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MESSAGE

Accomplishing some of the important elements of the vision of
transforming Karnataka into a vibrant knowledge society was quite
challenging. Our journey began in 2008 with comprehending the
knowledge requirements of the chosen twelve sectors and focus areas.
In the last four and half years, our Commission has made
89 recommendations, undertaken 11 projects, commissioned 10 research
studies, conducted about 1000 meetings, initiated 3 flagship programs
and reached approximately 30000 stakeholders.
This report gives a glimpse of the work of the Aayoga during its four
and half year term. The vast and vibrant stakeholders made significant
contribution in realizing our vision. The participation and involvement of
the Departments in implementing the recommendations helped Aayoga
in the pursuit of its mission.
I thank Honourable Chief Minister, former Chief Ministers,
Honourable Ministers, Chief Secretary, Principal Secretaries and
Secretaries of various Departments of Government of Karnataka for their
kind support, trust and acceptance of Aayoga and recognition of its work.
The journey of the Aayoga has been the journey of the people of
Karnataka towards building a knowledge society. I acknowledge with
gratitude the contribution and efforts of members, experts, stakeholders
and the team at Aayoga.

Dr. K. Kasturirangan
Chairman
Karnataka Jnana Aayoga
(Karnataka Knowledge Commission)
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PREFACE
The vision of building a knowledge society presupposes that a majority of the population is
literate. Taking cognizance of this, KJA identified school education and teacher development
as priority areas. On achieving fair success interms of universal access, enrolment and
retention, the focus of school education in Karnataka is shifting towards providing universal
quality education. This requires a change in how we perceive the teachers and the teaching
as the quality of education is relative to the quality of the teachers. The report on ‘Teacher
Professional Development Policy’ provides a framework to the Government to bring in a
paradigm shift by elevating the teaching work to a profession.
The report is based on the findings of the two research studies-Strengthening and
Empowering State Resource Centres by Tata Institute of Social Sciences and Teacher
Professional Development Policy by Azim Premji Foundation-commissioned by KJA. The
former study aims at capacity building of state education resource centres and the later
proposes a framework to enhance teachers’ capacity building. Upholding the
recommendations of these research studies, the Mission Groups advocates for certain
policy recommendations for State’s intervention.
I express my sincerest thanks to the Honourable Minister for Primary and Secondary
Education, Sri Vishweshwara Hegde Kageri for his constant support and guidance. I also
thank Sri Kumar Naik, Secretary of Department of Primary and Secondary Education for his
kind collaboration and invaluable suggestions. I am equally thankful to Prof. C. Sheshadri,
Chairman of the Working Group on Literacy and School Education. My deepest gratitude to
Dr. Gururaj Karjagi, Chairman and Dr. Padma Sarangapani, Co-Chairperson of the Mission
Group on Teacher Development for their invaluable contribution. I extend my gratitude to
all the Members of the Mission Group on Teacher Development for their participation.
My special thanks goes to the Commissioner for Public Instructions, the Director, DSERT and
to the Director, RMSA.
I also thank Dr. Parasuraman, Director, Tata Institute of Social Sciences and Sri Dileep
Ranjekar, CEO of Azim Premji Foundation for collaborating with us for the research studies.
My words of appreciation go to Mr. Gopal Midha of TISS, Smt. Indu Prasad, Mr. Manjunatha
and Mr. Karthik of APF. My thanks are also due to Dr. Padmavathi. B.S., Convenor of the
Mission Group for having facilitated the conduct of the studies and to Dr. Nalini Desikan for
writing this report.
I thank the stakeholders, domain experts, admin stuff at KJA and all others for their support.

