) was based on the content of the TEQS and 

designed to be filled out by an observer to determine the quality of teacher training. This tool was 

developed over several working sessions with a mixed team from PITE, DCTE, DE&SE and Planning Cell,  

and complemented work from the ongoing parallel activity of designing an M&E framework for PITE. 

 

The OT has a total of 35 indicators covering the four core aspects of observation: preparedness, delivery, 

communication and time management. For 29 of these indicators a standard 4-point Likert scale was 

applied. For the remaining 6 indicators, which mostly focused on preparation and a few aspects of 

delivery, ŀ Ψ¸Ŝǎ ƻǊ bƻΩ response was included. A remarks column was added to each indicator in case any 

clarification was required. Additionally, two questions at the end of the OT allowed for deeper reflections 

ƻƴ ǘƘŜ ǘǊŀƛƴŜǊǎΩ ǇŜǊŦƻǊƳŀƴŎŜ ōȅ ǘƘŜ ƻōǎŜǊǾŜǊΦ 

3.1.2. Rubric 

The rubric to ensure uniform interpretation of the 4-point Likert scale was as follows: 

 

4 Evidence observed exceeded expectation throughout, resulting in a very effective training 

session 

3 Consistent evidence observed throughout, resulting in an effective session 

2 Evidence observed, but limited in nature and not observed throughout the session 

1 No evidence observed during the session 

 

The scores that would indicate a satisfactory and excellent level of effectiveness in terms of performance 

are 3 and 4. Anything below this would signify some gaps and inconsistencies in the expected 

competencies.   
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3.2.  Findings from the Observation Study of Training 
 

The findings of the observational study are discussed below and organised according to the four core 

aspects of the observation form: preparedness, delivery, communication and time management.  

3.2.1. Section 1: PREPAREDNESS 

 

Indicators in this section were designed to assess whether the TE was well prepared for the training as 

per the instructions, guidelines and discussions during the TOT. Preparedness spanned punctuality, 

readiness in terms of materials and training schedules, along with arrangement of materials to be used 

during training.  

 

Indicators 1-3 

1. Reached venue at least 30 minutes before the start of the session 

2. Ensured availability of teaching aids 

3. Training schedule is prominently displayed 

 

Collated findings from the 21 observations reflect that most trainers (73%) reached the venue at least 30 

minutes before the start of the session (Table 1), and 95% ensured the availability of teaching aids (Table 

2). Some of the remarks made by the observers stated that multimedia was not available at the venue, 

which made it difficult to deliver certain aspects of the training. Only 32% of the trainers had the training 

schedule displayed in a prominent place in the training room with 68% having no training schedule 

displayed (Table 3)Φ Lƴ ŀ ŦŜǿ ŎŀǎŜǎ ǘƘŜ ǇǊŜǾƛƻǳǎ ŘŀȅΩǎ ǎŎƘŜŘǳƭŜ ǿŀǎ ŘƛǎǇƭŀȅŜŘ ŀǎ ƳŜƴǘƛƻƴŜŘ ƛƴ ǘƘŜ ǊŜƳŀǊƪǎ 

column of the OT.  

 

 
     Table 1             Table 2 

73%

27%

0%
0%

50%

100%

Yes No NA

1. Reached venue at least  30 
minutes before the start of

the session 95%

5% 0%
0%

20%

40%

60%

80%

100%

Yes No NA

2. Ensures availability of
teaching aids
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                                                   Table 3 

3.2.2. Section 2: DELIVERY 

 

Delivery is the most important aspect of training and refers to all elements of imparting the content, 

including setting the ground rules, subject matter knowledge, effective use of techniques, engaging the 

participants through Q&A and keeping all trainees involved. Effective delivery also encompasses 

appreciation of work done by the trainees to keep them motivated while paying attention to the 

ǇŀǊǘƛŎƛǇŀƴǘǎΩ ƭŜŀǊƴƛƴƎ, recapping the key content areas and encouraging trainees throughout.  

