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Executive Summary

Post2002, the Government tife Punjab has implemented a number of reforms in the areas of
teacher recruitment, retention, deployment and accountability. Reggpests shat teacher
competencies and pedagogical content knowledge, among other factors, have a significant
impact on student learning outcomes. This, in turn, highlights the need to establish a connection
between teacher training and recruitment andioetdéno ensure that (i) competent teachers

with the requisite pedagogical skills and content knowledge are able to enter the public education
sector, and (ii) existing policies and politics provide them with the motivation to continue
working effectivelyithis sector. This report documents existing trends and outcomes in teacher
recruitment, transfers, postings, absenteeism, qualifications and p¥service training, and
explores the relationship between major policy changes and these outcorest, iVore
investigates the political economy and institutional constraints that undermine the effective

implementation of these policies.

Literature from the developing world points to numerous issateare of importance for

effective teacher trainingscruitment and management. The broad consensus suggests that
teacher competencies, pedagogical content knowledge and qualifications have a significant
impact on student learning outcomes. However, minimum qualifications do not necessarily
def i ne conpetendies: teachers may have the requisite qualifications on paper but not
necessarily the competencies or subject knowledge needed to be good teachers. There are many
dbunmeasuredd teacher characteri stearnirg,stchat ar
as the ability to convey ideas in a manner conducive to |darmegte effective learning

environments for students of different abilities and to teach creatively.

While it is important to recruit goqdality teachers to ensure be#arrling outcomes, it is also
imperative that these teachers are offered conducive workditgons and sufficient incentives

to remaireffective teachers. Literatsr&l gge st s t hat teachersd mot.i
undermined by numerous facte such as studentsd | ack of ¢
limited teacher input and influence over school policies and lack of support for the teacher
(UNESCO, 2008 . Teachersd motivation is also affec
and heir confidence in their teaching skills. Having a coherent training system for teachers is a
key step to developing their skills and helping them deliveyugdibgl teaching.

The political economy surrounding teacher management and effective deplsgnadiiects
recruitment and retentigy NESCQ 2005) While there is an emerging body of literature on
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this from other parts of the world, there is a need to further investigatsuth in a Pakistan

specific context
0.1 Data and Methodology

This reort uses a mixadethods approach to analyse recruitment andrguositment
departmental policies introduced in the Punjab over the last decade and to investigate the
political economy and institutional constraints that undermine the effective impitemeint

these policies. In order to identify the major policy changes and key gaps in policy
implementation, we initially present adapth analysis of the policy documents pertaining to
recruitment, retention and deployment and highlight the flawkcin gesign. We supplement

this by a quantitative analysis of the trends in teacher recramchdaployment and other
measures such as transfer rates and promotions at the district level over time, linking these
trends with the policy milestones idetti Several data sources have beed for this

purpose. Thesiclude a schodtvel survey, the Education Management Information System
(EMIS) for 20082012, and a teacHevel survey for 2006. Both these surveys were conducted

by the Government olhé Punjab and cover all public schools in the province. They are
supplemented by smaltmale but rich and unique miwwvel data from selected districts (see

below).

Once we have illustrated the main issues and policy gaps that adversely afféabdaacher
market outcomes (and potentially student learning outcomes), we explore the possible reasons
for these failings in policy implementation and design. An ethnographic study of the Education
Department is used to tease out the political economy fadtosst hamper t he depeze
to-day workings. The two main research methods used in the ethnographic study are (i)
interviews with key stakeholders of the Education Department and (ii) observation of the office
environment. At the district level, teducation Department is headed by the Executive District
Officer (EDO) (Education) and the District Education Officers (Male and Female). These
officials are the main point of contact for teachers and are responsible for handling-all teacher
related matter on a daily basis. Each district has a number of offices that house these
government officials along with their subordinates, (Deputy District Education Officer (DDEO)
and Assistant Education Officer (AEO)). Since these offices are the focal pointerbitien

between the teachers and the government, it was important to conduct field visits to these

offices and interview these officials for the purposes of our study.



In order to gauge the institutional constraints that affect teacher recruismsferstrand

postings, the last chapter of the report examines the litigation process. It analyses the reasons
why teachers and the Education Department alike resort to the courts for complaint redressal.
This investigation is done through interviews ottakeholders, including teachers who have
fought cases in the courts, union members, litigation officers and other relevant Department
officials. The interviews are supplemented by case studies of five court cases involving teacher
transfers, promotionsd recruitment. These case studies provide a fair idea of what institutional

as well as political economy factors prevent the Education Department from duly performing its

duty in terms of teacher recruitment, promotions and transfers.
0.2 Main Findings
0.2.1 Policy and Data Analysis

Policy reforms have ranged in focus from instituting-b@sed hiring and improving the
recruitment process to implementing newgeiwice training programmes and monitoring
systems to ensure teacher eftomtroducing radpnalisation policies for effective deployment.

The contract policy of 2002 introduced rmaged hiring and raised the minimum academic
gualification requirements for new teachers. Later policy reforms raised the professional
gualification requiremerfty Primary School Teachers (PSTs) and Elementary School Teachers
(ESTs) from a Primary Teaching Certificate (PTC) or Certificate for Teaching (CT) to a
Bachel or 06 s -Edhdedgted.urctizetafieonath df tBese policy reforms, there has been
asubstnt i al increase in the proportion of t ea
noteworthy decline in teachers with only a Matriculation certificate over the same period. The
proportion of teachers with a PTC or CT has also decreased over tingh althigh percent

(27.84%) remained in the teaching force in 2012.

A number of interventions in terms ofservice training have also been introduced in the
Punjab posk002. The main intervention has been the introduction of the Continuous
ProfessionaDevelopment (CPD) in 2008. The CPD framework incorporates Cluster Training
and Support Centres (CTSCs) and District Teacher Support Centres (DTSCSs) in a decentralized
structure for the provision of training and support for teachers. Further, a comgrehensiv
programme for monitoring teacher performance and attendance was established in 2007, the key
components of which includg:gn annual census, the EMI&I(ii) monthly monitoring visits.

A District Monitoring Officer (DMO) supervises the field stafflohitoring and Evaluation



Assistants (MEAsthe latter are responsible for undertaking regular field visits and collecting
data on teacher attendance. Parallel to this, further monitoring is carried out by Assistant
Education Officers (AEYwho reportsd the EDO.

A welldefined career path can also act as a strong incentive for teachers if their performance is
linked with the promotion structure. Prior to 2010, promotion was based on seniority alone and

in a number of instances reported, politicalbifiits were used to obtain promotions. In order

to curb this practice, the following conditions were set under the 2010 promotion policy:
teachers had to (i) have satisfactorily completed their probation period, (ii) possess the required
gualifications ahexperience, (iii) have completed a minimum period of service, (iv) have a
satisfactory Performance Evaluation Report (PER) and (v) have passed the prescribed
departmental examinations. The promise of a progressive career track encourages teachers to
improve their attendance and performance and fulfil the@rvice training requirements. In
practice, however, trends i n promoti on sho
determining promotion. Teachers who passed their highest degree indhasibimchave had

the highest average number of promotions and this is irrespective of the year in which they were
recruited (except the 1990s and 2000s). Having passed in the third division usually indicates
extremely low examination performance; thes dwt bode well for the education system,

which already lacks a capable and competent workforce. It also implies the role of political

affiliations in securing promotions.

Deployment is another key component of effective teacher management. Weatesedsss in
deployment are manifested in the form of quntzn disparities, differences in class size-(pupil
teacher ratios) and the shortage of teachers in some regions with an excess in others. Moreover,
the current recruitment policy (2011) does not s&itlhe issue of teachers being allocated to

posts far away from their place of residence. This results in teachers obtaining transfers, often
through political backing, to schools nearer their place of residence. Such transfers create
vacancies in remoteeas, leading to high studardcher ratios (STRs). To counter this issue

and limit the number of politically motivated transfers, a new transfer policy was introduced in
April 2013: transfers must now be carried out on merit alone and after a te@cheplated

three years at his or her current post. Additionally, such transfers will be carried out only against
vacant seats. This policy gives head teachers the authority to recommend teachers for transfers
based on their performance. Further, to coteseher shortages and the skewed distribution of
teachers and to achieve an STR of 1:40 across all schools, the Government of the Punjab has

also introduced teacher rationalisation policies in the past decade.
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The data suggest that overall STRs hase ¢adér time, although they remain high in rural areas

and primary schools with some evidence ofdiggict variations. This implies the inefficient
allocation of teachers with some districts facing severe teacher shortages while others face an
excessupply of teachers, especially in primary schools. The extent-gfadelteaching and

the proportion of ongéeacher schools across distrittespecially in rural aredsfurther
demonstrate weak deployment. This suggests, first, a flaw in thenalbdgatists across

districts and region on initial recruitment and, second, the failure of the rationalisation policies to

adjust teachers across schools to ameliorate the problem of inefficient deployment.
0.2.2. Ethnographic Study

Education policputcossare highly dependent on the political courses and developments that
shape them.,d the political economy within which policies are made and implemented (or even
blocked and hindered). It is well understood that policymaking of any kind does motaoccur
vacuum and educational policymaking is no exception. Whenever there are varied interests,
different stakeholders with varying incentives and the potential for pressure groups to exert
influence to achieve their desired outcomes, there is poterdialofaitict of interest, which

creates adverse political economy conditions.

The most important gateways to political and personal influence in the Education Department
are the clerks arfersonalAs si st ants (PAs) who wor kiaisen t he
between teachers, lower staff and the Education Department officials, they also scrutinise most
documentation (including teachersd degrees,
This gives them discretionary power in matters of tranpfessngs, recruitment and
promotions. Another reason for this degree of influence is that the clerks and PAs remain in a
certain post for long periods of time while the EDO of that district changes frequently. Hence,
the clerks and PAs usually cultivatessn g connections in the dist
and teacher circlésthis allows them to use their discretionary power to engage in corrupt
practices such as nepotism and red tape. Further, as an integral part of the department, PAs are
well vesed with each policy procedure and its rules. This knowledge gives them an insight into

any weak spotis policy ruleandflaws indepartmental workings that can be exploited.

The gaps left in policymaking allow clerks to gain this influence. Skayaglgps in policy
documentslso lead to interference by politicians and the manipulation of rules by teachers for
their own gains. These gaps arise for three reasons: (i) the stakeholders and officials responsible
for policy implementation are not inxgd in the policymaking process, (ii)-weald
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limitations to implementation are not considered at the policy design stage and (iii) frequent

policy changes take place without properly evaluating the previous policies.
0.2.3. Court Cases

The political evironment in which policies are implemented often leads to discontent among
teachers with misgivings about the department. Although there is a set procedure for teachers
wishing to have their complaints resolved within the department, this proceduadniaysot
followed due to political and institutional constraints. In such circumstances, teachers seek
closure in the courts. At other times, the Education Department may issue inquiries against
teachers whom they feel are engaging in unlawful practicesndeito the department, such

as providing fake degrees or bogus traagfgointment orders or using political affiliations to

move ahead on seniority lists for promotions. Even though the myriad of cases that are brought
to the courts vary in termsthie issues being addressed and the parties involved, all these cases
face similar obstacles in the litigation process. These range from intuitional constraints faced by

the department to political economy barriers faced by the teachers.

There are a numbef impediments to complaints redressal within the Education Department
which force the teachers to take theircerns to the courts. Thesage from political and
financi al constr ai nt.eswhether they arecnmotvated erfofigeo s o n a |
through the tedious and physically and mentally strenuous court process. Some teachers refrain
from filing petitions in the High Court or Punjab Service Tribunal merely to avoid the
inconvenience of attending frequent court hearings and beahigi tbests involved in hiring

legal counsel.

The Education Department, in turn, lacks the capacity to handle the burden of court cases that
falls on it. Although each distiievel department houses its own litigation branch, this unit
usually lacks theroper human capital needed to deal with court cases. The litigation officers
who staff these units often lack the proper qualifications and have little or no background in law.
On occasion, a headmaster or subject specialist may be brought in foosl dhditigation

officer, performing these duties as an additional charge. This lack of adequate human resources
prevents cases from being processed swiftly. Moreover, there are no lawyers available to the
department and the legal documents for cosdgscare drawn up by officials who lack the
appropriate legal knowledge. These constraints lead to numerous court cases being taken to the
courts. The most common types of cases include those relating to teacher transfers, promotions

and postings.
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0.3 Policy Recommendations

Overall, political interference in the recruitment, retention and deployment processes and design
flaws in the policies relating to these processes have been identified as the main reasons for
policy failures and the ineffective managemiteaching resources. One way of reducing
political interference would be to limit the role of clerks and PAs in teacher recruitment and
management. Automating the recruitment, transfer and promotion procedures would mean that
teachers do not havetog t hrough the departmentds cl erk
application. This would also help automate the process of generating merit and seniority lists,
again reducing human interference. i&tbot her
transferthem more frequentfy their average tenure in a certain area should not be more than

five years.

Apart from political interference, a key gap in policy design that needs to be addressed is the lack
of a firm policy stance on transfers. Currently, #us e teachers applying for transfers out of
remote areas to big cities and other attractive work environments, resulting in a skewed
distribution of teachers. To counter this, sehaséd hiring should be introduced with limited
transfer possibilities.