Prof. M.K. Sridhar, Ph.D.
Member Secretary and Executive Director
Karnataka Jnana Aayoga
Government of Karnataka
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FOREWORD
Over the past 20 years, serious and committed teachers all over the world have developed,
evolved and grown; they have increased, shed-skin and reincarnated themselves as teachers
each year, every term and every other day, in some cases.
They would not be good teachers today if they had not reflected on their practice; remained
open to critique and simply wanted to do better. Ultimately, what attracts the teachers to
the profession is their innate disposition to impart knowledge, inspire and to continue to
learn for ourselves.
However, this is not the case for all the teachers. Teachers, young and old, new and
established should be given the time to develop; to share and to train in order to meet the
needs of an evolving audience. This should not be left to those joining the profession, or
those 'on a course' or on some sort of 'leadership pathway'. Training and good quality
development should be available to all. They always should have something new to learn,
something else to share with others or another strategy or resource to create, disseminate
and evaluate. This is the true nature of the profession -disseminating, learning and
reflecting. They should all be given the time to learn frequently and in a robust, supportive
and challenging manner that provides regular development that leads somewhere useful for
the individual.
At the moment, I do not think this exists for every teacher. This has to be provided for the
sake of our children who have no reason to get an inferior instruction. There has to be a
built in mechanism to ensure that a proper system for teacher development is put in place.
It is gratifying that Knowledge Commission of Karnataka has taken up this task of making
Policy guidelines on Teacher Professional Development.
It has been my good fortune to have been asked to Chair the Mission Group on Teacher
Development. The report in hand is the result of the collective wisdom of all the members of
the Mission Group and also the members of the sub-committee. I am personally grateful to
each one of them for their unstinted support and guidance in making these guidelines.
I must place on record the contributions made by Azim Premji Foundation (APF) and the
Tata Institute of Social Sciences (TISS) whose reports to the Knowledge Commission have
been guiding lights for the preparation of this report. I should gratefully acknowledge the
willing Co-operation given my colleagues at the unique teacher training institute – Academy
for Creative Teaching, Bangalore, in general and Dr. Nalini Desikan and Ms.Ashwini in
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particular. Dr. Nalini Desikan’s contribution for the realisation of this report is truly
outstanding.
I am grateful to our beloved Chairman of the Knowledge Commission, Dr. Kasturirangan for
his ever stimulating leadership, untiring efforts of the Member Secretary Dr. M.K.Sridhar
and ever smiling tenacious researchers Dr. B.S.Padmavathi and Smt. Jayashree.
I sincerely hope that the Government would find the report useful and implementable. If
that happens by some degree, it would be a suitable reward for the efforts of the
Knowledge Commission.

Prof. Padma Sarangapani
Co-Chairman
Mission Group on
Teacher Development
Karnataka Jnana Aayoga

