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1. Introduction
The concept of need assessment varies as pertioensiantial perspective and interpretations ia gtudy and
the training need assessment encompasses botfthetiatividual knows and what the individual needhow
The main focus for conducting this study is to emrthe planning process of training the staff. Boy
individual - learning is based on the professioiméraction in the work atmosphere, educationalnesje
information and feedback. Hence, the search for loegt way of understanding the individual needrs a
industrious task involving complexities in the pess. The first step that enables one to recoghieenéed
assessment and learning would be to collect the thatt are a part of the daily professional lifefdomalize,
highlight and use these as the basis for futurerdex need assessment and subsequent plannirom, actiwell
as integrating them with more formal or informalthwas of needs assessment to form a routine padiafng,
learning, and improving practice.
Types of Training Needs
While analyzing an individual's need, we realizattlthere are varied levels of need within onesetf ds
probability of the underlying reasons behind negskasment may be:

- Felt need (what people express in words)

- Expressed needs (what people express in action)

- Normative needs ( what experts suggest)

- Comparative needs (institutional comparison)

- Target needs (what people have to achieve)
All the above types of training needs have beersidened in this study to ensure a full-fledgednirsg need
assessment document. It also contributes towarttefuresearch for the institution keeping thiswtoent as the
basis.

2. SIGNIFICANCE OF THE STUDY

Need assessment is generally a systematic prazcessmtinuously gather evidence of learning by atividual

in a work environment. The idea behind the assessiseto identify the gap between the current lsved
learning among the teachers and help the teachimdfovce reach the desired standard level as per th
institutional goal. The need assessment is salieta means that help the institution articulateitickviduals
towards the desired goal. Hence, it is imperatoreahy institution to make the assessment processiinuous
one rather than a onetime effort. However, the tegmch was to be assessed had to be briefed tleat th
assessment is not to be treated as yet anothenahtdemand that takes their time away from workarg
teaching. Instead they should have the feel thelt @ae is respected and valued and they have aortamb
contribution to make in the assessment process.asbessment ensured whether the staff developri¢iné o
individual (in terms of his or her job related kredge, skills or attitudes of the work) is prevagiin the
institution or not. In most cases in the mind ofieators, training is synonymous with staff develepinas the
outcome is always awareness and knowledge enridhfisining is also an indispensable way to retajrthe
staff of the institution.

At the beginning stage the training need assessmastused to determine the types of programmes with
appropriate content to be designed for the targagy During the programme, it was assured to dnget to
meet what they expected and finally those targeddl snsist on applying what has been learned @irtivork
atmosphere. The process is a continuous one véthitanging need of the target and approaches tindias of
individuals in the institutional setup. Similarly this study also the basis on which the trainirmgpamme to be
designed was targeted and study was conducted.
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2.1 TRAINING NEED ASSESSMENT IN EDUCATIONAL SECTOR
In general, training and its need assessment Haadamental role in an educational sector. Recemiyy
government and non-governmental sectors have edgagstudying the training needs for those persbnne
working in an educational sector. The training naedlysis is used as a pre-tool to identify striatdly areas
needed with regard to skills/ knowledge/ attitudeeason required to hold a jotnderstanding about the
training need assessment in an educational sectbeicrucial aspect and few base questions whéesk o be
looked into included:

- What are the effects of the responses to the asselssment of the teacher at different stageareéc

phases?

- What are those methods of planning the leareixgeriences an effective one on the basis of needs
identified?

- What is the relative validity and reliability tfe methods used for assessment?
In this study, those educational institutions tbame under the educational wing of a tradition dageup
company were covered. The respondents were thaitgastaff community osevennumbers of educational
institutions — which included Type A - a state lwbayllabus school, two Type B & Type C - matricidatboard
schools, Type D - a nursery and primary school,eT#p- an ICSE board school, Type F- teacher edutati
college and Type G - a community college.