Another general concern observed in all facets of teacher management is the transient nature of
policies and shortotice changes in rules and regulations. For instance, transfers are often
banned in an ad hoc manner and without prior notice. To awi@ tystematic procedure

should be followed before any change in policy or ban is introduced whereby all concerned

parties and stakeholders are consulted before the policy is formed.

Government officials often lack a proper understanding of the pblatiese in place. The
officials responsible for implementing policies should be trained in and briefed on what the
policy entails and how exactly it is to be implemented. This would make the implementation

process more efficient and reduce its suscéptibitiolitical pressure.
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1. Literature Review and Data Analysis

1.1 Literature Review

Understanding how teachers are recruited, managed and held accountable for their performance
sheds light on the quality of the teaching force and the consequegnbftiaditstudents an
education system is likely to produce. Improving the equity, efficiency and effectiveness of the
education system necessitates ensuring that competent individuals not only enter the teaching

profession but are also provided suffigapport and motivation during their careers.

1.1.1Literature on recruitment

One of the main aims of awkeluncti oni ng education system i
Increasingly, poliaypakers are using student outcothefien measured througlastiardised

testsfas i ndicators of a teacherds effectivenes
to base recruitment decisions on the most measurable indicators of what is believed to
encompass 0 0 asaalyhaecademig gualificasiogxperience and training. This is

despite the fact that the international literature quite strongly indicates that formal qualifications
and measurable résumé characteristics seldom predict their effectiveness in improving student
learning. For instanca longitudinal study using US data bldiaben(1999) finds that only

3% of teacher contribution to student outcomes is related to factors such as experience and

educational degree, leaving 97% of the differences in student achievement unexplained.

This is also the broad consensus of research from South Asia, where recent studies have found
that that the standard observable résumé characteristics of teachers do not matter significantly to
pupil achievement. Ironically, they are the very factors ontedmtler recruitment is based.
Kingdon and Teal (2010 India and Aslam and Kingdon (2011) in Pakistan report similar
findings, which are corroborated by research in developed countries. For instance, a study from
the UK (Burgess, Davies and Slater, )206ports considerable variability in teacher
effectiveness in improving student test scores and concludes that observable teacher

characteristics explain very few of these differences.

I n terms of teacher 06exper i eteacher@ffectienesscoute s h
only in the first few years of teaching. Th
only for some subjectsgemathematics) and research shows that teacher verbal and numerical
aptitude tests can have some posfieets. Earlier research also shows that teacher effects can
differ across the subjects taught (Park and Hannu®), B&ihg a stringentithin-teacher



withinrp u p i | fixed effect s -speeificlachidverhentgnytest stcoresahash e r s
been shown to increase pupil achievement significantly (ibid). Metzler and Woessman (2010)
show that a onstandard deviation increase in teacher achievement increases student
achievement by 10% of a standard deviation. This is of concern, particulanhe wilers onto

account that teacher competency tests have brought to light worryingly low levels of teacher
achievement as shown by the results presented below from the SchoolTELLS data on India and

Pakistan.

Perhaps the one observable characteristicdtest emerge as important in determining
outcomes, especially within the South Asian
emphasised importance of teacher gender and in particular the importance of female teachers
wi t h r e g a rlaenttinorurad aread. Studieseeramining the impact of teacher gender on
student outcomes show that both gender and ethnicity are significant in determining student
outcomes (Dee, 2B0Rawal and Kingdon, 2010). Warwick and Jatoi (1994), for instance, find
that, in Pakistan, teacher gender has a much stronger influence over student outcomes in
mat hematics than the studentds own gender . ]
to urban schools where female teachers are associated with the nedntetier pupil

outcomes.

In Pakistan, however, Aslam and Kingdon (2011) find that students achieve significantly less if
they are taught by a female teacher. However, they also note that female students benefit
appreciablyrom being taught by femakathers. They put forward various explanations for
these findings, i ncludi ng t kex stpdentsssor teedlyi t y |
entrenched stereotypes influence the process through which knowledge is disseminated in the
classroom, inturmif | uenci ng student l earni ng. They al
students of the same gender may perform better when taught sgxséaehers whom they

view as role models. This hypothesis is especially convincing in light of culturat norms i
Pakistan where mobility restrictions especially after adolescence may contribute to making female

teachers role models for their female students.

The broad consensus is that it is al most i mg
a priof, especially by focusing on measurable characteristics such as qualifications, training and
experience alone. There are many Ounmeasur ¢
important for student learning, such as the ability to convey ideamimmex conducive to

learningor to createeffective learning environments for students of different abilities and

creative teaching. For example, Aslam and Kingdon (2011) use stringent econometric techniques
2



and data from Pakistan to identify the keyrfasto t h a t Omake a good tea
standard résumé characteristics are not significant determinants of student learning and it is how
a teacher actually teaches while in the classroom that determines this. These practices are
evaluated using dabn the minutes spent giving surprise tests and observations on whether the
teachers were using lesson plans, reading aloud or engaging students in the lecture at the time of
the visit to the school. Thus, the teaching process is an important deteymstadént

outcomes.

This is not to say that observable résumé characteristics are not important from an educational
policymaking perspective. Academic qualifications, for instance, are thought to proxy for
teacher ability. Trained teachers are belieyashave differently from untrained teachers in a
classroom setting. Thus, while résumé characteristics alone do not make an effective teacher, it is
also evident that someone with six years of schooling or less or with no formal training at all may
not be equipped to teach primary school students. Highly acclaimed education systems of the
world, such as in the Republic of Korea, have been credited with attracting the best graduates
into the profession; while high academic records are not necessailyeinaficeffective

teaching, there is evidence that the persistent entry of less intellectually capable people into the
teaching force is likely to compromise the quality of teaching, with resultant negative
implications for student outcomes. Setting mimmmational qualifications and training
requirements is, therefore, one way of differentiating between those who are certified to teach
and those who are not. However, these measures are also almost entirely the only ones used
widely by ministries of edtioa and other bodies to recruit teachers and for their career
progression. A review of the literature indicates that effective recruitment policies need to be

based on more than just observable characteristics of teachers.

The literature indicates somey lareas in which policies can be changed to improve teacher
recruitment. Ensuring high standards in the profession necessitates drawing a reasonable share
of competent individuals into the profession to improve not only the prestige of the occupation
butal so to ensure student s d aaloaaableniocdo ss,uhec e s s
recruitment process should be simplified and streamlined so that potential hires are not
discouraged from the daunting process of selection (UNESC@), 2868rakof2007) argues

that policies should not only address the supply of teachers but also the quality by providing
teacher education and better models osper vi ce preparation and b
working conditions. Policies should include strongetivesfor teachers with skills that are in

short supply and support for teachers in challenging areas. Multiple steps could be taken to



encourage capable students to enter this field, for example by offering attractive internships and
camps to students isecondary school (UNESCahd USAID 200®). Furthermore, the
recruitment criteria should be broadened and school involvement in recruitment and deployment
encouraged (UNESCO, 2008). A coherent infrastructure of recruitment, preparation and
support programes is also needea support the broader national and local education goals
(UNESCOand USAID2006) . Thi s is reiterated in UNESCO
the need for CPD, mentoring, the provision of sound career paths and the use of new
technobgy for teacher education and training. Recruitment policies aimed at ensuring that more
female teachers are hired and complementing these with interventions aimed at reaching
marginalised children (especially girls) in the more remote rural partsndfyacoold also

prove useful.

1.1.2 Literature on retention

Once gooequality teachers are inducted into service, the next task is to ensure that they have a
healthy working environment and enough incentives to remain in the profession. The literature
indicates that the main reasons for high attrition rates are low salaries and poor working
environments. The labour supply is reduced considerably due to teachers who leave the
profession before their retirement age (Mulkeen et al., 2007). Teachers aaatorsomno

make rational choices about their career and take up a better job when presented with the
opportunity to do so. The |l iterature sugges
under mined by multipl e fcamnitneentsdiscipline problanss, st u ¢
limited teacher input and influence over school policies and lack of support (UNES&O, 2006
With better outside opportunities increasingly available over time, the quality of the teacher
workforce has deteriorated ovee tyears and is now composed of a very small proportion of

high achievers (OECD, 2005). Turnover is especially a challenge in the earlier years where lack of
support is the main cause for professional distress, which can force them to consider outside
options (Anhorn, 2008).

There are two models thathaskape athelasddrsi ¢ mp lt
careeibased model, which is followed in Pakistan, teachers are usually recruited on the basis of
competitive tests; once inducted, thépvoa predictable career path. Promotion is based on
grades associated with the particular individual rather than with the position. This model has
certain drawbacks: once teachers are inducted, they do not have any incentive to continue
developingd the selection criterion does not emphasise teaching competencies effective for
student performance and teacher education is not aligned with school needs. In the position

4



based system, the focus is on the best candidates. Entry into teaching positiblesaadlexi
can take place at any point in the career. However, such a system faces difficulty in retaining
capable individuals beyond the age rangé4® 8OECD, 2005).

Teacher motivation is affected primarily by the career path and salary structeteTimepdac

are different forms of salary structure: indivibaseéd rewards that award gains on student
achievement (Solomon and Podgursky, 2001) andsabedlperformance rewards that award

the collective effort of teachers. Scimasled awards generatetivation for group
performance and foster cooperation among teacher to achieve collective goals. However, both
these schemes can work only if the basis for teacher rewards is measurable, gotdsmre short
and the reward is guaranteedd€» 2000) It is often argued that teachers do not receive good
remuneration. Even though Hanushek (198fbgger (1996hnd Betts (1995) suggest that
students outcomes are not consistently rela
negative effect thrgh other channels. When teachers cannot meet their needs through their
salaries, their focus on teaching declines and their quality of instruction suffers (Daun, 1997).
Low salaries also compel teachers to supplement their work with tutoring or second jobs
(Gaynor, 1994). This is exacerbated by late and inefficient payment, which imposes further

hardship.

Teachers can only reach their full potential in the right working environment. There is a broad
consensus in the literature that policies should aireati® ¢he right structure of rewards and
challenges as well as support for professional development and high performance at high levels.
It is also important to change the school culture and introduce induction support and mentoring
programmes (UNESCO, &N). Using administrative and survey data on almost 3,000 teachers,
Ronfeldt (201Rfind that teachers who initially work in staff field placement schools and learn to
teach are less likely to leave their jobs early on in their careers. They alsesitiavefiepgbon
student achievement gains. Thus, a supportiyv

career can play a substantial role in improving retention rates.

Providing a coherent training system for teachers is a key step to dethelopshkidls and

helping them deliver googiality teaching. Leu (2004) argues that there is a bias in favour of
pre-service training in developing countries. Whexeritice training does take place, it reaches

only a small percentage of teachers atwbiad hoc to provide a comprehensive learning
programme. These programmes can be made more successful, however, if teachers are
compensated for travel to the training ceifttbeir participations given official recognition

and if they are awardedtdmation for their involvement. Moreover, the potential of training
5



will be realised only if it is a continuous process. This means that sustainability is one of the key
concerns for a loAgrm training programme. However, the literature has not gedlidedo

draw a comparative analysis of different forms of training and their respective costs and long
term sustainability potential.

Recent research has discussed the benefits of the shift tebasbdoand cluster training,
which constitutes part tife larger transfer of agency and authority to more local levels (Hiebert,
Gallimore, and Stigler, 200R)aining systems that facilitate cooperation among head teachers
within a cluster can provide a forum for sharing lessons from individual expdnaimeg

would offerhead teachergcognition for their work, boost their confidence and help them

network with their counterparts.

Teacher attrition remains uneven across the teacher workforce and is high in geographically
harsh areas or where teaclaeesnot comfortable with the local customs, culture or lifestyle
(Macdonald, 1999; Mulkeen et al., 2007). In order to prevent high turnover in these areas,
teachers can be compensated with monetary benefits. McEwan (1999) refers to this as a
compensatindifferentiald the tradeoff of pecuniary versus nonmonetary factors when teachers
decide to work in backward and unfavourable areas. It is particularly difficult to attract teachers
to rural areas: rural schools have poor infrastructure, limited insinptiis and lowquality

teachers. Several countries have adopted ways to attract teachers to locate in rural areas, such a
travel allowances, free housing and other similar schemes to compensate for the poor quality of
schools. However, there is a widp getween policy and research in these areas. Such benefits

are given without taking into account the implications foeffestiveness when, for example,
compared to other methods of increasing student achievement such as reduced class size
(McEwan, 19 9 ) . Besides salary struct ur epecurtiaggac her
factors such as lack of respect and privileges, leading to high turnover (Falch and Strom, 2005;
Zafeirakou, 2007).