 

The delivery section of the OT had 18 indicators - three marked as either Yes/No and 15 to be scored on 

a 4-point Likert scale in line with the rubric.  

 

Indicators 4 - 21 

4. Introduces her/himself 

5. Describes the norms of participation and ground rules 

 

Indicators 4 and 5, which dealt with introductions and setting of ground rules, were designed for day 1 of 

the training. However, it was expected that the ground rules chart would be displayed in the training room 

for the remaining training days. Results show that half of the trainers (50%) introduced themselves. 14% 

did not introduce themselves while in 36% of the cases it was found not applicable. The NA rating may 

have resulted from the fact that this was not expected on day 2 (Table 4). 55% described ground rules, 

recapping day 1 of training while 23% did not talk about ground rules (Table 5).  

 

  
Table 4                       Table 5 

32%

68%
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80%

100%
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3. Training schedule is prominently 
displayed
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14%

36%
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80%
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Yes No NA

4. Introduces Himself/herself 

55%

23% 23%

0%
20%
40%
60%
80%

100%

Yes No NA

5. Describes the norms of 
participation and ground rules
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6. Explains the objectives at the beginning of each session 

An important aspect of good training delivery includes clearly explaining the objectives at the beginning 

of each session. Only 36% of trainers explained the objectives before beginning each session while 50% 

started the activities without explaining the objectives (even though this was an important aspect covered 

in the TOT). In 9% of the cases this was scored as not applicable which is not clear, as every session has 

clearly laid out objectives in the module, which should be explained before starting the session (Table 6).  

 

     Table 6 

7. Uses a variety of training techniques to address individual learning needs to ensure maximum 

participation 

 

41% of the trainers observed were able to consistently demonstrate variety in their training style at the 

desired level of effectiveness to ensure participation. Some of the trainers (5%) showed exceptional 

results, exceeding expectations in this category. 45% applied only some variation in their teaching style 

but not consistently and only to a limited extent, while 9% failed to demonstrate any evidence of variety 

in their teaching style to meet individual needs throughout the training day (Table 7). 

 
         Table 7 
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50%

9%
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6. Explains the objectives at the 
beginning of each session

9%
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0%
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4

NA

7. Uses a variety of training techniques to 
address individual learning needs to ensure 

maximum participation 
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8. Uses resources effectively, ƛƴŎƭǳŘƛƴƎ ǘŜŎƘƴƻƭƻƎȅ ŀƴŘ !± ŀƛŘǎΣ ǘƻ ŜƴƘŀƴŎŜ ǘǊŀƛƴŜŜǎΩ ƭŜŀǊƴƛƴƎ 

 

The next indicator (8) is closely linked to the previous one (7) and focused on use of appropriate resources 

during training. 45% demonstrated a good understanding of the use of teaching aids (scoring 3). These 

ǘǊŀƛƴŜǊǎ ŎƻƴǎƛǎǘŜƴǘƭȅ ƳŀŘŜ ŜŦŦŜŎǘƛǾŜ ǳǎŜ ƻŦ ǊŜǎƻǳǊŎŜǎ ǘƻ ŜƴƘŀƴŎŜ ǘƘŜƛǊ ǘǊŀƛƴŜŜǎΩ ƪƴƻǿƭŜŘƎŜΦ !ŘŘƛǘƛƻƴŀƭ ǘƻ 

this 9% performed exceptionally well in this category and scored 4 points. Of the remaining trainers 27% 

did not consistently use the resources as required and 19% , rather worryingly, did not use any teaching 

aids at all during their sessions (Table 8). Though the TOT did address these important facets (teaching 

techniques coupled with use of teaching aids) of training, more emphasis needs to be placed on both 

these aspects to enhance learning.  

 
Table 8 

9. Demonstrates good command over subject matter knowledge 

 

Most trainers (59%) showed good command over subject matter knowledge with a score of 3 points with 

an additional 5% exceeding expectations in this category. Of the remaining trainers, 23% scored 2 points, 

showing some gaps in subject knowledge with room for improvement and 14% demonstrated no or poor 

command over the subject they were training (Table 9). 