3. OBJECTIVE OF THE STUDY

The study had taken into consideration certain tyideg objectives as shown below:

- to determine the need for training among thehiray staff

- to identify those training needs based on phateareer

- to determine the content and scope of the trgini

- to identify those critical areas as a teacherratate those with training areas

- to perform gap analysis between training requaed training to be given for the teaching staff

- to contribute to the top management and decidimthorities by highlighting the clear indicators of
performance through the training need that is ifledtthrough the study

- to determine a suitable training design or moduii¢éing the target groups as per their expectation

- to gauge if the expected educational institutwas able to cover the training modules suggestedhby
researcher of the study

4. LITERATURE REVIEW

The literary review of this study are the exceudtthe studies conducted in educational sectoratiner sectors,
represented in the form of a working paper or lrttr project or thesis or journals and magazirteeyTare as
follows:

o Dahiya,S., & Jha,A.,(2011) in their paper presdhtt the need assessment for any organisation has
taken as an integral part and become a mainstye citations from Stout (1995) especially indésat
that the assessment is associated with the orgmmabkand / or individual performance. Kaufmen
(1998)'s emphasis oidentifying the needandbreaking theminto variouscomponentsto determine
the required solution is also considered in thiglgtas a key point. The difficulties involved sueh
viewing the concept as different from organizatiaga@als, time consuming, hard to convince the main
stakeholders while execution by the expertise,irtconducting the assessment is also mentioned.
They in their review paper (2010) has enlisted argdlained the various models of Training need
assessment namely Graham and Mihal’'s model (absetép survey process), Rossett’s reactive model
(about lessening the gap between ‘optimal’ anduacttindividual and small group performance),
Burton and Merril's four phased model (dealing wétkternal and internal clients), System Approach
model of Murk and Wells ( functioning as a broaddeloof instructional design) and efc.

0 Bhatti., (2011) in his paper emphasizes that iadthteacher is the one who is more enthusiastig th
the untrained teacher and how the training to ehteais transformed in the for m of student outcbme

! Retrieved fronhttp://cbpr.yashada.org/content/jammu_and_kashmairteport_education_sector.pdf

2 Dahiya,S., & Jha,A., (2011). Training need assessmA critical study International Journal of Information Technology
and Knowledge Management, Vol 4(1), pp.263-267

% Dahiya,S., & Jha,A., (2010). Training need assessnA critical studyAdvancesin Management, Vol 3(11), pp.59-65

4 Bhatti,K.K., (2011). Management sciences faculiying criteria and training needsnterdisciplinary Journal of
contemporary research in Business, Vol 2(12), pp. 146-154
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The paper also elucidates the criteria used fandnthe teaching candidate under seven heads amd ho
training needs contribute towards the organizaitidirectly.

o Hartley,S., has tabulated in his paper about tlspamses of teachers under five héadghere the
training, curriculum, administrative and Resourcde&rning material heads is more relevant to this
study. Similarly the instrument used in his studyNeeds Assessment Questionnaire (NAQ) , items
with six and eight scales.

o0 The work by Dierdorff,E.C., & Surface,E.A., (2008yamines the factors that influence the ratingnn
training need assessment. The positive impact@emthividual's level of work experience, self effixy
and self proficiency and over the task and jolum is studied

o Brown,J., (2002) has elaborated on four main rem$onconducting training need analysis and how
many organizations fail to conduct the need anslysifore implementing a training prograrithe
types of analysis and levels are discussed explitie need for HR'’s role in anticipating the pfan
changes.

0 Thomas,A., & Panchal,A., (2010) in their paper mtp@ case study on importance of training needs
assessment and to avoid the mismatch betweenngaiieded and providedrhe competency based
items are identified and a matrix is developed Iggling the core areas contributing to the
organizational goals directly.

o Grant,J., (2002) in her study under the mediciralkiground of education enumerates that the learning
need assessment is a crucial stage in educatiooeegs that leads to changes in the practittes. also
mentioned of the difference in the learning neeusrzg each individual and the main purpose of the
need assessment must be to help the educatiomalimda

0 Moore,M.L., & Dutton,P., (1978) attempts to asst#ss state of art and gaps in theory and practice
relating to need analysi.He has invoked in his study that the organizaticaraalysis is more
important than the task and man analysis. Aparhftbat the formula - priority (P) equals to value o
overcoming a deficiency (V) + number of persondé¢otrained (N) divided by the cost of involved in
training (C). [ P= VN/C].

o Eerede, Van. W., et al ., (2008) had made an attéonstudy the relationship between the training
quantity and organizational size. Impact of trainthe individual depends on many reasons and need
not directly reflect on increased output was thennmint highlighted in their study Moreover, it is
clearly mentioned that the need analysis assureshat is the gap between the training need and
content of training.

Adams, L., (2009) cautions those who conduct trgmeed analysis about the short falls in staffalvitur.
8Apart from that he insists on asking questionstaagnlist as wish list but to understand what #&pondents
feel about the specific aspects dealt under eae (erganizational/ individual.