Dr. Gururaj Karajagi
Chairman
Mission Group on Teacher Development
Karnataka Jnana Aayoga
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KARNATAKA TEACHER PROFESSIONAL
DEVELOPMENT POLICY
Context
policymakers struggle to determine what kinds of interventions make the greatest
“Asdifference
in student learning, a growing body of research is confirming what common
sense has long contended:
The smartest investment is to ensure high-quality teaching. But what is high-quality
teaching for today’s classrooms? And what does it take to get it? Many researchers point out that
“we know what works,” but the “we” has generally been confined to those engaged in the
professional discourse. Among those left out are the very people who most need best-practice
knowledge: classroom teachers.
While good teacher preparation programs do exist, there has been no systematic way to
ensure that all teachers acquire and continue to develop the knowledge and skills they need. That
reality disadvantages teachers and students alike, seriously impeding progress toward
achievement of goals. The solution lies in a transformation — and extension — of teacher
preparation and development.
What’s needed is a standards-based reform of teaching, analogous to standards-based
reform of schooling. State must enact a system of teacher development anchored in agreed-upon
expectations for what teachers should know and be able to do. Equally important, that system
must encompass the entire teaching continuum, from recruitment through preparation,
certification, induction, and the rest of a teacher’s career” (McRobbie, 2000).
The National Curriculum Framework for Teacher Education (NCFTE) 2009 reiterates the
critical role of teachers: “The importance of competent teachers to the nation’s school system can
in no way be overemphasized. It is well known that the quality and extent of learner achievement
are determined primarily by teacher competence, sensitivity and teacher motivation. It is
common knowledge too that the academic and professional standards of teachers constitute a
critical component of the essential learning conditions for achieving the educational goals.”
Alongside with quality teachers is also the need to focus on the education resource
centres that provide academic leadership to the state, connect the vision of the centre to that of
the state (and the district) and support the school in tangible and concrete ways. The Right of
Children to Free and Compulsory Education Act (RTE), 2009 reasserts the commitment of the
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state for universalizing school education for which the contribution of all these institutions to
provide comprehensive school support is recognised to be central.
In alignment with all the above views this report on teacher development adopts a
comprehensive two-prong approach to teacher development that will cover all key stakeholders
through: (i) capacity building of human resource to create quality teachers (through teacher
education), and (ii) institution building (of the education resource centres). It collates and builds
upon two reports submitted to the Mission Group on Teacher Development - Towards Karnataka
Teacher Professional Development Policy by APF which emphasises on capacity building of
teachers and Strengthening and Empowering of State Education Resource Centres by TISS
which focuses on capacity building of resource institutions. This report highlights areas that
need to be reinforced and proposes strategies to revamp teacher development through both focus
areas with recommendations in line with the vision of the NCFTE 2009. It also offers options to
the challenges indicated in the Right to Education Act and addresses needs that would arise out
of implementation of Rashtriya Madhyamik Shiksha Mission (RMSA).
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CURRENT SCENARIO IN KARNATAKA
(i) Teacher Education:
There are several challenges in teacher education in Karnataka today which include regulatory
issues, academic issues and issues related to policy and implementation.
Many teacher education institutions were given permission to start after 2003 both at the
elementary and secondary levels when there was perhaps no actual need for that many. Quality at
these newly-established institutions is, therefore, open to serious question.
In terms of numbers, the scenario today is:
Institution type

D.Ed. Colleges

B.Ed. Colleges

DIET/ PST/CTE/Government

40

7

Aided

40

46

Private or unaided

625

380

705 (297 colleges have closed)

433

Total
Source- APF Report

Government +
Aided + Unaided
Institutions

Number of
Schools

Number of
Teachers

If we consider 5%
retirement rate per year
teachers requirement is

Lower Primary

26,302

64,450

3,222

Higher Primary

33,126

2,50,309

12,515

High Schools

13,447

1,33,742

6,687

Total

72,875

4,48,501

22,424

Source - APF Report
There are very few institutions offering the M.Ed. program and none in the state offering
a Masters in Elementary Education. Teacher education faculty, after completing B.Ed. and M Ed.
programs pertaining to secondary education, become teacher educators in elementary teacher
education institutions with no experience of teaching in elementary schools. This affects quality
in every way.
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In 2010, 19,014 students and in 2011, 17,290 students completed the D.Ed. course but
Government recruited only 4,864. The situation with B.Ed. colleges was similar with
Government recruitment happening only once every few years.
Student teachers often have to work in challenging circumstances which they are
completely unprepared for - remote rural schools, first generation learners, large number of
children with special needs, majority of children belonging to disadvantaged communities, a
variety of departmental programs aimed at enhancing enrolment and participation and a
multi-cultural and multi-lingual environment which baffles them. These teachers also have to
deal with multi-grade and multi-level situations every day in their classrooms for which they
have been least prepared. Practice teaching has turned out to be a ritual rather than real hands-on
experience.
The quality of candidates who are enrolled for teacher education programs, the academic
support provided to both pre-service and in-service teachers leaves much to be desired due to
poor inputs, lack of resources and a series of professional constraints. The faculty of teacher
education institutes is mostly isolated from the national and international community of
researchers and educators. Avenues for the professional development of practicing teachers and
teacher educators are few and the opportunities for them to enhance their pedagogical and
content knowledge are limited. The majority of those who enrol for teacher education programs
are not driven by a passion to teach; rather they enter the profession for reasons of convenience
of time, holidays and a lack of high expectations at workplace or they choose the teacher
education programme because of constraints in getting better jobs. Pre-service teacher
preparation builds very little perspective or capability – teaching has become mostly
uninteresting and routinized, leading to poor classroom processes and little learning. Teacher
development and support requirements of in-service teachers are only partially met. As indicated
in many studies on this subject, teachers do not see benefit in most of the in-service training
programs, the major lacuna being the lack of a proper need analysis, poor content and resource
material quality and poor transaction.
The lack of a strong academic cadre, one-size fits all centralized approach to in-service
teacher development and very little granular information on teacher needs has led to professional
development programs for teachers becoming a ritual
(ii) Education Resource Centers
In Karnataka, the State Resource Centers include the Department of State Education Research
and Training (DSERT), District Institutes of Education and Training (DIETs), Colleges for
Teacher Education (CTE), and Institute for Advanced Studies in Education (IASE) and State
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Institute of School Leadership Education Planning and Management (SISLEPM). At present,
there are thirty DIETs, six Government CTEs and two Private aided CTEs, one IASE and one
DSERT which form the educational resource institutions for the school and teacher education
system in Karnataka.
These institutions perform a variety of functions linked to school improvement, such as
providing teacher education programs, educational planning and administration at the district
level, running resource centers and conducting research activities including action research.
Though these centres were envisioned to provide systemic and systematic support to schools and
teachers but these institutions are not performing at their optimum levels. Strengthening and
empowering these resource centers in the state is essential to improve the quality of school
education and teacher development in Karnataka. Areas that need to be worked upon in each
resource center along with causal factors are shown in the table below:
Resource
Centre
1. DIET