Teacher attrition is also higher among more quadiieders or among those in subjects with

high demand in the outside market since they have greater opportunities to switch to a better
paid profession (Macdonald, 1999). This drains the teacher workforce of talented and able
individuals and has a negafivpact on overall education quality. Several countries have,
therefore, adopted methods to retain teachers through contractual bonds, increases in salary or
improved working environments. In addition, some countries have introduced policies to ensure
that teachers are provided with improved accommodation, more community support and
counsellingMulkeen, 2008



The literature indicates that teacher absenteeism is one of the most prevalent problems in the
education sector, especially in developing cou@hasdhry et al. (2006) survey teacher
absence based on visits to primary schools in six developing cd@#rigldesh, Ecuador,

India, Indonesia, Peru and Ugaddand recording the number of teachers who were absent.
About 19% of teachers were fouade absent with a substantial number who were present but

not teaching at the time of the visit. This is considerably higher than in the US where teachers
are found to be absent 5 to 6% of the days they are expected to teach (Podgursky, 2004).
Chaudhry eal. (2006) report that senior, bett@ucated and older teachers are more likely to be
absent than their counterparts. They also find that working conditions play a significant role in
influencing absenteeism rates. For example, moving from the ldhestighest index on the

infrastructure scale reduces absenteeism by ten percentage points.

Following their research on Zambia, Das et al. (2007) suggest that policies should focus on
improving teacher absence and quality since households cannotestitstthese two
educational inputs. Among all educational inputs, households are particularly unable to shield
themselves from teacher shocks. Das et al. estimate that the gains in learning achievement in
English and mathematics decrease by 4 to 8% dugtdncrease in teacher absence resulting

from illnessed a form of an exogenous shock. Miller, Murnane and Willet (2007) draw a similar
conclusion and find that ten additional days of teacher absence reduce student achievement in
fourth-grade mathemasi by 3.3% of a standard deviation. Therefore, policies should be
designed to improve teacher attendance but whether they are effective in reducing teacher
absenteeism is still contestable. Chaudhry et al. (2006) use proximity to the ministry as an
instrunment for monitoring and find that increased proximity leads to reduced absence in at least

three of the six developing countries they study.

Many countries have started recruiting-teachers (Moor2007)on the basis that hiring

teachers on probationdanenewing their contracts conditional on satisfactory performance is
more effective for student performance (Ballou and Podgursky, 2002). The contract policy is also
believed to influence absenteeism rates. The World Bank (2005) shows that contsact teache
have lower absenteeism rates than regular teachers, with 24% absenteeism among regular
teachers and 17% among contract teachers. Muralidharan and Sundararaman (2009) analyse the
experimental evidence from India and find that contract teachers do hadeetbwer
absenteeism rates than regular teachers (16% versus 27%). Moreover, students in schools with an

extra contract teacher perform better than regular schools.



In Pakistan, the contract policy was introduced in 2002 and has had mixed reshitst Andra

(2007) have studied the impact of the contract policy on teacher fixed effects, using a regression
discontinuity design with the hiring month as the forcing variable. Their results show that having

a temporary contract has a significant andvaosiftect on teacher fixed effects of between 0.1

and 0.2 standard deviations. Habi bds (2010)
effect on absenteeism to be insignificant. She draws this conclusion based on interviews with
teachers and smbl principals and their perceptions of the policy, where they cite lack of
supervision as the main reason for high absenteeism among teachers followed by sickness,
slackness and lack of motivation. Using data from attendance registers, she finds that
absateeism is only moderately lower among contract teachers. In their study on India, Kingdon
and Banerji (2009) find that, in states such as Bihar where the same, poorly implemented
incentive structure applies to contract and regular teachers alike nthelifeisence in their

absence rates. Habib (2010) also finds that all teachers usually avail themselves of the maximum

allowed leave.

Duflo et al. (2007) also address the question of whether monitoring the attendanee of para
teachers has an impact osaatteeism, using the experience of Seva Mundir, a nongovernment
organisation (NGO) in India. In 2003, the NGO implemented a monitoring scheme in 57
randomly selected schools where teachers were required to take a picture at the beginning and
end of the dapnd were paid according to the days they attended. Over 30 months, data was
collected on teacher and student activity and evaluated afterwards to assess the impact of this
policy on teacher absenteeism and student performance. The evaluation by | D{#@D€} a

reveals that teachers at the treatment schools had a lower absence rate of 21% compared to their
baseline absence rate of 41%. This result can, however, be misleading because it does not
capture factors such as a decrease in intrinsic motiwdticim,usually translates into teachers
engaging in activities unrelated to schoolwork during school hours. However, their analysis
suggests that teachers did not reduce their efforts in class, implying that intrinsic motivation
remains unaffected. The#sults also suggest that teachers are responsive to financial incentives
as well, and not only to the monitoring systeaflo et al. (201) build on this study and

estimate a structural dynamic labour supply, finding that the change in absence rate can be
explained entirely by the financial incentive of this monitoring scheme. Therefore, while
monitoring per se may not be able to reduce absenteeism, when tied to financial outcomes it can

have a significant impact on absenteeism.



The literature suggeststti@acher absences are widely seen as discretionary and respond to
changes in leave policies (Miller et al., 2007). Teacher accountability and absenteeism is also
strongly influenced by the political environment in which teachers operate. A set ofn@achers

have influential political connections that shield them from disciplinary action and unwanted
transfers. Some researchers find that being a member of a political party, for example, increases
the likelihood of absence (Beteille, 2009). However, lehef noolitics is not always negative.

Priyam (2012) looks at the positive dynamics of politics in cases of success where she compares
the institutional framework of educational reform and interventions in the two states of Andhra
Pradesh and Bihar. In &udy examining the public expenditure of the federal and state
governments, school participation reports and a primary survey conducted in schools and
households, she shows that the two states followed different trajectories in implementing
educational refms in the 1990s. In Andhra Pradesh, the new opportunities presented by the
federal government were aligned with its agenda for development, while in Bihar the wider
agenda of development was missing. Priyam concludes that the success in Andhra Pradesh ca
be attributed to the role played by the central government in finding ways to cater to opposing

ideas and resisting urges to stop the reform.

Union membership, as opposed to political affiliation, may not have a significant impact on
teacher absence Bat | | e, 2009) but can play a signifi
Teachers engage in reaeking, using unions as the main forum from which to raise their
demands; they usually campaign for issues related to pay and job security and rarely fo
improvements in the school system (Peltzman, 1993; Kingdon and Muzar@jnith200

demands as unions affect the production function by changing the overall budget allocated to
school and alternative inputs and by altering the productivity of thesdhgxby, 1996). In

her pioneering study, Hoxby (1996) identifies the union effect by difference in the timing of
unionisation instrumented by the timing of
finds that the ef fperpupil speiding i®iasigrifieantly different froomn s o
zero with a negative value of about 2.9%, which then translates into poorer student performance.
Both Hoxby (1996) and Kingdon and Teal (2010) find that teacher productivity is higher in non
union schod. This result is corroborated by Kingdon and Muzammil (2008) who find that the
real i ncrease in teachersd sal ad%,eviichihas Ut t a
squeezed out expenditure that could have been used to improve schools. nibjgsjtyhef

the | iterature suggests that teachersdo uni ol

outcomes.



1.1.3 Literature on deployment

Several studies have also looked at teacher deployment in developing countries. This is typically
found tobe uneven, with a shortage of teachers in less favourable |éqgadidicsilarly rural

settings®d and a surplus in the more affluent areas. Teachers in these areas become isolated and
have limited opportunities to participate in professional developmemnsultation in
educational policies. Furthermore, teachers that remain in the less popular areasitetst to be
qgualified This runs counter to the aim of equitable distribution (Mulkeen et al., 2007).

Addressing this imbalance is, therefore, edsenti

Teacher deployment has two systems: one determined by market forces and the other by a
central authority (Lewin, 2000). In market systems, teachers apply independently to schools and
have the flexibility to apply for advertised jobs during theiretefitars tilts teacher
concentration in favour of affluent areas and creates a disparity in teacher ratios across different
localities. However, it also has the advantage of making administration easier and creating a ready
response to teacher shortagekisia, however, follows the centralised model of deployment

for public schools where teachers are deployed by the central authority to any part of the country
or province. This system is, arguably, impartial but it runs the risk of being excessively
bureaicratic especially where the scleal data used to determine postings is unreliable and
inadequate (Rust and Dalin, 1990). It also allows for transfers that result-Guabdter

teachers leaving areas with poor infrastructure and limiteédauitiich are then left with a

high proportion of inexperienced teachers. The existence of a private sector, such as in the case
of Pakistan, also disrupts the teacher deployment ratio since teachers may be more attracted to
private schools with a lowelyghan government schools in a rural area. Furthermore, the fair
deployment of specialists in subjects such as mathematics and sciences is also critical since there

is a shortage of these teachers (Mulkeen et al., 2007).

Freshrecruitsare more likely thnd work in rural areas challenging. Therefore, the deployment
system should send relatively experienced teachers to rural areas to ensure greater stability in
postings. Forced transfers can also help redress the deployment imbalance (citelimann
andHogan, 1998), while those who are forced to transfer can be compensated with subsidised
housing, monetary allowances or travel grants. Another alternative is local recruitment where
student teachers could be deployed from within their region of origioyrBent is an

important issue both in terms of efficiency and equity. The literature emphasises that
deployment is an ongoing process and, thereforep#f pngect will not become embedded in

the institutional structure (Penrose, 1998).
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Much of theiterature on teacher policies déssa particular countrgrc ount ri es 0 ef f
recruit, retain and deploy teacheus does not test the effectiveness of each daktyad, the
researcliocusa primarily on clarifying the problem rather thatingeglternative formulations

for deployment. There is also a dearth of longitudinal studies that tracktéren@ffiects and
consequences of interventions aimed at improving the teadkerce. This paper asto fill

the gap irtheliterature bydoking at the effectiveness of retention and deployment poithies
respecto thar immediate objectivéssuch as teacher quality, turnover ShRso based on
stakeholder interviews as well as data analysis. A unique aspect of this study is thfe analys
court cases filed by teachers against the Education Department. Court cases form a part of the
evaluation of these policies and reveal the nature of the complaints filed by Tééchers.
highlighs the key institutional limitations of tepartmenthat preventt from taking action

against teachers. Furthermave, recorddayto-day observations of the interacthmtween
department officialandteachers in the o r noéficed ® reveal the political economy factors

that govern the workings oktleducation sector.
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1.2 Policy Analysis: Evolution over Time and Critical Gaps

1.2.1Introduction

In the past decadé&e Punjab government has introduaedumber of policy and reform
initiatives to mitigate the issues surrounding effectiveertegruitment, retention and
deployment. On papehese recruitment and postruitment departmental policies may seem

to be apanacea for the problems surrounding teacher effectiveness. Whether they have proven
to be so, howevedependdargely orthe degree to whicthese policies have been effectively
implemented and have had any desirable impacts on teacmansaket outcomes. Limited

quality evaluations show the extent of implementation and the possible impact on teacher
recruitment and reteati of these policies. Further, it is widely understood that a number of
issues that these policies were aimed at tackling remain unrésolireance teacher
accountability, classroom practices such asgnagé teaching and politically motivated
transfers and deployment. Such practices and mitigating factors are expected to affect teacher
motivation anghencethe effort they exert in class. Figliebelow provides a summary of the

main factorsffecting teacher motivation and effectiveness.
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Figure 11 Factors Affecting Teacher8Motivation and Effectiveness
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Source: Adapted from MJ Cooper & A Alvar&leparation, Recruitment and Retention BflieatiberBolicy Series No. 5,
International Instute for Educational Planning, Paris, 2008.

To ensurghat the education systecompriseeffective teacherthe first step is to identify

guality teachers agdre themncentive them to enter the systininstance through effective,
meritbased reaitment. However, it is also crucial to provide an enabling environment that
ensures thabnce these teachers enter the education system, they are also effectively retained.
This canbe achievedby providing them withboth pecuniary and ngecuniary besfits
including(but not limited t) adequate support systems, ample career progassivelt

defined roles in decistiomaking. In other words, effective pasiruitment policies should be

able to address the issues sursedhin thefigureabove.

This suggests thagven if quality teachers are identified and allowed to enter the system,
effective retention and deployment policies are required to retaiitiieesection reviews the
policies and reforms pertaigto teacherecruitment, retentiomd deployment that have been

put in place over the past decalfe look atpolicy remnantsand present key constraints in
implementation in a bid to identify critical gaps in policymaking. After providing a brief
backgroundo the policy changes thabk place pos2000, the remaining subsections delineate
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and anake the different types of policies and reforms that have takerfiptacaaitment(ii)
retention andiii) deployment. The fifth subsection concludes by susmgate major policy

gaps ad flaws in implementation.

1.2.2Background: Institutional Setup

Prior to the 18tkconstitutionabmendmenthe responsibilitfor the administration of public
education in Pakistan was shared betteefederal governmenthé federal Ministry of
Educdion) and the provincial governmerpsoyincial ministries ofeducation). Thdederal

mi n i ®lanniggdding and Curriculum Wing were responsible for degelogducation
policy, education budgednd school curricall Implementg the education palf was the
responsibility of the Provincial Education Departments, District Governments and NGOs
(UNESCQ 200@). After the introduction of the 18th amendment in 2010, the concurrent
legislative list was dissolved and respondiilitye administratiomnd legislation of education
policy, planning, curriculum and quality standards shifted to the provincial governments. At the
same time, the introduction of Article/R%0 the constitution neethe provincial governments
responsible for providinfyjee andcompulsory education to all children aged five to sixteen

years.