 
Table 9 
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trainees knowledge

14%
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9. Demonstrates good command over subject 
matter knowledge
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10. Manages contributions from all participants by involving trainees in discussion and activities 

 

9ƴǎǳǊƛƴƎ ǘǊŀƛƴŜŜǎΩ active participation in the learning process is an important skill for a good teacher 

trainer. In this category 45% scored 3 points, which shows that were able to consistently and competently 

involve all participants in activities and discussions throughout the sessions. Half of the trainers (50%) 

involved the trainees to some extent but not consistently, leaving room for improvement. The remaining 

5% did not involve the participants at all (Table 10). More focus needs to be assigned to ǇŀǊǘƛŎƛǇŀƴǘǎΩ 

involvement in future TOTs in order to maximise learning and reflection. 

 
Table 10 

11. Follows the structure, instructions and flow  

12. Stays focused on and meets the stated objectives (activities) of the training module 

13. Conveys clear instructions for the activities 

 

The trainers were given a pre-designed module with step-by-step instructions that they were required to 

follow. The next three indicators (11, 12, 13) related ǘƻ ǘƘŜ ǘǊŀƛƴŜǊǎΩ ǇŜǊŦƻǊƳŀƴŎŜ ƛƴ ŦƻƭƭƻǿƛƴƎ ǘƘŜ 

ƳƻŘǳƭŜΩǎ ƛƴǎǘǊǳŎǘƛons. Results show that 55% of trainers were able to follow the instructions and flow of 

activities to the desired level of effectiveness according to the module while the rest fell short of following 

even the written instructions in a satisfactory manner (Table 11). Similarly, the same number (55%) of 

trainers were able to effectively and consistently stay focused on the objectives of the training (Table 12). 

About 50% were able to deliver clear instructions for the activities, while the remaining half of those 

observed either did not consistently give clear instructions (45%) or did so poorly (5%) (Table 13). 

5%

50%

45%

0%

0%

0% 20% 40% 60% 80% 100%

1

2

3

4

NA

10. Manages contributions from all participants 
by involving trainees in discussion and activities
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Table 11                                                                              Table 12 

 
                                                 Table 13 

¢Ƙƛǎ ǎƘƻǿǎ ǘƘŀǘ ŎƭƻǎŜ ǘƻ ƘŀƭŦ ǘƘŜ ǇŀǊǘƛŎƛǇŀƴǘǎ ǿŜǊŜ ƴƻǘ ŀōƭŜ ǘƻ Ŧƻƭƭƻǿ ǘƘŜ ƳƻŘǳƭŜΩǎ ƛƴǎǘǊǳŎǘƛƻƴǎ ƻǊ ǎǘŀȅ 

focused on the objectives or give clear instructions for activities despite the fact that all these elements 

were clearly outlined in the module. There is a clear need for a sharper focus on this area during TOT 

sessions in order to strengthen the way in which tasks and activities are described. This is particularly 

important because teachers need to follow good models in the training room and apply them to their own 

teaching.   

 

14. Applies appropriate questioning techniques to engage all participants 

15. Motivates Participants to ask questions 

 

Effective use of questioning techniques is an essential skill to keep participants engaged. This includes 

both asking and allowing questions by participants and responding appropriately. The results show that 

45% trainers were able to apply questioning techniques consistently to the desired level of effectiveness 

(scoring 3 on the rubric), while 50% of the trainers did not consistently engage all participants through 

questions. 5% trainers did not engage participants through questions at all (Table 14).  

 

On the other hand, only 32% of trainers encouraged participants to ask questions for clarifications and/or 

responded with confidence, while 55% allowed questions but not consistentlyΦ ¢ƘŜ ǊŜǎǘ όмп҈ύ ŘƛŘƴΩǘ ǎƘƻǿ 
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any evidence of allowing the participants to ask questions. (Table 15). This is also a significant finding and 

has implications for the types of skills that need to be practiced in TOT in order to improve the way that 

trainees experience a training session. Learner-centred approaches require that question and answer and 

discussion is prioritised in the training room and in the classroom.  It is clear that even specially selected 

trainers rely heavily on trainer-centred approaches, which diminishes the opportunities for purposeful 

discussion in the training sessions. 