Key Gaps

Key Causal Factors

1. Training Needs Analysis is highly • Inadequate inter-linkages with
person-dependent and unsystematic.
the University and IASE
2. Inadequate evaluation, follow-up and • Limited exposure of faculty to
support on classroom processes as well
different research paradigms
as learning outcomes after training
and methodology.
secondary school teachers.
3. Mismatch in the schedule of in-service • Absence of a Training
training programmes planned and the
Management System
school calendar.
4. Absence of a database of high school • Shortage of faculty with
teachers in the district and the trainings
specific subject competence,
they have received: same teacher
especially
Science
and
receiving multiple trainings.
Mathematics.
5. Development of very few context • Existence of an organization
specific secondary school teachers’
culture that highly regards
handbooks and training modules.
hierarchical lines of control
and where action is extremely
dependent on decision and
directions from ‘above’
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Resource
Centre

Key Gaps

Key Causal Factors

6. Few research studies done on issue • Lack of autonomy and
related to secondary school education.
funding to design and conduct
context-specific
training
programmes.
7. School inspections are not usually • Poor conceptualization of
thought through in DIET work. They are
school visits and inspection.
often looked at as visits to improve
teaching in the classroom. No systematic
follow-up on feedback given.
2. DSERT

1. DSERT largely performs the role of • Most faculty in DSERT
perceive
their
role
as
an administrative authority in the State,
instead of that of an academic leader.
administrative officials for the
Consequently, there is only limited focus
implementation
of
pregiven to monitor and guide the academic
planned
and
prescribed
role being played by DIETs and CTEs
programs, rather than as
at the district-level, throughout the State.
academic leaders who initiate
and
guide
academic
development
in
school
education in the State.
2. There are few mechanisms in • Faculty are not sufficiently
place, neither in the structure nor
ex- posed to new possibilities
processes within DSERT, to directly
and innovations/best practices
understand schooling pro- cesses and
in the field of school
classroom interactions and issues, both
education
and
academic
contextual and otherwise.
development.
This constrains their imagination and
limits
initiative
and
drive/motivation necessary to
take on new challenges.
availability
3. Few instances of DSERT having • Limited
resources and facilities.
undertaken new and innovative projects
linked to development and progress in
school education.
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of