The Punjab Education Ministry is headedbfducation Minister and the civil servant in
charge of the department is the Secretary Education (UNEBG@). The responsibilities of

the Edwation Ministry are divided among six provincial bodies: the Directorate of Staff
Development (DSD), Elementary Education Department, Secondary Education Department,
Punjab Education Assessment System, Punjab Education Commission (PEC) and the Punjab
Monitoring and Implementation Unit (PMIU) (see Bdy. The DSD is responsible for the
provision of teacher training, which includessereice teacher training.€B. degrees), in

service training and induction trainfiog ghortlisted candidates beforeugment).

Prior to the introduction of the Punjab EducatgattorReformsProgram(PESRP) in 2003,

t he Paki st an | nst i t yrovwded im-$ervick eraiminguwile 98oddEd uc at
GovernmentColleges of Elementary Education (GCETSs) and the AligralOpen University

provided pre-service trainingNeither type of training institution was, however, integrated,
resulting ina disconnection between the trainingy provided. One of thp r 0 g r aaimee 0 s
was to improve teacher education and ensurteb@ased recruitment. For this purpose, the

DSD was given control over all governmentspreice and iservice institutionghus

integratindoth types of training. The pservice training programmes atkéncludethe PTC,
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CT, Associate Degree of igdtion (ADE) and Hd degree. hservice training is provided
througha CPD programme at the centre and DTSCs and CTSCs at the distrnicaratd
levels.

The Punjab Education Assessment SystenPB@dare responsible for administering school
examinatins and keeping a check on the quality of teaching and learning outcomes. PEC was
established in 20@8d ts main responsibilityts conduct student teststhegrade 5 and grade

8 levels. The results of these tests are used tobgalugeudentand teacherperformance.
Contract renewdfor contract teachgrand teacherbonus schemes are also based @® the
testresultsThe PMIU, set up in 2003, providagher monitoring and evaluation of teaghi@r
performance as well as implenmgrthe variouseforms introduced undére PESRP. Under

the PMIU, a multi-layered monitoring systemasintroduced with DMOs supervising a field

staff of MEAs responsible for monthly visits to schools to record teacher presence arid details o
the available school fatids.The €hootevel and teachésvel data collectedtienhoused at

the PMIU where it is processed &ortvardedo the provincial policymakers.

School education, teacher recruitment and deployment come under the purvi&shoblthe
Education Depaments. There are two such departments: the Elementary School Education
Department and the Secondary School Education DepaBogrdareheaded by Director of

Public Instruction (DPI) at the level of the provincetgnBDOs(education) and DEOs at the
districtlevel They, in turn, head a team of DDE&@sd AEOs. The AEOs deal directly with
schoolteachers and also monitor teacher attendance and teaching quality. These officers are

directly involved in the implementation of various teaelaed polickeand reforms.

A number of policy changes have been introduced in the past decade, concentrating on effective
teacher recruitment, retention and deployment and remgaarious government institutions.
Despite these changes, a number of policy gapmrerhe following subsections delineate

these and anatyin detail the different policy changésduced

1 The area covered by a potitation
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Box 11 Institutional Set up 8 Provincial Education Department:

Province Education Department
(Headed by:
Education Minister &ecretary Education)

Teacher Training School Education Learning Assessment L\i/loznitoring/Evalua
| | = e .
Directorate Elemenary Secondary Punjab Punjab Programme
for Staff Education Education Examination Education Monitoring and
Development Department Department Commission Assessmeni  Implementation
(DSD) (Director (Director (PEC) System Unit (PMIU)
| Public Public (PEAS)
G . Instruction Instruction
overnmen
EE SE
College for =3 £E)
Elementary
Teachers
Training (GCET)
District
EDO EDO
DTSC (Education) (Education) P
(Teacher | | alcs):lr'ltcc:r'ng
itori
Educators) DEO (EE) (Male |  DEO (SE) J Officer
& female)
Tehsil DDEO (EE)
(Male & Female)
Markaz
CTSC (Deputy AEO (EE) Monitoring
Teacher (Male & and
Educators) Evaluation
— Schools Elementary & Primary Higher and Higher
School Teache(ESTs Secondary School
/PSTSs) Educator§SSE)
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1.2.3Recruitment -related policies

Prior to 1997, teachers were hired on a permanent basis through the Punjab Public Service
Commission, a prowral body responsible for reangtall public servants. However, this
contributed to weak accountability systarigih level of absenteeism and politically motivated

hiring and transfers among the teaching cadre. A budgetary crisis and conseaient lack
resources in the late 1990s led to a ban on hiring of teachers between 1997Tdusl 2402.

was finally lifted in 2002 witthe i nt r oducti on of the O6contr ac
recruitment was to be carried outaocontract basis by distrievel recruitment committees

(see BoA 2 for details of the current recruitment process).

The aim of this policy was to combat absenteeism and increase accdunketiigyteachers

on five-year renewable contracts basedheir performance. Thpeolicy 6 s r wdsithatn a | e
penalisingenured or regular teachers for poor performamasedifficult becausieeir contracts
guaranteed employment over their lifetime. This was not helped by their political alignment and
strong uniorstion. Moreover, politicdactors rather than a system of mmaged hiring
suggestethatthe mostcompetentand qualified teachesgre unabléo enter the system. The
contract policy was specifically designed to counter theseltdsagdeen used across the
developing wdd & sometimes very successfdllyo counter teacher shortages in times of
budgetary ciiis as contradeachergor paraeachersas they are often called) are often paid
substantially less than their regular counterparts. The main features of ytheepalip
contract norrenewal due to unsatisfactory performafigemeritbased hiring with the
education requirement being raised Bé&\/BSc for PSTs, angii) fewer leave and no transfer

options for contract teachers compared to thekcoatracicounterparts (Habib, 2010).

Although the international literature suggests that coritesetd hiring lowers teacher
absenteeism and increases accountabéity,idimited evidenc® confirm this in the context

of Pakistan. An extensive qualitativelys by Habib (2010) suggests thatcth@ractterms,
specificallythose relating to transfers and leave options, led to dissatisfaction among hired
contract teachers. Lower salaries and greater weddoadtivatedtheseteachers ankd to

high abseeeism. Further, political pressure inevitably led to the sagataof these contract
teachers, making the contract terms defunct. Hence, the contract p@iayitetiimpact on
teacher absenteeism and accountability. ApartHfr@rb ifitdigs,there idimited empirical
evidence on the o | ieffegtidesess. The World Bank ( Sudyhds )alsanalged the

impact of this policy anddnd that contract teachexgreless likely to be abseéhanregular
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teachers. However etetudywasbased b a singl@neday visit to the sample schools and the

results may npthereforebe reliable.

A recent systematic review by King@oral.(2013) looks at whether contract teachers are
sufficiently costeffective interventions to address teacher shsrtagd improve student

learning in developing countries. The authors ahkéertrigorous review of the literature on

contract teachers across the developing world and base their findings on 1fiastudiets

their stringent theague thattheefiettisenesd of tileccanmakctiteched . T
policy depersllargelyon the features of the contract itself. One of éhdiest andnost

prominent studies on contract teachers by Muralidharan and Sundarar@mnder{2@ four

main charaetistics of contract teachers: (i) they are appointed on annual renewable contracts
with no guarantee of renewal, (ii) they are often less qualified than regular teachers and less likely
to have a formal training certificate, (iii) they are paid mudhalesegular teachers (typically

onefifth of t h e |salariesgp and év) they are more likely to be from the area where the
school is located. While different countries have played with a mix of these features, the fact that
Paki st an 0 sact teacheg policyaddoptecly one of these features (contract teachers

were paid less than their regular counterparts) is telling in terms of how effective the policy can
be expected to be.

Kingdon et al. (2013, p 4) argue,that

from a policy perspee#, research suggests that there is a need to devise policies

and contracts that encourage more teacher effort. This can only occur if the
incentives and disincentives are aligned within the contracts and are effectively
enforced. For example, the thre&tdsmissal has been identified as a key

motivating factor among contract teachers. However, if this threat is not credible,

the incentive to exert effort to ensure contract renewal disappears. It is also

i mportant to note t lodytgo sodanin raisingteacheb as t hey
effort as the evidence has shown that al
teachers) is low on an absolute basis, particularly as some studies note that those
contract teachers who have more than one tenure pegddless effort in

subsequent tenure periods.

Thus, while commendable in its objectives, the contract teacher policy in Punjab, by not
adopting the key features expected to make it work, was essentially flagvegindlpelicy
was scrapped in 200itheut being evaluated rigoriyus

The presentrecruitment policy retains some of the main features of the 2002 contract policy.
Teachersrestill hired on meriand PSTs must have at leaBA or BS¢ additionally, recruits

are engagedn a five-year ge-specific contracthat is renewable based on performance.
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However, the 2011 recruitment policy more clearly delineates the performance measures to be
used to evaluate teachers. These in@ut@0% enrolment and retention of studefijsthe

qualiy of education (measuredthg PEC,Board of Intermediate and Secondary Educatidn

other exams set lire Quality Assurance Authoritfiii) punctuality and disciplirend (iy

overall performance recorded in the a c PERr Furthert e a c domtracs riay now be

subject to immediate termination whereas the 2002 negjlicseda onemonth noticeperiod
Previouslycontract terms penalisihggh absenteeism or poor performaweee not strictly

enforced which meant thatontract teachersiere lessaccountableClearerperformance
measures ar@stricter termination policy aim to counter this and improve the accountability

structure of contract teachers.

While the literature review section clearly indicates thatdequchldrcations alone shduiot

be the benchmaror hiring teachers, setting minimum educational qualifications and training
requirements is a very important way of differentiating between those who are certified to teach
and those who are natuch minimum requirements have feath heavily in recruitment
decisions. The current policy retains the eduahtjaalification requiremenof the 2002

contract policput raises the professional qualification requirements for PSTs from a PTC or CT
to a BEd degree. This policy changes \gaared towards improving the quality of teachers
entering the education system. However, no clear policy was introduced stating what would
happen to irservice teachers currently hol@®RyCor CT. Will such teachers be given further
training orsimplyhave limited promotion opportunities?

Further, prior to 2010, promotions were based on experience and seniorighalomaeant

that, in many instanceaewly promoted head teachengreless qualified than PSTs. This
situation catead to denotivaton among PSTs who are paid éas$ have to take orders from

head teachelsss qualified than them. Moreover, as teachers complete their professional training
first and then apply for a teaching post, a change in professional qualification requirements
would mean that a cohort of freshly trained candid#tea PTC or CT will find their skdet

defunct and have to enrolaml-Ed prograrmeto apply for their desired teaching pbke B

Ed degreehoweverdoes notadequatelprovide teachers with gebtspecific knowledgé
especially inubjectsuch asnathematics argtienced nor does iprepareahemto handle real
classroom situations such as rguétde teaching. Hence, merely raising the professional
gualification requirement does not ensha¢ goodquality teachers will enter the education

systenor be equipped with the necessary knowledge and skills to impart meaningful learning.
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To tackle some of tkeconcernsd specificallythoserelating to equipping teachers wtita
skillsneededo handle real classroom environmentspaoddingsubjecispecific knowledgi

the 2011recruitment policyas introduced 190 daysooimpulsory induction training for all
shortlisted candidates. These candidatesitlzewritten test and a computer tdst, markof
which count towards 5% of the final mtrgy receivevhen the final merit list for hiring
drawn up The testing process ensures that political interference in hiring is limitedthigior to
5% of the final marks were reserved darinterview with marks awardedfor teaching
experience. This created room for nepof@ninstance, teaching experience was coantgd

if the candidate submittéokrms signed by thieeadteacher and countersigned by the DEO.
Politically affiliated teachemuld easily fabricate experienckawngfalse forms signed by the
concerned officials. Further, prior to 2@iong candidates with equakit marksthosewith
higher interview markseregiven preferenc& ¢ a n d i idteaview mdrks were alsguel,
seniority was given precedendader the present policinterview marks are nlenger
considered and seniority alone is given precedence. This again reduces the impact of political

economy factors throudte manipulation of interview marks in theruitment process.

In a further attempt to increase the transparency of the recruitment process, the 2011
recruitment polichiasraisel the role of the DMO fronthat ofa mere observer to a member of

the District Recruitment Committee. The DManctions independehy of the EDO
(education) and hence does not fall under the EDOs purview. Prior to 2@ M Dé&dde

was tohelpthe District Recruitment Committee advefts recruitmentdisplay prénterview

merit lists,enterdata and calcuapreinterview merit marks. By giving the DMO decision

making power in the recruitment procstransparency of recruitment has increased.

Literature on teacher absenteeism indittadeprevalence of this problem in South Asih

highlighs the key factorsesponsible for it. One major concern regarding the 2002 recruitment
policyis that absenteeism among contract teachers did not decrease despite the apparently strong
accountability structures in pladether the proposed accountability structures wsigned

to be strong enough in the first plaxcdebatab)dut anecdotatévidence suggestst the high

reported teacher absemoelldalsobe attribuedto other constraints preventing teachers from
attending school. One such constraint, especiafgniate teachersasthe distance to tire

school. To alleviate this constraint, prior policies gave preference to local teaalztsngy

them tenextra markslt was hoped thahiring local female teachansthis way would help
reduceteacher absencBuilding on this, the current recruitment policy recruits teachers only

from within the tehsih whichthe school is located. This ensures that teachers have a higher
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likelihood of being assigned to a school in their own village, reducing thetdestameee to
travel to workand hencethe cost of reachinge school.