  
Table 14             Table 15 

 

16. Motivates less active participants by encouraging and assigning specific tasks to them 

17. Manages dominant people or participants who talk too much without directly offending them 

 

Indicators 16, 17, 18 and 19 are conƴŜŎǘŜŘ ŀǎ ǘƘŜȅ ŘŜŀƭ ǿƛǘƘ ǘƘŜ ǘǊŀƛƴŜǊǎΩ ǊŜǎǇƻƴǎŜ ǘƻ ǘƘŜ ǘȅǇŜǎ ƻŦ 

participants present in a training session and the ability of the trainer to adapt their approach accordingly.  

This appears to be a weaker area as a high number of trainers (73%) performed less than the desired mark 

on involving less active participants in the discussions (scoring 2 on the Likert scale). Only 18% trainers 

demonstrated the ability to involve participants to an acceptable standard with none demonstrating an 

exceptional level of competence. 9% of trainers did not demonstrate any evidence of this competency 

(Table 16).   Similarly, for management of dominant participants 41% were not able to manage dominant 

trainees effectively. In this category 32% altogether failed to control dominate participants. Only 14% 

scored 3 points in this category and 5% scored 4 points. In 9% of the cases this was marked as not 

applicable which indicates that there were no dominant participants in the group (Table 17). 
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15. Motivates participants to ask 
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       Table 16              Table 17 

18. Appreciates contribution of participants verbally and non-verbally 

 

tŀǊǘƛŎƛǇŀƴǘǎΩ ƳŀƴŀƎŜƳŜƴǘ ŀƭǎƻ ŎƻǾŜǊǎ ŀǇǇǊƻǇǊƛŀǘŜƭȅ ŀŎƪƴƻǿƭŜŘƎƛƴƎ ŀƴŘ ŀǇǇǊŜŎƛŀǘƛƴƎ ǘƘŜƛǊ ŎƻƴǘǊƛōǳǘƛƻƴǎ 

through verbal and non-ǾŜǊōŀƭ ǊŜǎǇƻƴǎŜǎΦ !ǎ ŦŀǊ ŀǎ ŀǇǇǊŜŎƛŀǘƛƻƴ ƻŦ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ŎƻƴǘǊƛōǳǘƛƻƴǎ ƛǎ 

concerned 41% of the trainers showed appreciation at the desired level of effectiveness and 5% exceeded 

expectations. The remaining either did so inconsistently (50%) or not at all (5%) (Table 18). 

 
Table 18                     Table 19 

 

19. Applies different assessment techniques during the session 

 

Application of a variety of assessment techniques to gauge learning was one of the weaker areas as only 

32% of the trainers scored 3 points and 5% scored 4. 55% did apply some assessment techniques but with 

room for improvement. The remaining trainers did not assess learning during the sessions (Table 19). 

 

Overall, the clear finding from the results of these four indicators means that greater emphasis needs to 

be placed on how trainers are sensitised to the needs of different types of participants, and how their 

own training approach needs to be flexible to accommodate difference. This relates to the earlier findings 

about training in a learner-centred way and providing a good model to teachers to use in their own 

classrooms. This concept is at the heart of the TEQS. 
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20. Recaps the important elements and the responses and concludes the session effectively 

Concluding and recapping important elements of the sessions successfully was not observed to be a strong 

area among the trainers as only 38% scored 3 points and 5% scored 4. Almost 24% trainers did not recap 

the sessions at all. The remaining (33%) showed inconsistency with this important aspect of the training, 

signifying the need for further capacity building (Table 20). 