Resource
Centre

Key Gaps

Key Causal Factors

4. Absence of in-house evaluation or • Little administrative support
research studies having been undertaken
is provided to faculty. This
hinders their engagement in
directly by DSERT faculty. DSERT’s role
has largely been limited to, at the most,
academic activities and leaves
organising and managing studies
them with al- most no choice
undertaken by outside agencies
but to spend most of their
valuable time and energy in
administrative and managerial
5.
Inter-linkages
with
other • Existence of an organisation
culture that highly regards
organizations / institutions are largely
hierarchical lines of control
hierarchical,
based
on
reporting
and where action is extremely
structures, or involve flow of data. They
dependent on decision and
are usually not collaborative or initiated
directions from ‘above’.
by the institution towards ensuring more
effective
development
of
school
education in the State. DSERT and CTE
work as per the guidelines and
instructions from DSERT communicated
through circulars.
is
overlap
and
6. Limited initiatives in the field of ICT, • There
clash
in the roles and
leaving the immense potential of ICT, to
responsibilities of DSERT
facilitate advancement in teachingwith those of SSA as well
learning processes, largely unexplored.
as SISLEPM. Many of the
works that were being
performed by DSERT some
time ago such as decision
making in terms of deciding
the course content for inservice programs, teacher
need analysis, and such other
matters are largely handled by
SSA in the recent times.
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Resource
Centre
3.CTE

Key Gaps

Key Causal Factors

1.Informal process of Training Needs • Absence of
a
Training
Analysis make it highly personManagement System
dependent, and therefore unsystematic.
2. Inadequate evaluation, follow-up and • Poor conceptualization of
support post training that is conducted for
school visits and inspection.
secondary school teachers.
3. Mismatch in the Schedule of in service • Inadequate inter-linkages with
training programmes planned and the
the schools, University and
school calendar. This leads to either nonIASE.
availability of teachers for training or
absence of t h e teacher in the classroom
for teaching, due to engagement in
training.
4. Absence of a database of high • Lack of autonomy and
funding to design and
school teachers in the district and the
conduct context- specific
trainings they have received. This many
training programmes.
times, leads to the same teacher receiving
multiple trainings.
5. Development of very few context- •
specific secondary school teachers’
handbooks and training modules.

Shortage o f faculty with
specific subject competence,
especially
Science
and
Mathematics.

6. Very few researches done on issue •
related to secondary school education.

Limited exposure of faculty
to
different
research
paradigms and methodology.

7. School inspections are not considered •
an integral part of CTE work. Further,
they are often looked at as visits to
improve teaching in the classroom.
There is no systematic follow-up on
feedback given.

Existence of an organisation
culture that highly regards
hierarchy- cal lines of
control and where action is
extremely dependent on
decision and directions from
those in the higher chain of
command.
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Resource
Centre
4. IASE

Key Gaps

Key Causal Factors

1. Most of the objectives of IASE are •
not being addressed.
2. Very sporadic preparation (pre- and
in-service training) being provided for •
teacher educators.

3. Poor inter-linkages among IASE,
DIETs, CTEs, DSERT and higher
•
education institutions.
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Inadequate
faculty.

number

of

Lack of expertise and clarity
on vision of the institution
among existing faculty to
perform their roles; No
funding support from MHRD
since 2007.
Lack of an institutional
vision;
narrow
conceptualization of IASE.

FRAMEWORK OF THE STUDY
Each of the following frameworks guides the two focus areas respectively: creating quality
teachers through teacher education and organizational development for the education resource
centers.