Evidence from around the world indisdtet the political economy of education significantly
determines the effectiveness of the governance of the education system. It is now widely
acknowledged that the teaching profession in Pakistan is politically entaerachedulof

which many hiring, firing and transfer decisionsasecdotallypolitically motivated rather

than based on rules of merit or need. The contract teachgrgd@0D02 aimed to overcome

this particular constraint by delineating sesyatific contracts with no room for transfers. The
motivation behind this was to reduce the number of politicadyntransfers. However, one
unexpected consequence of thitiquaar feature was that it resulted in teachers resigning from
their posts and reapplying for other pasénce creating vacancies and high STRs (Habib
2010).

The current recruitment policy 2011 tries to deal with these issues bytahawvarg tapply

for atransfer aftetheyhave completed minimum threear tenure at their assigned school and

if they have an adequate performance record. Such attempts abasedttransfersvhile

aiming to deal with the issue of teachers resigrsegh@gpoiniment do not effectively deal

with politically motivated transfevghich may lead to a number of teachers transferring to
prime locationsreating shortages elsewhere. Frequent bans are placed ondesysterally

near exam timé to deal withthis issue. However, teachers still manage to circumvent the ban
and get transferred to their desired post. This indicates flaws in the implementation of the bans
and red tape in the transfer process.

Changes in the recruitment policy over the pastedbaad attempted to deal with some of the
concerns regarding the recruitment of qualified teachers based on merit, without political
interference and nepotism. However, a number of policy gaps and implementation constraints
remain. For instance, the coatrpolicy of 2002 had a limited impact because a number of
contract teachers were regsgariby the Punjab government due to political pressure. The
current policy does not deal with this issuen thouglit claims that contract teachers will have

their contracs renewed based on good performance, contracts continue to besgeguriaain

ad hoc basis.

It is a priori difficult to underpin the theoretical incentive effect of teacher cqratatisas
those in the 2002 contract teacher policy. On one, llaere is evidence to indicate that

properly designed contract teacher policies can be effective not only in alleviating teacher
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shortages but also leagito better student outcomes (Kingdon et28l13). This is, of course,

with the proviso that theontract is designed in such a way that it incentivises the teacher
appropriatelywhich, as we have seen, was not done undéotieactTeacher Policy of 2002.

On the other hand, unfavourable conditions within the contract,desigras lower salaries

and fixederm contractscan be seen as-awtivating and unfalyy teacherand may lead to
reduced pedagogical training and sepetlific investments in teachers. Moreover, if threats of
nonrenewal are naleemedredible, one cannot expect the @mttpolicy to have the desired
effect. The current policy aims to address some of these limitations but not alepiim in
evaluations needed to underpindkeareas in which the recruitment policy has succeeded and
those in which it has failed.

Box 12: Current Recruitment Process (2011)

P
Advertisment All BS 9, 14, 16 grade recruitmentdone by district
recruitmentcommitteegcomprisingpCO, EDO (F&P),EDO (educatioh
DMO, provincialgovernmentepresentativexperton relevansubjeciand
appointing authority) Advertisementissuedby DCO, clearly indicating
vacancieBy categorygenderandtehsil

\
4

Merit list: Applicantscompeteat tehsil level Initial merit list basedon
academicand professional qualifications (with weight 9% and 5%,
respectivelypreparedor eachtehsilandquota(2% disabilityand 5% minority
quotafilled from regularpool if suchapplicantsot available)if not enough
applicantdor a particulartehsi] applicantdrom other tehsilsare allowedto
competdor placementhere

' Final merit list: Prepared after including computer assessment and interview
marks (5%). 190 days given to completsgrréce induction training. if a
teacher drops out or fails to perform on fi@hing tests, the person next on
the merit list is considered for position.

Allocation of posts and teacher placement EDO and DMO
jointly identify schoolsfor teachemllocation(generallygmphasis
on sciencemathsand Englishteachersaind preferencegivento
schoolslackingtheseteachersand accordingto STR of 401).
Teachersplaced accordingto inter se merit in each tehsil
Candidateshoserfrom within tehsiland,in the caseof females,
if theirhusbandarefrom thattehsil Preferenceanbe expressed
by applicanindon disputedseatspreferencéasedn meritand
thenseniority All appointmentsompletedvithin 190daysandif
anyteacherseavesafter this period, hiring not resumedill the
nextrecruitmentycle

N /

Source: Punjab Government Recruitment Policy 2011, Lahore, 25 October 2011 I
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One of the key gaps in the current policy is that there is no way of dealing with the teaching
hourslost due taontteaching duties assigned to teacbspgcially during election time. In the
current policy, one contract term is that teachers will pe@tiriands of duties in public
interest as may be entrusted to you by Competent Authority from time[$att(®Recruitment

Policy, October 2011). This implies that teadrerexpected tperform outof-school duties
thatmay take away from their teaching time. Both international and Scapleédifi@evidence
indicates that thisancontribute to denotivated teachers. It also makes room for valid excuses

as teachersaycollude and collaborate in absenteeism at the expense of student learning.

In a keypolicychange ir2010, the medium of instructionaith public schools in Punjaas
changed t&nglish This implid that the curriculurwouldnow bein Englishall testingwould

be done in English ardl classes/ouldbe conducted in English. To coempént this policy, a
component of the preervice and igervice training wagesignedo focus on proding
teachers with English language skills. However, this training is not stéfakatsvith an
Urdu languagenedium background cannot fully understand the Emgdidlum curriculum
after a monthong course. Further, ghraining focuses on teaadioandidateshe English
translation of the Urdu curriculum and not on helping thederstand the concepts in English.
In turn, theseteachers teach their students in Urdu and then make themsanéneoEnglish
translation of the curriculum for examm@afpurposes This is an inefficient andeffective
approach and more thought needs to be put into how to better equip teachers to aeal with

English curriculum.
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Figure 12: Policy Gaps in Recruitment

Educational/Professional

Quialifications

Selection Procedure

AAIl publicschoolsveremadeEnglishmedium

in 2011 No policy, however, specifically

addressethe needfor teachertraining that
would enablerecruitedteacherso handlethe
newcurriculum

AThe PTC and CT qualificationsare being
phasedbut but thereis no clearpolicy asto
what will happento in-serviceteachersvho
currentlyhold thesecertificatesWill they be
given further training or face limited
promotion opportunities? Moreover, will
teacherswho were waiting for recruitment
aftercompletingheir PTC andCT now have
to enrollin B-Ed programmes?

Alt is not clear whether pre-servicetraining
includegrainingin multigradeteachingHow
are teachersbeing preparedto handlereal
classroonenvironments?

ADoes a B-Ed degreeprovide teacherswith
adequate  subjectspecific
especiallin subjectsuchasmathematicand
science?

1.2.4Retention-related policies

knowledge,

ANo policy addressethe supplysideof

whetherthereareenoughteachersvith
therequisitegualificationin eachtehsil

ATehsilsarelargeareasNo policylooks

at how teacherareallocatedo schools
to minimise their travel distance
Distanceto schoolis one of the main

reasonsfor high teacherabsenteeism,

especiallgmongemaleeachers

Contract Terms

AThe contract policy of 2002 had a
limited impact becausea number of
contracteachersvereregularisetly the
Punjab governmentdue to political
pressure The current policy does not
dealwith thisissue

ANo policy deals with the issue of
teachinghourslost due to nonteaching
duties assigned, especially during
electiortime

Once aggoodquality teacher enters the education systsmecessary that tbieshe is retained.

Retention does not merely imply keeping tesaohethe job, it also meansusainingtheir

motivation andhence their effort. A denotivated teacher is as good as an absent teacher

becauséis or her presence does not add value to student learninggdodzuality teachers

may shirk from their teaching duties if they lack motivAtionmber of factors affect teacher

motivation includingthe accountability and incentive structures in place, job stability and a clear

career path, support systems and teacher confidence in the curriculum being taught (see Figure

11). These have been reviewed in the literature review section lamoddhsonsensus the

literature is that some of these factors are ciitieasuringhe efficient, effective and equitable

delivery of teaching services. The main policies that affect these factothaseadating to

() teacher trainingi) teacher monitoring arii) teacher incentives.

Teacher training is important not otdyincreas the competency of teachers but aiteor

confidence in the curriculuimey ardeaching. In particular, if the easiest way to recruit a good

teacher is ttrain one (Chingos and Peterson, 2@idpappropriate and effective training can

prove a very useful policy tobhis view allowpolicymakersomeroom for manoeuw as the

brunt need not be borne by recruitment policies such as those callingrformuompetency
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levels (especiallytime more remot®r inaccessibleiral areas) under the presumption that any

skill gaps among recruits can be effectively filled througérpice and iservice training.

With the increased focus of educational g®lan ensuringoodquality schooling, teacher
educatiorreformshave become an urgent policy need-d@mice training can be a useful tool
to better equip new entrants into the labour market wksknirce trainings essentiafor
keeping existingdehers upo datewith new techniques waiht the same time motivating and
encouraging them. If teachers lack confidence in their own kobjeletdge, they cannot pass
this knowledge on to their students. Further, teachers need to be equipped teediandle
classroom situations such as nguétde teaching, large class sizes and sd fathalso require
professional upport during their tenure andsgervice training to equip them wairrent

teaching methods and materials.
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Box 13: Types ofTeacherTraining

Training providers

Training providers

Training
providers

DSD Public institute

l l

DTSCs
These are organised at the district
level. Learning teacher educators

Allama Igbal provide training to district teacher
GCETS Open educators (DTES) in these clusters.
There are a total University
of 33 GCETs This university
across 23 districts provides
in Punjab, degrees ranging v
offering the from diplomas
following degrees to PhDs and CTSCs
ADE from PTCs to These are organised at the subdistri
M-Ed B-Ed degrees. i level. DTEs head these clustand
B-Ed also offers provide training to PSTs. There are ]
(Elementary) virtual 15 schools per DTE and a total of 10
B-Ed (Secondary, programmes. 75 schools per cluster.
B-Ed (ECE)
BSc/B-Ed

_/

26




In hopes of achieving such a system, a number of interventions in termsrad prgervice
training were introduced in the Punjab206R. The first s@f reforms pertaining to teacher
training and professional developmeas witiated in 2003/04inderthe first phase of the
PESRP. Under these reforms, the DSD was restructured andsalivioee and ieervice
institutions were placed under its pw\gee Appendix A2). TRakistarinstitute for Teacher
Training and the GCEIwere merge@nd placed under the DSD to create a uniform and

centraked system of prand inservice training.

Building on this, the CPprogrammewas piloted in 12 distrioté Punjab in 2007 and fully
instituted in 2008. The CPD framework aims to provide decedttadining td*STs, where

the districtis the primary unit for assessing and undertaking training activities with teacher
trainingdeliverecat an appropriate swlistrict level. For this purpe$eTSCs were established

at the sulaistrict levelborrowing from the framework of th&€eacher Resource Centres that
wereset upfollowingthe 2001 National Educati®olicy. Each school in a given villageshsil

belong to a CTSCwhichis responsible for providiradl itsteachers with iservice training,
mentorship and other suppdrFhis krings opportunities fotraining closer to the teacharsl
reducedoth the associatedost of travel anthe absenteeism resnlj from traininghattakes

teachers away from their posts. The CTSCs are responsible for coordinating between the various
providers of teachersd educat i on,s Thayalsol edu
provide data on teacher assessmente DTSCs and the DSD at the centre. This makes for a
structured and decentsalli mechanisrthat provides teacheraith pedagogical support and

training.

Anecdotal evidence suggests tt@CTSCs havsuccessfullyncreasd support for PSTs. The
mod effectivekey componerttas beethe mentoring visithadeby District Teacher Educators
(DTEs). The DTEs are responsible for assessing egréormance through student tests
andfor using these assessments and classroom observations to hglweddnéfeas in lesson
planning and deliveryhey thenhelpteachers work on these areas and detteagdesson
plans. According to a study by the International Growth Centre (2012), teabhdoaind
these mentoring visits be botheffective and gyortive,explaining that the visitelp them
improwe their teaching practices and in@dhagir confidence in their knowledge of the

pedagogical content.

In terms of accountability structures and monitoring, the second phase of thedRESRP
comprehensge programme for monitoring teacher performance and atterddaoo®rises

threekey componentgi) The anualcensusEMIS and(ii) Monthly monitoring visitsThe
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DMO in everydistrict repod to the PMIU and supervises a field staff of MEAs, who are
resmnsible for undertaking regular field visits and collecting data on teacher attemdhnse

then fed intothe EMIS. The MEAs are recruited and their positions funded by the Chief

Mi ni ster 8s Moanbody @stablishgd hElmmoniter all deglopment schemes

initiated in the provingét reports directly to the Secretary School Education. The MEAs are
Junior Commissioned Officers (JCOs) retired from the armed forces, and hiredya@arthree
contracts. Their performance is evaluated at thef &mel contract period by the DMBIEAS

are assigned oO0school circlesd or arefam i n ec
schools per day and all the schools in their circle at least once a month. Paratel AEDss,

carry oufurther monitoringndreport to the EDO.