 

  
Table 20              Table 21 

 

21. Creates/sets up conducive-learning environment through participation, encouragement, recognition, 

harmony, teamwork and feedback 

 

As a positive outcome, a high number of trainers scored 3 points (64%) and 4 (5%) in creating a conducive 

learning environment through encouragement and recognition, which shows that most of the trainers 

understood the importance of positive interaction during delivery. Interestingly, this is in contract to the 

findings for the preceding indicators where the practical approaches to inclusivity, flexibility and learner-

centred were less than optimal. 

 

 

Summary of Findings: DELIVERY 

 

Looking at the overall findings for the delivery topic, it is evident that trainers showed potential and scored 

in line with the core expectations with 42% scoring 3 on the Likert scale on all indicators. Around 3% of 

the trainers overall delivered exceptionally well scoring 4 and stood out as excellent trainers. The pilot 

study indicates that from this group, around 45% of the trainers demonstrated strong level of competence 

to deliver high quality training. These trainers should be deployed in future training courses organised by 

PITE. 

 

On the other hand, almost 43 % of the trainers delivered their training but with some inconsistencies on 

most indicators, signifying either some gaps in their performance. These were the ones who tried to 

perform in line with the training and instructions they had received but had not fully internalised the TOT 

training. It is evident that with some more input and practice these trainers could strengthen their skills 
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in order to provide good quality training. 11% of the trainers clearly demonstrated their lack of potential 

and inability to deliver trainings scoring 1 on the Likert scale in almost all indicators.  

 

The pilot study has demonstrated those areas of delivery which require further capacity building (probably 

due to their conceptual and methodical complexity). These include understanding how to provide learner-

centred training; managing participants with greater insight; assessment of learning, and providing 

opportunities for greater discussion and reflection in the training.   

 

3.2.3. Section 3: COMMUNICATION 

 

At the heart of effective and impactful training experiences lie the communication skills of the trainers. 

Communication ranges from body language to eye contact to pitch and tone of voice and a confident 

demeanour. Delivery and communication are closely linked, as a good communication style is at the heart 

of effective training delivery. The communication section of the observation monitoring tool has 10 

indicators. 

 

Indicators 22 - 31 

22. Projects self-confidence and maintains professional composure 

23. Communicates in the required language with proper pronunciation 

24. Communicates in clear and strong voice using pitch and volume appropriately 

25. Maintains eye contact with appropriate expressions 

 

A majority of the trainers displayed strong levels of performance on their projections of self-confidence  

(59%), (Table 22) proper use of language (82% + 5%) (Table 23), and voice intonation (55% + 9%) during 

the training sessions (Table 24). The area of further improvement where more than half the trainers either 

did not manage this consistently or not at all was maintenance of eye contact with appropriate 

expressions (Table 25). This needs to be considered against cultural norms in this context, although there 

are ways of enhancing eye contact in a training situation without upsetting cultural sensitivities.  
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Table 24             Table 25 

 

26. Demonstrates a positive and non-threatening body language and puts the participants at ease 

27. Communicates ethically and without conveying any bias through verbal, non-verbal cues 

 

A very high sensitivity to use of proper body language was displayed by the trainers (77% + 5%) during the 

sessions (Table 26). Similarly, a large number of trainers demonstrated sensitivity in avoiding any kind of 

bias through verbal and non-verbal cues (77% + 5%). This shows that the TOT successfully addressed these 

aspects of training which are often significantly absent (Table 27). 

 
Table 26            Table 27 

 

28. Manages conflict effectively through discussion and mediation 

29. Generates enthusiasm and energy throughout the lesson 

30. Respects the views of the trainees 

31. Exhibits sensitivity to students' personal cultural, gender differences and disabilities, responds 

appropriately in a non-threatening, pro-active learning environment 
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The ability to maintain authority in the training environment and balance this with sensitivity and respect 

is one of the more complex competencies that good trainers need to develop. In the important area of 

conflict management 41% of trainers displayed some ability to resolve issues but with shortcomings, but 

only 23% were able to manage difficult situations at a satisfactory level. In 36% of the cases it was marked 

as NA, which means that either a conflict situation did not arise or the group was well managed by the 

trainer (Table 28). 