(i) Teacher Education to create Quality Teachers:
Teachers are at the heart of our educational system. The success of any effort to improve the
quality of education is centrally dependent upon the teacher. Two key concepts are essential
while considering the critical role of teachers and how to create quality teachers- teachers as
professionals and teacher development as a continuum. Although the term “teacher professional
development” is frequently used for continuous professional development it is viewed in this
document as the body of systematic activities to recruit appropriate candidates and prepare them
for teaching including initial training, induction program, in-service training and continuous
development within institutional/school settings.
Teachers as professionals: There is an urgent need to recognize and establish teaching as a
profession and enable teachers to carry their professional identity with pride. A professional is a
practitioner of a particular profession with a distinguishing mark of mastery of specialized bodies
of knowledge that gives them special rights and privileges. The attitude towards one’s profession
makes a professional – personal action, personal choice, professional competencies, professional
discretionary judgment and professional ethics are the key attributes.
The making of a teacher as a professional begins with the right type of candidate enrolled
for the professional program. Therefore enrolment into a professional programme calls for
selective choice based on certain mindset and skills that throws light on an individual’s
inclination and capabilities required for the profession (Duthilleul, 2005; McRobbie, 2000;
Scheerens, 2010). It is critical to provide student-teachers with a wide exposure to the special
bodies of knowledge, aspects and nuances of the profession in and out of the classroom, and
rigorous training of skills throughout the education programme. Into real-time teaching teachers
need to sustain the right mind set and take pride in what they do as they continue to be bound by
the rigors of practice.
Unfortunately teaching has been a weakly defined profession and teachers do not enjoy
any social or financial status. There are no stringent selection criteria to filter out candidates who
may not be appropriate for teaching.
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The National Curriculum Framework 2005 says that teachers need to be seen as creators
of knowledge and thinking professionals. The need to strengthen the active agency of the
teachers and the need to enhance the professional identity of the school teachers requires reforms
at the level of the policy.
Teacher development is a continuum: Rapid changes experienced within our society, teachers’
long careers and the need to update their skills to adequately meet the new demands placed on
them requires teacher education and teacher professional development to be looked at through a
lens of lifelong learning. The teachers’ initial education is the first step to be followed by
ongoing learning opportunities throughout their careers, rather than seeing it as sufficient to
produce professionals for life.
Teachers need to be exposed to actual classroom teaching throughout their pre-service
program to understand what happens in reality. They also need special support during their early
years of experience to promote their retention and development as effective teachers. As they
progress in their career, teachers need to be current in their understanding of students’ needs,
latest reforms and new professional competencies as well as extend their content knowledge
beyond the scope of classroom teaching. It therefore becomes necessary to clearly link initial
education, induction and professional development under a coherent framework that shows
progression where each of the phases seamlessly moves into the next.
One of the more important ideas articulated in the National Curriculum Framework 2005
and the Right to Education Act is of the school as an inclusive space: a space that extends
beyond the conventional curricular realm of textbooks into the realm of teaching-learning
processes that enables children to participate in their own learning and provides the teacher with
the opportunity to plan transactions according to the pace and context of the learners.
The National Policy on Education 1986 stated: “The status of the teacher reflects the
socio-cultural ethos of the society; it is said that no people can rise above the level of its
teachers.” It also stated that improvement in status and professional competence of teachers is a
cornerstone of educational reconstruction thus making professional development of teachers a
critical aspect of ensuring quality education.
We need a critical mass of teachers who take pride in what they do. The reality is that
teachers as a group are in some measure politically empowered, but remain professionally
disempowered both as a group and as individuals. A logical starting point would be to address
their professional identity, their need for knowledge and skills, and their empowerment as a
community. There is an urgent need to address perspective, capability and motivation of teachers
to facilitate the development of a “professional” cadre of teachers.
12

Quality issues in teacher education are crucially linked to quality issues in teacher
professional development. Hence the framework considers the following five domains that
creates quality teachers through teacher education/professional development programs:
(i) Teacher educators, (ii) choosing the right candidate for the teacher education program,
(iii) pre-service teacher education, (iv) in-service teacher education, and (v) Professional
Standards for teachers, teacher educators and teacher education institutions.

Teacher Education Framework – Five Domains

(ii) Education Resource Centers
A systems approach gives a comprehensive perspective of organizational or institutional
development for change to happen across all levels. Merely changing the structure of any
organization is unlikely to result in real and sustained change. All the units within an
organization must work cohesively to achieve its goals. The educational institutions, within the
education system are parts of a whole, each with distinct objectives that would together meet
education needs. The overlaps among their objectives would be minimal and there would be
clarity across institutions of their roles vis-à-vis other institutions. When the objectives of each of
these organizations are uniquely articulated, and have no overlaps with others’ objectives, the
institution will be able to focus on its core activities which create maximum impact and value for
the system. The structures, systems and activities as well as the people working within each
institution would be focused on the achievement of the objectives. Linkages with other
institutions in the system would be to further its own objectives and contribute to that of the
others.
This framework considers all education resource centers as part of the education system
and each unit or resource center is scrutinized across the six domains of: (i) Vision/Objectives,
13

(ii) Structure, (iii) Systems and activities, (iv) People, (v) Inter-linkages, and (vi) Culture. This
framework helps to highlight interventions to strengthen leadership and performance through a
change in these domains.