Although his multi-pronged monitoring system tries to ensure transparency and effective
monitoring cases of nepotism and red ta&péor instance,nvolving teacherswho hawe
themselves markguteseh evenwhen &sentduring a monitoring visi have been reported.
Innovationdo the systerhave now been introducedhen MEAs visit the schools to collect

data theyhave a mobile applicatitratallows them to take a picture of the teacher witbr his

her classvhichis thenenteedalongwith the attendance da@PS coordinateand a date and

time stamp. This is geared towards reducing fabricated attendance records. Despite this, a
number of problems remakor instance, teachers have found loopholes withsygtem with

teacher rotations taking platsachers are shifted from one school to another according to the
schedule of the monitoring visits so thairpresence is marked in the school being visited.

|l ncentives affect veaesSdiaestrgtire acathaveigiowedudeffectand e f
on teacher effort and student outcomes. While many developed countries have replaced uniform
pay structureshat reward teacherinputs (qualificatianand experienceyith models of
performanceelded pg, salary structures in Pakistan continue to be basedamirenodel.

Although it is hoped that paying teachers better will attract more able carididates
professionand raise efforbverall this works only when the threat of dismissal for non
performanceor low performanceis high. Whilehe evidence indicates that this works very well

in private schools in the country, chronic teacher absences pretvesl government sector.
Teacher absence in South Asia is believed to stem fromicsfateras in accountability
systems, low moramongteachers and low pay (Rogers and Vegas, 2009). Haolever,
argument thalkow pay explas lower effort (when measurbg absence) is not supported in
Pakistad s as the LEEAPS repordrabi et al2007) shows that absence among better paid

civil service teachers in rural Punjab was actually higher than among less well paid teachers in
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private schools. If anything, this hints at the low levels of accountability that exist within the

government systemropared to those in the private sector.

While effective teacher monitoring may increase teacher attendance, it does not address issues of
de-motivation.Previousstudies have indicated that contract teachers in particular may be de
motivatedby meagre saias,whicheffectively redeadhem to cheap labour (see Kingdon et al.

2013 for a discussion on this literature). Low salaries also force teachers to procit@oafter

tuition to supplement their income, whéfects inschool teaching. Other teachéake up

Box 1.4 Salary Revisions (2011)
BPS Post Basic Pay Scalg2008 Basic Pay Scalg2011
Starting Annual Starting Pay Annual
Pay Increment (Rs) Increment
(Rs) (Rs) (Rs)
9 PST/EST 3,820 230 6,200 380
10 PST/EST 3,955 260 6,400 420
11 PST/EST 4,115 275 6,600 460
12 PST/EST 4,355 310 7,000 500
13 PST/EST 4,645 340 7,500 550
14 SEE/SS 4,920 380 8,000 610
15 SEE/SS 5,220 420 8,500 700
16 SSE/AEO 6,060 470 10,000 800
17 SSES/AEO 9,850 740 16,000 1,200
18 DDEO 12,910 930 20,000 1,500
19 EDO/DEO 19,680 970 31,000 1,600
Note: SESE = senior elementary school educator, SSE = senior school educator, SS = subject specialist.
Source: Punjab Governmé\tification No. FDPG2-1/2011 dated 11 July 2011, Lahore.

subsidiary jobs and hence fail to concentrate wholly on teaching. In 2008, when the contract
teacher policy of 2002 was phased out, contract téacheraweie raised 4o the National

Basic Pay ScdRPS)n an attempt to improve their intiga structure. Constant pressure from
teaches Gnions and frequent strikes stigrigfluen@d this change in policy. Further salary

rises have taken place, increasing the BPS for civil sepeBd (.4. However, the policy

still did not provide curact teachers with pension benefits and paid leave options.

As mentioned before, identifying the direction of the incentive effect in such a situation is
difficult while offeringteacherdBPSequivalent salaries may improve their motivaten,
intermational literaturpoints outthat it is the threat of dismissal among contract teachers that

compels better performant¢¢owever, if this threat is not credible, the incentive to exert effort
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for contract renewal will no longer exist. Additionally, agdé&met al. (2013) arguke

evidence indicates that consdca s t hey ared wi | | sl ghdgor s 0
majority of studies reviewed by the authors
basis especially since cacttteacheysvho have more than one tenure pero@rt less effort

in the periods that follow. This, it is argued, points to the need for building perfoetasente

renewal and fathe contract policy to be amended to combine the probationaryemneval

aspects of contract terms with better salaries and benefits. While education policies in recent
years have taken on board thetter salariésaspect, it is not clear the extent to which

nonrenewal and ngrecuniary benefits have beensidered

The analysis so far indicates that simply raising tedalares is not the solution to reforming

the ¢ 0 u n educatidrs system. While the research evidence on the impact of peHormance
relatedpay on student outcomes is mixed (as discussed in dherditezview), it is increasingly
recognised that teackeBalaries need to be linked with student performance. The Punjab
government has undertakegentnitiatives that aim to do so. The increase in tesaghkaries

in recent years has also beearapanied by incentives introduced in 2Battie performance

with pay. According tAndrabiet al.(2007), there is a positive correlation between teather
salaries anttheir performance in private schools but no such correlation in public schaols. In a
effort to remedy this, the teacher incentive programme gra\bdaus to the top 200f the
bestperforming schools in each tehEile committeethat select theseschools includes the

DEO, DDEO andseniorheadnaster of the high school in each telRsiftormance is based on
student enrolment and attendance (15%), student perfoiméme@nnual PEC exams (70%)

and student participation in the PEC exams (15%). Primary schools compete at the markaz level,
elementary schoad$the tehsil level and sedary and higher secondary schools at the district
level.

Either a carrot or stick approach can be adopted to improve teacher performance. The
monitoring system in place and the termination ancenewal condition in teachefiontracé

acts ashe stik; the cash awards actths carrot. Parallel to these cash awards, another carrot
approach to imprang teacher performances the Promotion Blicy 2010, which links
promotions to performance artde completion of mandatory traininghe promise of a
progressive career track for teaclenstendedo encourage themo improve their attendance

and performance ana fulfil their inservice training requirements. Prior to this, promotion was
based on seniority alone and a number of instances were ngpertday political affiliations

were used tobtainpromotions. In order to curtail thpsacticecertainconditions were set for
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obtainingpromotions under the 2010 polidgachers were required tph@vesatisfactoly
compleed their probation perid, (ii) possesshe required qualificatisrand experiencéiii)
havecompleéd the minimum length of servic@y) have received satisfactory PER ar(sl)
havepased the prescribed departmental examinations., Thegpolicy sets outa structured
procelure forobtaning a promotion and attempts to motivate teachers by providing them with

more clarity in terms of career paths.

As delineated in this subsection, a number of attempts have been made td im@oveh e r s &
motivation and performance. Howevarumber policy gaps remain unaddressed. For instance,
although mentoring and CT8@sed teacher training seem to be effective, it is unclear whether
they havehelped teachers deal with the change in curriculam Wrdu to English in 2011.
Whether the DTEsre well trainednoughand capablefdandling the new curriculum is an

open question. Further, even thotgdthers can now avail themselvésioingopportunities

at their localCTSC redudng the teachindhourslost in traveltime, this issuehasnot been
completely dealt with. Teachers continue to sacrifice telachraby attending tehsil training
sessiongffecting student learning. One solution coultbbeld all training sessions during the
holidayperiod, as suggestiedthe National Edwation Policy of 2009. If this is implemented,
teachersould therconcentrate on teaching during the school year and focus on training during
the holiday seasdm terms of monetary incentives, such incentiagtead to a more results

based rather tha knowledgdased teaching style and even furthenusivation ifthe set

targets are not achieved. These considerations need to be taken into account when assessing the

current incentives scheme.

Teachers often express their dissatisfaction with thermg system in pladdany say they

find the actions of monitoring officials to be badgering and intrusive. Excessive moaitoring

be disruptive and lowaeachemorale. This policy gives outside coordinators responfibility
monitoring teacherand the coordinators provide little support. On the other hand, if an
internal actgrsuch as dead teacheweremade responsible for monitoring, it wolédp

developa more coherent system of monitorirgacherare likely taespect the head teaclers

authority and the head teachemiore ino | ved i n t e a cThesydespitetthanagen
multitude of reforms and policy changes that lakes tplace over the past decpdicy gaps
remainwhichcontinue to tiect teacher motivation and retentibhese need to be adequately

addressed in order to retgoodquality motivated teachers in the education system.
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Figurel3: Policy Gapsin Retention

Training

Alackof welleducatedndskilled
trainers Trainers are not welt
equippedo teachpracticalskills
suchashandlinglargeclasse®sr
youngstudents

ANo accreditation or appraisal
mechanisnfor teachetrainers

ANo distinction made between
rural and urban teachers Each
settingis differentand requiresa
differentmethodof training

AThe regular in-service training
programmes distract teachers
from theirteachingluties

Incentives

Awith rewards based on school
performancethere is the dangerof
0t e ahhe n g whe@teachers
becomesolelyfocusedon increasing
student performance,even if that
meanghatstudentsnaylacka proper
understanding of the concepts
themselves

ATeachershcentiveprogrammesnay
further discourageteachersif the
targets set by such programmes
cannotbeachieved

Monitoring

ATeachers often express their
dissatisfactionwith the monitoring
systemin place They find that the
actionsof monitoringofficialscanbe
badgeringand intrusive Excessive
monitoring can be disruptive and
lowerteachershorale
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1.2.5Deployment-related policies

Flawed teacher deployrhes among the most complex challenges faced by the education
service delivery network in South Asia (World ,B&#005). The allocation of teachers has
historicallybeen suboptimal imanydeveloping countries and especially in South Asia. Pakistan

is no exception. Weaknesses in teacher deplowamananifestd in the form of ruratirban

disparities, differences in clsige §TR$ and the shortage of female teachers in regions where
theyplayanespeci ally i mportant r o ktrigcal ifont hgi rllastdt eer
improved learning. The allocation to posts after recruitment may also be an important factor
affecting teacher attendance and motivation. If teachers are allocated to schools distant from
their place of residence,itHikelihoodof attending school will be much lower than if they are

allocated to a post neatheir place of residence.

To counter this, as discussed above, the current recruitment policy hires teachers from within the
tehsil a school is located in. However, al tahers a large area and postings may still not be
from within the village the school is locatedAithough ecruitment policies prior to 2011
allocated 10 extra marks to teachers belonging to the same village as, tiessehsdubject

to politial manipulation and nepotisimansfers were also disallowederthe contract terms

of the pre2011 policiesreaing discontent among teachers and vacancies in schools as teachers
resigned from their posts and reappliesctmolsnearerto their placeof residence. Although

the current recruitment policy deals with the issue by alteachgrs ttransfer aftethey have
compleedthree years dheirtenure, it does not address the issue of teachers being allocated to
posts far away from their pladfaesidence. This is problematic especially in rural areas and for

female teachers and can lead to high absenteeismmastd/dgon among teachers.

In April 2013 a new transfer policy was introduced whdsstmhers can only bansfered (i)

on thebasis oimerit along(ii) oncetheyhave completed three yeaaat their current post and

(i) against vacant seats. These transfers will be based on the academic performance of the
teachersd student s, gauged t hr beothdy currdnty P EC
serve in aremote area (20 marks), seniority (10 mankgital statug15 marks) and
compassionate grounfsr instanceif a female candidate is widowed or divorced or if a
candidate suffers from a disalilifihe policy also givesthe head teachéhe authority to
recommend teachers for transfers out of their schools basedl oa thepezforrbasic@. This
devolution of power to head teachers and perforrliaseel transfer criteria attempts to

increase the accountability of teached reduce the number of politically motivated transfers.
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However this will only happenif the policy is implemented effectively, which remains to be

seen.

Ineffective deployment alsffectsSTRsand creates disparities among schools in terms of the
number and types of teachers available. According to the current recpatimgiite EDO
(education) and DMO jointly identify schools for teacher allocation and advertise for
recruitment. Generallgcience,matrematicsand English teacheese given enf@msisand
preference is given to schools lackiegeteachers. The allotment is also conditiom each

school achievingheSTR of 1:40. Once candidates have been shortlisted from within a tehsil,
they are placel in the selected schools omerit inter se. Candidatesmay express their
preferenceduring the induction training and if there is a dispute over a post, thensstiior

terms ofmerit is givempriority.

Box 15: Allocation of posts (2011)

Overall allocation of posts done on the basis of a@hiing a 1: 40 STR in each school

ESTs (Science and Math) will be given to Primary Schools or Primary Portior
enrolment is at least 140 or above in descending order of enrolment in the c
—  tehsil. No orimarv Sobl will be aiven two or more posts of EE¥sience and Maths)

Only the Elementary Schools selected for the establishment of computer labs will
one post of SESE (Science) and SESE (Math) and they will also teach the subject
Computer Studies

In Secondary Schools, preference will be given to those schools in the given tehsi
no Physicdlath or ChemistrBiology Teacher is available. Posts either SSHE &ty
or SSE (Chfsio) will be given in descending order of enrolment of ssiedeats int®
[ and 10 class.