5.RESEARCH DESIGN

The study was mainly targeted for teachers andetber the respondents were teachers and/ or holding
administrative positions under the designation agad supervisor or coordinator. The independeniabée in

the study includes age, marital status, etc anddépendant variables are the factors that are deresd for
identifying the training need assessment.

Sample and Sampling Method

The sampling method igurposive samplingas the study involved deliberately choosing thehess on the
basis that they will be able to provide the needaig in the form of response. The sample size wa¢ebln this
study was 500 numbers across seven institutions.

Research Instrument

! Hartley,S ., Managing an Assessment Process eheiEducator Needs in South AftiGape town, S.A, pp. 219-226

2 Dierdorff,E.C., & Surface,E.A., (2008), Assessingifiing Needs: Do work experience and CapabilitytendtHuman
performance, 21,pp.28-48

3 Brown,J., (2002), Training Needs Assessment: A niostdeveloping effective Training PrograrRublic Personnel
Management, VoI31(4), pp. 569-578

4 Thomas,A., & Panchal,A., (2010), Case in competefigining Need AssessmelSCMS Journal of Management, pp. 5-
15

5 Grant,J., (2002), Learning Need Assessment: dagetbe needBritish Medical Journal, Vol 324, pp.156-159

® Moore, M.L., & Dutton, P., (1978). Training Neechadlysis: Review and CritiqueAcademy of Management Review,
pp.532-545

" Eerede., Van. W ., et al., (2008), The mediatisig of training utility in the relationship betwegmining needs assessment
and organizational effectivenedse International Journal of Human Resources Management, Vol 19(1) , pp. 63-73

8 Allan, L., (2009), Training needs or training waainalysis?Jraining & Development in Australia, pp.25-27
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The major source of data was collected throQulestionnaire survey method The tool is a self developed
Questionnaire consisting of twenty one questionglwvivere extracted from various sources to suitrided of
the study. Printed questionnaires in English anchaeular language were prepared and used in thby.stu
Moreover, structured interviews or questionnairehodé was chosen as it is a proven instrument steds/
educational expertise for diagnosing a problenhéarea of assessing the gap and ultimately plgrajpath for
improvement.

The questionnaire covered questions on the basiged perspectives namely,

(1) Demographic (like name, age, level, experiepts);

(2) Specific criteria based questions covering\ittlial/Task /Organizational factors allocated unider point
scale The ratings as ‘3’ - critical and very importaatmy job, ‘2’ -Important to my Job, ‘1’ - Quite jportant
to my Job and ‘0’-Not at all important to my Jobhe items under each main head of skills/ knowlefdgeors
utilized as criteria are based on the study comdliate shown iffable.1 and 2.

(3) Closed ended questions based covering effteor No type or scales varying frovery little, moderately
to Alot for the responses relating to being a part of tebrh autonomy and differential application of s&itd
talent.

(4) Open ended questions based questions for spemdents to express their idea related to spesfiects on
Routine teacher tasks, Career aspiration, Outdadnihg, etc.

The study involved identification of main factosb factors and other factors that are to be ceresitifor a
teaching staff in a dynamic educaitonal environm&hbse six main factors, sub factors and otheofaare as
shown in the below table as extracted from therjaupf higher education.The table:1 indicates thaegic
competences from the instrumental, interpersona systematic perspective of an individual which are
necessary for overall staff development.

For the data collection prior appointments with pexgive school heads at their premises were fixed,
questionnaires were distributed and made to filhid were asked to return on the spot.

6. ANALYSIS

The prime focus of the study was on those aspesdet to conduct a training need assessment apdhdire
been included namely the Why’, Who, How, What ankeW part was taken due care in the course of thy st
Since a thorough need analysis examines trainimgi:@n the three levels such that - Individualk tausd
organizational, those items were included in thestjonnaire.

Individual analysis targets on those aspects of individual employeelsaw they perform the job and incase of
deficiencies then it would be one of the aspectievtiesigning the training module to meet the pentonce
standard.

Task analysis begins with the job requirement and compares th# knowledge skills that determine the
training needs. Any gap between the performancelanibb requirements indicates the need for tashkihg. A
good task analysis identifies:

e Tasks that have to be performed

e Conditions for which the tasks are to be performed

« How often and when tasks are performed

« Aspects pertaining to quantity and quality of tequired performance

* Requisite skills and knowledge needed to perfoskga

* How and where these skills are best acquired

Organizational analysisenables one to examine where training is needédeirorganization and under what
conditions the training will be conducted. It algtentifies the requisite knowledge, skills and @bt that
employees will need for the future as the orgaiopadind job evolves changes from time to time. Qizgtional
analysis also shall include the staff grievancegmhin an aspect of improvement is required. Asad pf
organizational analysis the future skill need is thost crucial aspect for consideration to iderififyse areas
which would affect the planning for training neems the organizational level. Incase the staff has fature
plans, it would contribute to a great extent implag the future training needs of an organization.