Organization Development Framework – Six Domains (Source: TISS Report)

Process
The spirit of the Commission ‘s recommendation is for the evolution of the policy in a
participatory manner that has emerged from a detailed survey of, relevant literature, National and
State policies, perspective plans on teacher education, studies on DIETS, status reports of the
pre-service education in the State, policies and reforms carried out in the other States and
countries.
A. Dimensions Covered in the Study
Five dimensions of teacher professional development were identified.
1. Teacher Educators
A sustained long-term view and focus on the development of teacher educators is critical.
The most important person in the development of professional teachers is the teacher
educator. There has been very little focus on developing quality teacher educators. Few
institutions offer the M.Ed. programme which is the basic qualification to become a
teacher educator – where they do, the quality/usefulness is often open to question.
Avenues for the professional development of teacher educators are few and the
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opportunities for them to enhance their pedagogical and content knowledge are severely
limited.
2. Enrolling the right candidate into the teacher education programme
The environments in which teachers work, and the demands placed upon them by society
are increasingly complex. Recruitment of the right candidates into teacher education
programmes is pivotal. We must search out those who appear to have the vision,
motivation, and disposition to work effectively with children, enrol the right people into
the profession and sustain them rather than having to counsel out either pre-service or
practicing teachers.
3. Pre-Service Teacher Education
No long term change will happen in teacher education unless there is fundamental shift in
the quality of teacher preparation. Pre-service teacher education sets the tone for
professional teaching practice. Most countries with high performing school systems have
made continuous and rigorous investment in pre-service teacher preparation programs. It
is critical to get the right kind of design for teacher preparation programs - this includes
issues of curriculum, duration and institutional quality. Currently, our curriculum and
classroom processes are mostly out-dated and distanced from the reality of the school and
the children it is supposed to serve. The duration of the programs is considered
inadequate given the kind of challenges that universalization, equity and quality demand.
There are also a large number of dysfunctional teacher education institutions in the state
which are largely ‘teaching shops’ – which survive on “absentee students”, where
degrees are available for a price and even the minimum curricular/course requirements
are not met.
4. In-Service Teacher Education
The professional development needs of a teacher who has just started teaching and is
struggling to maintain a semblance of order in her classroom is quite different from an
experienced teacher who has developed a comfort level in managing classroom processes
but needs to advance her subject understanding or learn about innovative pedagogical
approaches.
The concept of induction programmes does not currently exist. Induction programmes
must not be confused with probation period. While transiting from initial teacher training
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to a real classroom teaching teachers in the first and second year of their teaching require
special support to become effective, to grow and to be retained. There is a need to
formalise induction programmes, use qualified mentor teachers, provide sufficient
resources for programmes, and link successful completion to certification..
A system for continuous professional development of in-service requirements of
practicing teachers needs to be tailored keeping in mind the experience and needs of
teachers at different stages of their career. It also needs to offer scope for teachers to pick
and choose programs according to their individual needs. The in-service process today is
largely training-driven. Non-training processes like school-based support, informal
communities of practice etc., are rare. The stress is on communities of practice rather
than learning communities as the former focuses on practice while the latter focuses only
on outcomes. It is essential that teachers have a rich repertoire and understanding of their
own as well as their colleagues’ practice.
5. Professional Standards for teachers, teacher educators and teacher education
institutions
This stems from the conviction that teaching is a profession - like other professions have
a clear body of knowledge and skills which any practitioner is expected to learn, the
teaching profession demands a serious understanding of how children learn,
disciplinary/subject content and pedagogy. The understanding of this body of knowledge
/ skills cannot be left to experience, chance or good intentions. A clear set of professional
standards for teachers and teacher educators would form the basis of pre-service and inservice teacher education.
Re-Certification of teachers and teacher educators is not a practice followed in the current
scenario. As of now a D.Ed or a B.Ed qualification allows a teacher to practice till the
end of one’s teaching career. As per today’s needs, a teacher must be mandated to be
current in practice to optimize students’ learning. Teachers need to develop new
competencies as well as refresh other skills and knowledge. In a few countries teachers
have to get re-certified every five or ten years to promote their development as well as
keep teachers current in their practice. Additionally teachers also require a licence to
practice independently.
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RECOMMENDATIONS
A. Capacity Building of Human Resource
1. Teacher Educators
a. Create a separate cadre for teacher educators to strengthen their professional
status and move towards treating teacher education institutions as institutions of
higher education.
b. Develop a core group of at least 50 outstanding teacher educators in every
district (50 x 34 = 1700) with a focus on North-East Karnataka/backward
districts
c. Ensure a strong continuing professional development focus for all teacher
educators.
d. Facilitate the development of voluntary professional networks of teacher
educators creating “communities of practice”.
e. Encourage research in and off their practice/education.
f. Mandatory re-certification of teacher educators every five years.
2. Choose the right candidate for the teacher education programme
a. Provide adequate information and counselling to prospective students on what
teaching really is and what it entails.
b. Comprehensive assessment procedures to assess candidates’ academic records
and also their interpersonal and communicational skills – essential elements for
an effective teacher.
c. Offer special incentives in the form of scholarships and priority in appointment
to attract the most talented students to the teaching profession.
3. Pre-Service Teacher Education
a. Institute a strong independent regulatory body to monitor the Teacher education
institutions. Close all dysfunctional teacher education institutions where teaching
degrees are ‘bought and sold’.
b. Re-design curriculum of pre-service teacher education programs on the basis of
the NCFTE and the model curriculum designed by NCTE.
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c. Focus on pedagogical content knowledge rather than compartmentalising
pedagogy and content.
d. Revamp the structure and duration of pre-service teacher education programs –
move towards longer duration programs for all levels of teacher education.
e. Maintain, upgrade & strengthen existing teacher education institutions.
f. Develop a range of high-quality materials for student teachers and teacher
educators in Kannada based on the re-designed pre-service curriculum.
g. Initiate and embed components of research and reflection throughout the
programme.
4. In-Service Teacher Education
a. Institute a rigorous needs-based approach across school education
•