SSE (Computer Science) will be provided to those High/Higher Secondary schools
computer labs have been established but no SSE (Computer Science Teachers) ¢
[ available there.

SSE (English) will be provided orasgib of enrolment off@nd 1@ Class in descending
order in schools of the given tehsil where no SSE (English) is available.

Selected candidates will be placed according to the intee merit in each tehsil of the
respective category of post

Source: Punjab Government Recruitment Policy 2011, dated LdhooRér, 2011
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Although the procedure for deploymeéescribe@boveassumethat all schools in a tehsil have

an STR of 1:40, this is not the case. STRs across sauly widelyesulting in a number

of oneteacher schools and migjtade teaching. In 2QEppoximately 36% of schoolsin

Punjab were found to engage nmiltigrade teachingvhich suggests ineffective teacher
allocation. Teacher allocation is also influenced greatly by political economy factors. Politically
affiliated teachermay be able to ddih desirable postsreatinga surplusin certain areasnd

shortages elsewhere. Further, if any teacher $eaviegafter the 19@ay training period,

hiring is notresumedill the next recruitment cycle. Thisocreates vacancies and leads to

teaber shortages in certain schools.

To counter these issues of teacher shortagethesklewed distribution of teachers across
schoolsthe Government dPunjab introduced three teacher ratigatadn policies in the past
decade: in 2005, 2008 amoist reentlyin 2010. Thie aim was to create an STR of 1:40 in all
schools and addrei®e issues of mulgrade teaching and em@acher schools. In order to
achieve this, a twmonged approach was adoptedmprisingschool mergers anthe
rationakation ofteachers. Under the school merger policy, schiblsery low STRs and
enrolment overall were merged to form one school. The surplus staff resulting from this merger
was to be shifted to other schools on the basis of achieviS8dRa of 40:1. Teacher
raiionalsation focused on shifting surplus staff to schools deficient in staff and addressing
complaints regardirggaff shortage These policiethusattempted to fill the vacancies created

by teachers either opting out during the initial induction merredigning in order to reapply

to other post This waslsodone to ensure that every teacher had a reasonable worktoad and

curtailmultigrade teaching.

The eidence, however, points towards barrignat have constrained theeffective
implementatin of these rationgdtion policiesthe problems in implementatibavepersistd

with the 2010 rationsdition policy. The main reasthiat these policies were not implemented
properly was the lack of buyfrom teachers and teach@nions. Accordintp a study by the
Society for the Advancement of Education (2012), teachers and t@aicimsrwere not taken
into confidence when the 2010 ratieabn policywas being devised. As a result, ditbyot
agree with jtwhich led tcmon-compliance. tther, the DPI alsopposedhe rationasation
policy and did not comply with its tendibe &idence also suggests that some politically

affiliated teachers managed to thedprders given under the policy and retained their posts.
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Apart from issuesniimplementation, there are a number of other concerns regarding the
rationakation policy. For instance, in the aftermath of ratatiali, teachers were reappointed

to different students in the middle of the academicwigiah meant that t u d eogress Wwas p

not monitored by the same teacher over the year, negatively affeictiegrning outconse
Moreover, when reallocating teachers across schools, thehg®fjed to account for
problems of distance and mobility faced by female teddiesissue of distanaanresult in

either increased teacher absenteeism or teachers resigning from their posts, creating vacancies
that cannot be filled till the next recruitment cycle. Thus, ratherebalvingthe issue of
vacant posts, ¢hpolicy mg in facthavecreatd more of such vacancies. Lastly, the policy
focuses on maintainiradl:40 STR but does not account for rgskide teaching. For instance,

if a schoolcomprises 4@tudentsdivided amonglifferent gradeghen one teachewill not

suffice since it woulkad to multgrade teaching.

Although on papenll thesepolicies haveecommendeeffective deployment strategies for
teacherghis has not translatadto action for whichflawed implementation and nepotism are
primarily respondié One way to tackle this issue is to involve teachers andsté&ihies in

the design and development of allocation policies. Further, when gatoachers across
schoolsthedistance to schoélespecially for female teact@erneeds to be ke in mind. This

will ensure better compliance and more effective implementation.
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Figurel4: Policy Gapsin Deployment

Transfers Teacher Rationalisation

AThereis no consistenpolicyon transfersTransfersre

frequentlybannedthrough notificationsissuedby the Ain the aftermathof rationalisationteacherswere

governmentFor examplea recentnotificationissued reappointedo different studentsin the middle of

by the Punjabgovernmenhasbannedransferdill the theacademigearAsaresults t u dagressvas

endof the PEC examgMay2013. This inconsistency not monitoredby the sameteacherover the year,

createsuncertaintyamong teachersand should be negativelgffectingearningputcomes

avoided

) » ATeachersind teacherstinionsneedto be takeninto

AAnecdotalevidencesuggestshat politicallyconnected confidencavhendevisingationalisatiopolicies This

teachersnanageo gettransferredo theirdesiregosts will ensure better complianceand more effective

before completing the minimum years of service implementation

requiredin their assignedoosts This suggestghat

transferavenot beencompletelydepoliticised AThe policyfailsto accountor problemsof distance

and mobility facedby femaleswvhen allotting posts
to teachers

1.2.5Conclusion

This section has angdg some of the major policy changes in the areagwtment, retention

and deployment in the Punjab, Pakiatadhow they affect teacher motivatiand indicated

some of the policy gaps that remain unaddressed. Despite the numerous policies and reforms
that have been introduced in frevinceover thepast decade, nepotism in the recruitraedt
deployment procesmadequateeacher motivation arttie lack of goodquality teaching in

schools still plaque the public education system in Pakistan. One reason for this is that a number
of policy changes v®come into effecin a short periodbut without any proper evaluation

having been carried oudence, policies adéscardedr changed before thempactcan be
gaugedThis implies that some good polices beagscindedToo many policy changes and

little or no persistence in policygplementatioralso adversely affect teacher motivation and
therefore,teaching quality. For instance, the sudden shift to English as the medium of
instruction in schosld without propely training current teacheérshow to deal with the new
curriculumd has led to loweguality teaching as teachers themselvesibicfudly grasgdthe

curriculum they have to teach.

In terms of recruitment, an important question that arises is whether it is even possible to
identify andrecruit motivated individuals as teachers. Can providing incenstaaathe
motivation of these teach®What sor$ of incentives are needexldo this? Bonus schemes

and teacher incentives based on studlexdsination results may lead to rotenilegrand
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teaching to the test. This needs to be kept in mind when designing any incentivEipaltkage.
can teachers be lookedtabugha labour market lens at all? In ordeertsurethe effective
recruitment, retention and deployment of teaclhese guestions need to be carefully debated
and reflected on. The public education system geedsjuality teachers and the sooner
Pakistan getherecruitmentretention and deployment of teachers rigbtsooner the public

education system will inope.
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2 Data Analysis

2.1 Introduction

The supremacy of teachers in the delivehygbfquality education iadisputable. However,
many developing countries are challenged in the equitable, efficient and effective delivery of
teaching seiceswhich undermines tlieachievement of this goal. The Government of Punjab
has undertaken significant referm teachemrecruitment, retention and deployment, placing
strong emphasis on teacher resources. Effective recruitment and posting lstlategisure

the equitable distribution of teachers whereas adequate depétipmstiite efficient delivery

of teaching servicesnd welldesigned retention policies are aimed at achieving teacher
effectiveness. Keeping this in view, ¢the v e r n pokcy tefdorsns have ranged from
increasinghe sheer numbeof teacherso meet rising student needs to implemgmiew in

service training programes and hiring teachers on fixedn contracts or using mesased

hiring to improve the recruitment procésseChapter 1.2 for a discussion major policy

reforms over the past decade).

Concurrent with these statgle programmes arewider developmenteathave the potential to

(directly or indirectlgffectteachersvith resulting educational outcorfsmillions of children

in Pakistan. One of the best examples of this is the Right to Free and Compulsory Education
Act 2012which calls for making aBE5-yearold children residing in different parts of Pakistan
legallyeligible for free and compulsagucation. Whelthe act is still in varied phases of
development in the different constitutional regions of the c@uhpyomulgated, it has the
potential to affect tens of millions of children adPassstanHowever, the teaching resources
needed d translate policy into practice need to be carefully considered ateledtate
governments need to ensure that effective policies are adopted that buttress these efforts to

improve educational access and quality rather than hinder or block development.

The Government of Punjabds policy efforts tc
having been successful. This belief stems from several key milestones and outcomes that have
been achieveaverthe last few decades. For example, consideragtegs has been made in

the universation of basic educatiéor children. The gross enrolment rate at the primary level

has risen from 95% in 2004/05 to 98% in 2012, with the gender gap in enrolment decreasing by

2|n Punjab, asfd July 2013, the official websitetp://rtepakistan.org/legislation/punjab/claims that

legislatonontheOi A& OdzZNNBy if & LISy RA Y 3 dab/EduéafioNRomyhidsiolittas 4 KS 656
finalized a draftRight to Educatiofbill and presented it to the Punjab government for approval. Meanwhile

the Pakistan Muslim Leagt@ has presented its own Bill to the Cabinet yet to be considéried.civil society

is trying to make these bills open to debate so that all the shortcomings can be addies$&€n
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four percentage pointsThe percentagef students completing primary school has also
increased from 67.1% in 2004/05 to 80% in .281rides have been made in data collection and
monitoring systems. Howevattempts tgorovide a goodquality education to those entering
the education systdmave met witless resounding success.

The Annual Status of Education Report (ASER) from various years laments the lack of basic
learning among rural children across the country and Punjab is no excep&an fandsl

better than other partsofthecoir y, t hi s achi ev e migendomparadd vant ¢
to an incredibly low level of national achieverdeas not really amount to much. The role of

the teacher in achieving these challenges is paramquwitl@indthis context, the relevant
evalation question pertains to whether major policy changes have led to teacher services being
delivered in an effective, efficient and equitable manner over the past few years. An answer to
this question can highlight progress made as well as focus attetii@gochallenges that remain

to be addressed and the role of the teachers in overcoming them.

The analysis in this report uses various data sonctgding datdrom the EMIS(200912)

andthe Teachers Survey (2006) and richer data from househogld sucteas the Research
Consortium on Educational Outcomes and PoyREZOUB of 2006 and SchoolTELLS data

from 2011. The graphs, charts and tables are appropriately labelled to explain which data have

been used. Key features of the data are descrided?ia below.

Box 2.1: Data Sources

EMIS School Survey

The EMIS School Survey is an annual survey conducted by theltPMad. initiated in
2002/03 under the ambit of the PESRP and covers all government schools in the Pynjab. The
data iscollectedhrough interviews witechoolhead teachers abdsed on thebservations af
field staffit includes schodével variables such as the school level, gender, number of teachers
employed (by class and post), school facilities (availability of librariegri¢sbaad
playgrounds as well as provision of basic facilities such as electricity, drinking water and toilets),
number of classrooms and school enrolment. The survey was further enriched in 2007/08 to

include more detailed information on schooltegcimtsidng variables measurinteir

gualifications, professional degreeseiwuice training and demograghidhis detailed data on

3 Pakistan Social and Living Standards Measurement Sur@W((various issues)
4PSLM (2004/0%5Punjab Development Statistics (2011)
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teachers is used in this report to aadlye changes in composition of the teaching e
use data from 20082.

Teachers Survey: Personal Information Management System (2006)

As part of the EMIS survey in 200& PMIU alsocollected extensive data on schooltead
headmasters and headmistresses in Punjab at all school levels. The details were ve

AEO and DEO of the respective district to ensure that the information coles$edrrect

(1%}

hers,
rified by the

and upto date. The teachers were asked to give dét#isirodemographic characteristics,

gualifications and grades, traingegvice detaiBndprevious posténcluding institibn name

and duration afervicghere) Weuse data from the 2006 round of the Teachers Survey.
RECOUP (200®07)

The RECOUP household survey was conducted in Pakistan between Novembed
March 20071t was administered to194 urba and rural householdbat were selecte
randomly through stratified sampling froime districts in two provincégsPunjab and Khybe
Pakhtunkhwa (KP). The RECOUP survey collected basic demographic, anthro
education and labour market statusrimédion on all resident household members in
sampled households (more th@0@ individualspetailed individudével questionnaires we
administered only to those aged between 15 and 60 years. &Eomaddvidualevel
guestionnaires were thuslf | e d . Tests were also admiim
literacy, numeracy, health knowledge and English. For literacy and numeracy twd

instruments were uséx capturing b aosridce r 6 s k iolrlds ran d ko H il g

In our analysiswe have usetthe scoredor thed s hor t l'iteracy t e;j
each consisting diive questions. Individuals also coded their occupation status

distinguishsbetween teachers and nonteaclaadprovided information owhether theyad
graduateavithad Fi r st &, 0 Slieigion intded Matriculatiorl, RSc,rB8c) and higt

level exams. These aspects of the data are used in parts of the analysis in this report.
ShoolTELLS Pakistan (2011)

The SchoolTELLS Paken survey was undertaken in Aptdy 2011 with World Bank fundi
and with the collaboration ofdarae-Taleermo-Aagahi (Centre for Education anc
ConsciousneysThe survey covered three dist@dtaisalabad, MianwatidRahinyar Khand
in Punjab. Theroject covere@0villages in each distribivo schools were selected from €
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village, comprising a total sample of 120 schools. The main purpose of this stuclytava
reliable irdepth data to comprehensively understand the relationship stwean learnin
I t hat dtr e asn

andability, classroom environment and school environment.

evel s and factors i nf & u ecnhcie

Student tests were used to deterngaening levelfor studentsin classes 3 and ®hile
studes @ bi | ity I Q us i Btgdendt

background information was collected using a questiofieairstudentfrom class 3 anen

or was tested
from class %from each schoptook the tests and questionnairea ¢ h karrsng levels we

measured using a tdsatwas designed testthree main competenciéiseirunderstanding g

the subjectatterin the primary curriculum, their ability to spot stugl@mistakes and theli

ability to explain content effegty. (Unknown tothe two groups their tests included sorn
commonmathematics and languageestion$ Additional background information was @
collected orareassuch as experience, education, affiligbiolitical economy issues (such
union membeship) and measures of effort (tispenton task, abseteeismetc.).The survey
gatheredich informationon more than ,500 students and more than 300 teachers acrg

120 schools in Punjab.