6.1 Demographic characteristics of the sample:

The below table :2 represents the descriptivessiegiof demographic factors of the respondents.
*NR - No response
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The table highlights that (i) 38 percentage of thgpondents lie under tlage category 36-45 yearqii) 33
percentage of the respondehtdd a post graduate degree either with B.Ed or M.H and (iii) 81 percentage
of the respondents fall under thrried category.

The total institutions included in the study argesein number and the total samples under eachuitish is
represented below - with more number of respondifitag under Matriculation school followed by Lstkmi
School, Higher Secondary, Primary school, Lakshraitridulation school, Community college and lasthe t
Teacher training academy.

6.2 Areas of Training:

The highest percentages for which the respondemts iven weightage is duly taken for consideratiod
those items (which comes down to 29 items) accaordbout 50-60 percentages as shown in table 6.

The Skills/ Knowledge factors are prioritized aatdked based on the response of the respondentalauidted
as shown below for better understanding.

6.7. DISCUSSIONS
There are various findings drawn from the analyamisl interpretations of the study, Those findingsl an
corresponding suggestion are listed point by pasrfiollows:

0 The major findings of the study indicate that feent®achers are more in number than the male teacher
across all the institutions.

o0 While looking at the age, the mid-aged group (3@%oyears) contributes to a higher percentage and
hencethe training effectiveness shall be positivas they are in the learning stage of their career.

0 Most of the teachers are post graduate degree rmsold#gh the teaching base as an additional
qualification, which indicates that thgab orientation is towards teaching

0 Major numbers of teachers are those whose matafiisis married. It indicates that their decision
making on future plans is dependant on their famigmbers. Atrend analysis forecasting each
teacher’s family decision in future may be formathtand found out. Eg., Job transfer of husband,
Children’s higher studies after specific yearsf'Salbroad plan if any, Self's higher studies , etc

0 The definition on career orientation indicated ttla¢y donot have specific goal and are not goal
oriented. Hence, a requirement to draw a stantladcher Philosophy Statement’- to help every
teacher have a clear, concise account of teaclpgoach, method and expertise as each teacher has
each goal in mind as a teacher.

0 The teaching aids or resource utilization indicateat most of the teachers have knowledge about the
resource availability and their usages in theipeesive institutions.

0 An open ended question also was posed to the rdsptmabout their learning interest in particular
training area and the three categories which wedieated areComputer updates, Administrative &
Leadership skills respectively. Hence, when designing the trainirggate for the target, these three
main categories can be facilitated along with tteénnskills and knowledge.

0 Since most of the responses in the study indidatthey are interested to be in the same levikérat
than change in the role or transfer to next leVbk scope ofthe target idecoming specialized in the
current level is therefore high depending on the appropriateaggse training.

0 The average period of confirmation of staff derifiemin analysis contributes to 2 years from the ddte
joining on one side and on the other side thereeapgal numbers of teachers who are yet to be
confirmed. Hence, a report gerformance forecaston how many number of teachers among those
who are yet to be confirmed may be conducted aiditig programme to be given for them or not can
be dependant on the results. Incase the perfornfareeast is positive then the training needs izigid
by that group can be carried out.

0 With a career in teaching, the teacher should berdinuous learner. The analysis indicates that the
teachers have expressedemative responsevith regard to theeed for higherdegree of knowledge

0 The analysis from the interest for the respondémtke up training outside the institution indexht
that the success rate of the training sessiowill be high in Type C institutio than the other
educational institutions. The rate of success wastlin Type B institution. Therefore tdesign of
trainings scheduled was planned to be educationaistitution specific rather than mixed targets.

0 The focus of career goals were analyzed and camegounder four phases as shown below :

The analysis of career phases emerged that thene v@ur themes such as leadership/
academics/student orientation and society orienmtati
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Phase I- statements that represent their interest tmleatake up higher studies.
Phase Il - statements that indicate achievement througtiestiulearning and understanding and focug on
current work ., eg., ‘a good teacher’ etc.