 
Table 28           Table 29 

 

Around 59% of the trainers did not satisfactorily maintain energy levels consistently during the training 

and 9% were not able to generate energy and enthusiasm as a trainer, showing that this requires more 

attention in future TOTs. 32% successfully created a proactive learning environment for trainees 

consistently (Table 29). 

 

! ƳŀƧƻǊƛǘȅ ƻŦ ǘǊŀƛƴŜǊǎ όрр҈ύ ǇƻǎƛǘƛǾŜƭȅ ŘŜƳƻƴǎǘǊŀǘŜŘ ǊŜǎǇŜŎǘ ŦƻǊ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ǾƛŜǿǎ ŀƴŘ ŎƻƴǘǊƛōǳǘƛƻƴǎ 

while the rest showed room for further improvement in this regard (Table 30). Again, this is an indicator 

that is at the heart of learner-centred approaches and consequently needs to be prioritised. As far as 

ǊŜǎǇƻƴŘƛƴƎ ŀǇǇǊƻǇǊƛŀǘŜƭȅ ǘƻǿŀǊŘǎ ǘǊŀƛƴŜŜǎΩ ƎŜƴŘŜǊΣ ǇŜǊǎƻƴŀƭ ŀƴŘ ŎǳƭǘǳǊŀƭ ŘƛŦŦŜǊŜƴŎŜǎ ŀƴŘκƻǊ ŘƛǎŀōƛƭƛǘƛŜǎ 

36% cases were marked as not applicable perhaps due to the homogenous nature of the group, while in 

the remaining instances 41% trainers performance well with a small number showing strong levels of 

understanding and management of differences within the group (Table 31). 
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Table 29             Table 31 

 
Summary of Findings : COMMUNICATION 

 

The TEQS lays emphasis on good communication skills for teacher educators. The overall collated results 

showed a generally positive outcome as far as communication skills of the trainers are concerned. Around 

55% of the trainers showed acceptable levels of skill a in language, intonation, self-confidence and positive 

body language by scoring 3 points. An additional 3% demonstrated communication skills beyond 

expectations.  

 

However, 32% overall clearly found generating and maintaining energy and positive body language 

challenging. Managing conflict is also one of the higher-level, more sophisticated skills and it is not 

therefore surprising that less than half of the trainers were able to demonstrate acceptable skills in this 

area. Only about 3% demonstrated poor communication skills and would not merit further inclusion in a 

pool of teacher educators. 

 

3.2.4. Section 4: TIME MANAGEMENT 

 

Good time management by a trainer does not only mean that he or she was able to cover all the stated 

content in the stipulated time but it also includes a good adjustment of time to accommodate discussion, 

questions and clarifications without disrupting or overly stretching the schedule. The best of trainers can 

ruin a good training by poorly managing the available time. The time management section of the OT 

monitoring tool includes 4 indicators. 

 

Indicators 32 - 35 

32. Starts the training session on time 

33. Remains focused on the topic to manage the time effectively during the training sessions 

34. Avoids wastage of time by handling irrelevant discussions professionally 

35. Teaching aids and other material is placed in sequence of activities to save time 
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Even though the trainers scored well on indicators pertaining to time management, one of the most 

disquieting findings was the inability of 63% of TEs to start the training session on time (even though 

results of indicator 1 show that 73% reached the venue on time). The male trainers were significantly 

worse at this (73%) than female trainers (18%). This was more surprising as day two of the training was 

selected for observation to allow the trainers and trainees to settle into the schedule of the training (Table 

32).  While cultural factors indicate that such time-keeping is not prioritised (and presumably not well-

valued) it does interfere with the ability to manage a training programme effectively and efficiently. In 

other contexts, time-keeping is viewed as a priority and an indicator of respect. 