We discuss some of the key finditngg emerg from thesedatasourcesand their possibl
policy implications. One cavéanote is that these data are not representative of Pakist
whole and the findings from this research are meant to be informative. On a more pos
some of the findings reportdughlight critical issues in education in afesshave bee
sampled for the first time and provide food for thought to policy makers, researd

academics alike.
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The rich analysis conducted using several datasets highlights some interegsngdfindin

analysis shows that the recruitment of teachers, both male andhésrepanded over t
years 19@2000, peaking ithe 1980s and 1990s. With the change in policy on recrui

there was a rapid expansion in the hiring of contract teattte2000s. Teacher numbers h

he
tment,

ave

further trended upwards over the past five yearso(Z)0&ith the proportion of female

teachers increasing over time. However, a look at STRs over time and across di

stricts and

regiors does not paint a similar rosy pietaf the teacher labour market. Although overall STRs

can be seen to be decreasing over time, they remain high in rural areas and for primary schools.

Further, intedistrict variatiosin STRs suggegtw inefficient allocation of teachers with some

disticts facing severe teacher shortages while otresas faxcess supply, especially in pri
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schools. Weak deployment is further evidenced in the extent graddtieaching and the
proportion of ondeacher schools across districts, especialhglimmeas. This suggestst, a

flaw in the allocation of posts across districts and segianitial recruitment andecond, a

failure of the rationadition policies in adjusting teachers across schools to ameliorate the

problem of inefficient depyment.

The tends irnteacherecruitment show that, in concurrence with policy chéregdsaveaied

the bar in termef qualification requirements for entering the sector, more teatheafirst

or second division grade at the highest degréeatlevgeing hired. The pool of teachers is also
improving in terms of preervice and igervice trainingcquired This is in keeping with the

higher professional qualification requirements for teachers and the development of the CPD
framework for irsernice training. However, two caveats rem@inthere are still a high
proportion of teachers, especially in primary s¢huaithsa PTCor CT and a mechanism is
required to filter th out of the system or improve their qualificati@ijsrural areas and

female teachers remain disadvantaged in terms of accessertocen training. Higher
gualifications do not necasl/ imply greater efforb n a t e a c aresultarst befiea r t or
teaching quality. For teaching quality to improve, teachers needntiiViaged through

effective incentive structures and accountability mechanisms.

Two main factorthat motivatdeachers are salaries and promotions. The analysis indicates that

t eac her s $arepot ppasemtifinkednto performancevhich underminethe incentive
structure once tlydhave been inducted into the teaching profession. However, as per the policy,
teachers with higher qualifications are rewarded in the form of promibtom@swith
doctoratea n d M aegteetakdtise lead in the axage number of promotiormvarded

over their respective teaching tenbuether, whilehere have been periodical salary revisions
over the past decadthe increments are not linked with teaclierformance, again
underminingheir incentivesFinally political interference in teacher recruitment, retention and
deployment remains rife and leads not only to inefficient deployment, as mentioned above, but
alsoexacerbates the problem of weak accountability. Flawed policy design and implementation
combinedwith political interference apotentiallysome of the main reasdos demotivated

teachers, resulting in poor learning outcomes.

This chapteris structured as followSection22 discusses the extent to which changes in
recruitment policies hawdlto an equitable distribution of teacher services in Punjab and an
improvement in the quality of the teaching fahefocusespeciallpn the composition of the

teacher labour market (numbers, age, gender and academicSadiib@R.3 discusses ¢h
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impact of major reforms in retention policies on teacher effectiveness by analysing teacher
competence, training levels, salaries and accountability concerns especially with respect to the
political economy of education systems within which teachersSeaotikn24 focuses on

efficiency concerns such as teacher management and deployment a2d Seciturdes with

a discussion of the main issues arising from this analysis.

2.2 Teacher Recruitment: Trends in Numbers, Gender Composition and
Quialifications in the Teacher Labour Market

This section investigates the link between the main changes in recruitryemdpoéoads in

the key characteristics of the teacher labour market in the Punjab. A discussion of this is helpful
from a future planning Epective for effective teacher recruitment through policies aimed at
balancing teacher numbers, their experience and gender across different regions of the province.
Various datasets (discussed above) have been used to examine teacher numberghehanges in
gender composition of the teaching fawedtrendsint e a c quaificatidns and contractual

status over the past few years.

One of the key policy goals pursued by the Punjab government has been to ensure universal
enrolment. However, one conse@eeof this ambitious policy is thatising student numbers

are not met by commensurate increases in teacher numbers, the quality of education offered may
be severely compromised through poorer learning environments arising as a resgitaofemulti
teaching and high&TRs Table21 depicts absolute teacher numbers over thé120p8riod

and Figure&.1 to 2.2lepict this by school gender and school level over the same period.

Table 2.1 AbsoluteTeacher andStudent Numbers in Punjab, 200811(All School Typeg

Year 2008 2009 2010 2011 2012
Total Number of 30,2021 31,3341 31,4171 31,4322 33,1837
Teachers
Total Number of 10,912,634 10,644,434 10,674,740 10,679,244 10,640,159
Students
Total Number of 62,686 61,724 59,050 60,500 57,426
Schools

Source: EMISata (200812)

It is clear thatwhile absolute teacher numbers have increased ofiee-jlear periodcross

different schooling levels and school types (male and female schools), the number of students
has actuallgleclined as has the total number of schools. Additionally, disaggregating by school
gender and school typeldsa slightly different picture that indicates that teacher numbers are

actually more static fmllow a declining trendompared tavhat aggreted statisticshow This
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is especially apparent from Figu& \#hich shows that teacher numbers in primary schools

have actually declined somewhat ovdividygear period.

Figure2.1A, however, shows that there has been an increasalbsolute nmber of female

teachers hired over tlige-year period. The distribution of female teachers in the teaching

| abour force has been shown to be a signific
and retention in schools (UNESCO, 2®i8ta,2005 and UNESCO, 20@% Hiring a higher

proportion of female teachers is a promising trend as recent reseatbb Pamab indicates

t hat being taught by a female teacher i's e
Aslam and Kingdqr2011).

Figure2.1Billustrates the tresdn teacher recruitment between 186682000 by gender and

shows thathe recruitment of both male and female teachers peaked in the 1980s and 1990s
which corresponds broadly with the policies of rapid educakpaakien that were met by
recruiting large numbers of teacl@easstory common across much of the SoutmAsgion.

Many people maintain that the rapid expansion of schooling across much of South Asia
(Pakistan being no exception) has been achiearedretrmous codtecausé has resulted in

the deterioration of quality in education systems in the region. This, it has been argued, has led to
the recruitment of a huge pool of poorly qualified and untrained individuals. The expansion of
education systeamat the expense gbodquality teachers is problematic becauseititel

training and education is believed to contribute to-geoaldy educatigrwhich in turn, is

known to positively affect student learning.

45



Figure2.1A: Absolute Teacler Numbers, by School Gendef200812)

Absolute Teacher Numbers
By School Gender

2008

2 1590015

1278838

2011

Number of Teachers

S
1663040

I

1378971

@
&

Source: EMIS Data (2008 - 2012)

Source: Teachers Survey (2006)

2009

1659666
1350250

2012

1708934
1519980

Figure2.1B Recruitment Distribution, by Gender and Year of Recruitment
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Figure 2.2 Absolute Teacher Numbersby School Leve(200812)

Absolute Teacher Numbers
By School Level
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Ensuring hat the quality needs of the teaching cadre are effectively met relies on attracting a
reasonable number a@bmpetentindividuals to the teaching professitvhile academic
gualifications do not necessarily reflect ability, it is recognistt fhexsisent entry of less
intellectually capable people is likely to compromise the quality of teaching with resultant
negative implications for student outcomes (World Banlg).2009

The highly acclaimed education systeime Republic of Koreadsedited withattracting some

of the best graduates to the profession eachyeaesearclindicateghat making teachiray

preferred choice of career does not necessarily depend on high salaries but more so on critical
policy choiceshat relak to developing stranprocesses for recruiting and training teachers,
paying competitive salaries relative to other professions and carefully managing the status of the
teaching profession.

The intellectual capability of persons entering the teaching profession is higlly [H&ba

argued thatwith a few exception®nly less able individualsooseteaching jobs. A study by

Cuenca (2®) on training programes inten Latin American countries conclsdeat more

often than not, future teachemme from a pool of secongagraduates with lower entrance

scores than their peers (cited in World B200®, p 4). Lack of data has meant,twile the

same is believed to be true of teachers in South Asia, the view is based more on anecdotal

evidence than on sound data oriecgl analysis.
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Figure2.3usesthe RECOUP datast&ti | | ustrate the O6qualitydo dif
norntteaching wage worketssing various proxies for quality (highest academic qualification,
passi ng,etd)dA large percentageazichers are graduates in science subjects compared

to nonteaching individuals, suggesting a relatively high quality pool of the teaching cadre.
However, a disproportionately lower number of teachers (science graduates) have completed a
Maste@® degreend, even among albsgraduates significantly lower number of teachers have
obtained dirst division @rts andscience) (seeFigure2.4. In generala higher percentage of

teachers tend to compldteeire ducati on as Opri vanoetecacheasndi dat
Private candidates are those sihtheirboard exams after sstlidy rather than based on study

in a regular schoor college, and their results are generally inferior with worrying implications

for teacher quality.

Figure 2.3: How Able are Our Teachers? (RECOUP, 2006)

Intellectual capability of teachers versus ‘non-teacher wage workers’
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However, while the above graph provides a snapshotaaitieine of the pool of teaching

versus noiteaching candidates, FigArédepicts the trend over time in the teaching cadre. It
shows that there has beetaesady i ncrease i n t heethoserwhang of
haveobtained dirst division (from about 3.5% in the 1886970 period to almost 20% during
200®10). However, a vast majority of the teaching cadre constitutes candidates who have not
fared very well in their own examinatiamdicating that the teaching profession in Punjab
continues to draw less able individuals with implications for their own effectiveness in imparting

meaningful learning.
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Overthe past decadthe Punjab Governmehts focused on qualificatidressed recruitment

policies, raising the minimum academic requirefoeriéachers (segection 1.2 for further

detail s) . Within this context, there has be
teaching cadre.

Figure.PAto26Cvar i ously depict the exthasincreasedd whi c
through strides made in improving the qualifications of teachers. There is a substantial increase
in teachers withostgraduatgqualifications or higher (froB%% in 2008 to about 39% in 2012)

and a noteworthy decline in teachers with allgitriculationcertificateover the same period
(Figure25A). Going forward, poliesmay need to address the somewhat stagnant 28% or so of
teachers who merely haae ntermediate qualification (gradeotZA/FSq. It is also clear

from Figure2 5B and2.5Cthat these averages mask considerable variation across school levels
and districts. Figu&5B for instanceshowsthat in 2012 over 60% of the teachers in priynar

schools had acquired either 10 or 12 years of schoolingu{detrior FA/FSc) and a very

small percentage of teachers were highly qualified.sdmé of the wetjualified teachers

teach irhighersecondangchools, primary schooling forms the fbation stage of learning and

there is a need fgoodquality teaching to be focused at this level to ensure meaningful learning.
Policy may, therefore, need to advocate improved qualifications of teachers at the primary
education level. Similarly, FigarBC shows a wide variation in teash@ualifications by

district with some districts faring bettean otherst attracting wetjualified individuals to the

teaching profession.
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Figure 2.4 Distribution of Grade Division in Highest DegreeAttained

Distribution of Grade Division in Higher Degree Qualification
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Figure2.5A Academic Qualifications of TeachersverTime
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Figure2.5B Academic Qualificatiors of Teachers by School Level

Figure 2.5C Academic Qualificatiors of Teachers by District

In terms of presenice training, recruitment policies have emsgthshe hiring of better
gualified individuals by raising the minimum professional requirements f@ndESBs from
a PTCor CT to a BEd or BSEd. Figure2.9below shows the trend over time in the didtabu
of professional qualifications. As expedtexl proportion of teachergith a PTCor CT has
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