Phase Il - statements of being a leader in the field aqegenting amendment / to implement changg in
teaching strategy or innovating a teaching model, e
Phase Il - statement expecting execution of responsilglitiecoming a leader eg., ‘Prinicipal’ or rdle

reaching a final target or goal.
Source of information: Department of Education,ifiray and Employment, Queensland

The analysis represented that those respondentsfailhander Phase |, II, 1l & IV are 39, 12, 9, 16
percentage respectively and those who have nobmesgl contributes to 23 percentage. Hence, theskigh
responses were based on theeer phase Il

Coincidently, when the age and career phase ctioelavas analyzed it was found that most of the
respondents under the age category 36-45 yearsshigvessed statements coinciding with Phase |II.

Therefore, career phase Il was to be considerghisnstudywhich was indicative of the need for high
intellectual quality, supportive classroom environnent, better management of the students and
overall environment, clarifying expectation as a tacher and more work focus

0 The main factors subdivided into seven categaiesbled to find out the interest among the respaisde
The analysis represented that the area of trainerg to be inclusive dt9 items(out of 59 items) which
are 4 items under methodological skills, 1 itemamikchnological skills, 5 items under organizadion
skills, 1 item under linguistics skills, 5 itemsdar thinking skills and 3 items under individudllls.
Hence, thesg9 itemswere to be considered whillesigning the training modulefor the target.

It is notable that the individual skills were radkie last among the other skills in this study.

0 Those aspects regarding Job autonomy and JobwariBtates that they are free from implementing/ne
teaching strategies and styles according to thesrésts.

8.CONCLUSION
To conclude, the study found that the extent dhing the teaching staff is at a primitive stageith the results
derived from the training interest correspondinghe career phase. The analysis also found thatrerguire
training mainly in the area where their focus ighhand of much interest. Though the main limitatafrthe
study is that the responses from all the teachia§f snay not have attained an acceptable accuraegl |
(because at times the respondents may have tegiveica socially desirable response) the tools deedhe
study namely descriptive statistics, factor analydiscriminant analysis have proved of 95 pergmnitaf the
study’s reliability and validity. With the currestaff who were the respondents of the study had bageted to
give training in the area based on the suggestlenised from the study. The training design waselaon the
prioritized list (containing 29 items) of trainimgeas as indicated in the analysis and findingsedls

Based on the analysis, a staff on an average eshjtir undergo 29 to 30 hours of training in oraeathieve
overall development. The best suited method to ednthe training method shall be (i) case basg¢ddie play

and (iii) seminar method. The module may be inlélter stage transformed into

Modules of Five covering

Methodological and Technological under Module I;

Organizational skills under Module I,

Other skills and Linguistics skills under Modulé 11

Thinking skills under Module IV and finally

Individual skills under Module V respectively.

Moreover the effectiveness of the training depemushe fact that the teachers have expresseddhsire for
training areas that is applicable to their immealiabrk and potential work needs - ensuring of pasitesult.

They also have expressed that most of them wahtedbie delivered during the month of April and Maya

year. The information from findings and suggesti@fisthis study shall contribute towards / as a dder

Training Design since it covers the major aspédws assess the knowledge, skill and attitude oirttliwidual in

the workplace. In order to enhance the effectivenéshe need analysis, the staff target who pgpetied can be
intimated about their respective scores and areasprovement. Moreover, the target shall also beppred to
take up the training. Further, to the designingtlté training modules the cost of estimate basedhen
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participant, instructor and material needs to beked out. The final stage shall involve the impleta¢ion and
feedback of the training programme. The successhefproposed solution shall depend on practice and
successful implementation satisfying each aspetaofing. But with the support of management whitgets

on need analysis shall at a higher rate lead toesston than those institutions which do not suppor

The training modules were designed in discussidh thie respective school heads sharing the findaigke
study. As indicated in the study the Type C edocsd institution were the first to complete all ttraining
modules than the other institute and the feedbagin fthe respondents recorded positive responsdbeas
training modules included all the suggestions tate given by them. Since the researcher kept #sich
requirements of the teaching staff to take up th&ihg in specific while designing the training dute, the
training and development initiative had succeeded.
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Table 1. Skills pertaining to teaching workforce

1) Thinking - Analytical, critical, systematic, reflexive, logical, analogical, practical, creative.

2) Methodological - Time management, problem solving, decision making, learning guidance
within pedagogic framework and strategies to learn, subject mastery, student achievement
assessment classroom control.