 

IƻǿŜǾŜǊΣ ǘƘŜ ¢9Ωǎ ŦƻŎǳǎ ƻƴ ŜŦŦŜŎǘƛǾŜ ǘƛƳŜ ƳŀƴŀƎŜƳŜƴǘ ό¢ŀōƭŜ оо ŀƴŘ опύ once the sessions started was 

stronger, including remaining focused on the topic (50% + 5%) and the professional handling of irrelevant 

issues (50% + 9%) which were dealt optimally in more than half the instances. However, a significant 

number of the trainers struggled when viewed against these indicators. In terms of organising the training 

materials to save time the results were almost half and half (Table 35).  

 
Table 32         Table 33 

 
Table 34          Table 35 
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Summary of Findings: TIME MANAGEMENT 

 

It is probable that the ability to manage time in a training situation can be developed with more practice 

over time rather than through the explanation of its importance. Those trainers who struggle with this 

should be encouraged to observe other trainers who have stronger skills in this area and then be given 

the chance to reflect on what works and what does not as strategies for improving how to manage the 

limited time available in a training session. The same points can be made in terms of how to manage time 

in a classroom. Teachers need a great deal of support in understanding how to make purposeful use of 

time with their students, hence the importance for them to view effective models of time management 

by teacher educators. 

 

3.3. Findings from the Focus Group Discussions 
 

Focus Group Discussions (FGDs) were carried out to complement the data derived from the observational 

study and provide a measure of triangulation in the findings. Three different groups were targeted:  

¶ Participants of the CPD training 

¶ Master Trainers; and  

¶ The core team who developed the TEQS.  

 

The premise was that the data from the FGDs will be used alongside the observational data to determine 

the extent to which the principles of the TEQS had been implemented in a real training situation during 

the pilot, and the extent to which the implementation of the TEQS had had a positive impact on 

participants, trainers and senior officials of PITE and DCTE (in terms of strengthening the teacher educator 

function). 

 

FGD data were gathered around a limited and pre-determined set of questions, (Annex VIII) which had 

been specifically designed to address the underlying concepts and principles of the TEQS. The data are 

qualitative-dominant, like the observational study, and is useful for identifying perceptions and reactions 

to the training experience carried out as part of the pilot. 

 

A total of five FGDs were held in Haripur and Peshawar with selected trainers, trainees and the team 

involved in the TEQS pilot. Each group contained 10-12 participants. A summary of the findings from the 

FGDs is given below. 

3.3.1. FGD 1: Master Trainers 

For the master trainers the questions focused around the selection process and how in their view it was 

different from the previous processes. Additionally, they were asked to reflect on their training delivery 

experiences and the perceived impact of their training. Two FGDs were conducted with male and female 

participants in Haripur and Peshawar.  
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The following diagrams represent a collated set of findings from the two FGDs under three different 

categories: the selection process; training content and delivery; and application and impact of training. 
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Training Content and Delivery 
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3.3.2. FGD 2: Trainees/Participants of the CPD Training 

 

Two FGDs were conducted with the trainees in Peshawar and Haripur for male and female participants. 

The focus of these FGDs was to gather reflections on how they found the CPD training useful and why. 

Additionally, they were asked to comment on their trainers and the overall training experience focusing 

on what they felt was different and what techniques they found most beneficial for them. 

 

The following diagrams represent a collated set of findings from the two FGDs under three different 

categories: training content and delivery; reflections on the master trainers; and new learning. 
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Reflections on Master Trainers 
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3.3.3. FGD 3: TEQS Design Team (PITE/DCTE/RITE/DE&SE) 

 

An FGD was organised for selected experts who had participated in the developed of the TEQS  over more 

than a year from late 2017. These experts had also been closely involved in the piloting process, So it was 

important to get their reflections on the overall process and its application to their work as teacher 

training designers, deliverers and managers. They were asked to comment on what had worked and what 

had not and what needed further improvement.  

 

A summary of their responses is given below in the diagram covering the following techniques: design 

process; implementation and institutionalisation; and challenges going forward: 
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