3) Technological - Use of information technology, use of databases
4) Linguistics - Verbal communication, written communication, command over language

5) Individual - Self motivation, diversity and inter-cultural, stamina and ability to adapt to
surroundings, Ethical sense, inter personal communication, team work

6) Organizational - Management of objectives, project management, quality control,
Enthusiastic work behaviour, Innovation, group achievement oriented-ness, leadership

Source: Higher Education, Jul2010, Vol. 60 IssuglD1-118, 18p, 4 Charts - p108

Table 2: Other skills of teaching workforce

1. Trend updates

3. Customer / stake satisfaction

4. Accounting procedures and maintenance
5. Ethics / corporal rules and regulations

6. Organisational culture awareness

7. Developmental initiatives of vision/ missionfjettives of the organization
8. language maintenance

9. Emotional intelligence

10. Presentation

11. Priority setting

12. Influencing and Negotiation

13. Managing diversity

14. Resolving conflicts

15. Coaching and managing performance
16. Empowering and inspiring

18. Developing talent

19. Crisis management

20. Building effective team members
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Table 3: Demographic characteristics of the sample

Variable

N %
Age :
<25 35 7
25-35 167 33
36-45 192 38
46-55 87 17
56-65 15 3
>66 4 1
Total 500 100
Educational Qualification :
<UG 25 5
<UG + Montessori 10 2
uG 55 11
PG 65 13
PG +B.Ed /M.Ed 165 33
Mphil 15 3
Mphil+B.Ed/ M.Ed /M.Ped |50 10
Ph.D 1 0.2
PG+Montessori 3 0.6
NR* 1 0.2
Total 500 100
Marital Status :
Single 78 15.6
Married 404 81
Separated 7 1.4
Others 10 2
Total 500 100
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Table 4:Responden’s rating on skill and knowledgmi

Skills and knowledge Highest percentage
use of s/w 62.4
Time management 62
classroom control 61.3
| Ethical sense withindividual _ Jet2 |
Creative 60
use of Internet 60
Trend updates 59.6
language maintenance 58.6
Influencing and Negotiation 58.4
Emotional intelligence 57.8
Problem solving 56.9
maintenance of personal computer 56.8
student achievement assessment 56.7

Customer / stake satisfaction

use of database 54.4
Practical Thinking 54

Decision making 53.9
Priority setting 53.8

Building effective team members 51.8
Presentation 51

Developing talent 50.8
Developmental initiatives of vision/ mission/ oljees of the organisatio] 50.7
Systematic Thinking 50.6
Analytical Thinking 50.3
Managing diversity 49.4
Work procedure 49.1
Resolving conflicts 48.2
Accounting procedures and maintenance 48

Managing performance 47.6
Strategies to learn 46.3
Empowering and inspiring 43.6
Ethics / corporal rules and regulations 43.4
Critical Thinking 43

learning guidance with pedagogical framework 42.1
Organisational culture awareness 41.4
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Logical Thinking 41
Analogical Thinking 39
Use of IT 39
Reflexive Thinking 38
diversity and inter-culture 35.5
Coaching 35.2
Self motivation and control 33.2
stamina and ability to adapt to surroundings 30.7

Table 5: The grouped 59 items under 7 Main factor

Skills / Knowledge Highest Percentage
Methodological 55

Technological 55

Organizational 51

Other skills 50

Linguistic 47

Thinking 46

Individual 44

Table 6: Areas of training
Creative Thinking
Practical Thinking
Systematic Thinking
Analytical Thinking
Thinking skills Time management
classroom control
subject mastery
Problem solving

Methodological skills | student achievement assessment
Technological skills use of Internet

Linguistic skills verbal communication

Ethical sense with individual

Self awareness and analysis

Individual skills Individual development in team work
group and leadership
group achievement oriented ness

enthusiastic behaviour
quality and quantity control
Organizational skills | Innovation

Trend updates

language maintenance

Influencing and Negotiation
Emotional intelligence
Other skills Customer / stake satisfaction
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classroom control

subject mastery

M(_athodolog|cal Problem solving
skills Rank
I
student achievement assessment
Te_chnolog|cal use of Internet
skills
group and leadership
group achievement oriented ness
Organizational Rank
skills enthusiastic behaviour I
quality and quantity control
Innovation
Trend updates
language maintenance
Other skills Influencing and Negotiation :rlelank
Emotional intelligence
Customer / stake satisfaction
Linguistic skills verbal communication E/ank
Creative Thinking
Practical Thinking
_ . Systematic Thinkin
Thinking skills y ! INKINg \Ijank
Analytical Thinking
Time management
Ethical sense with individual
Individual skills Self awareness and analysis \Fjlank

Individual development in team
work
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