Analysis of teacher professional needs must be conducted at district levels and
priorities decided based on that.

•

Offer a balanced option between generic and specific programmes that include
knowledge and skills.

•

Focus must shift to giving teachers the choice of training programmes offered

•

DIETs must offer a calendar of courses in a year for teachers to choose from.

•

In-service faculty must be identified on the basis of a rigorous criteria and seen
on par with professional teacher educators.

•

Mandatory programmes on pedagogical content knowledge will ensure
integrating three components-subject matter mastery, pedagogical knowledge,
and knowledge of the teaching context.

b.

Facilitate the development of voluntary professional networks of teachers as
“communities of practice.”
a. The focus of teacher networks should be on their practice through research.
b. The sphere of enquiry can move gradually from individual to a collective
level.
c. It is essential to share processes and learnings with peer groups aiming to
popularize best practices.

5. Professional Standards
a. Evolve professional standards for teachers, teacher educators and teacher
education institutions. These must be used as a basis for designing pre-service
programmes;
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in-service programmes and assessing the quality of teacher education
institutions. It is important that these professional standards and assessment
measures must be aimed at development and empowerment and not at
punitive measures.
b. Assess all Teacher Education Institutions (government and private) every five
years.
c. Form an independent committee led by DSERT to design and implement the
Teacher Eligibility Test (TET).
d. Institute certification and re-licensing processes for all teachers/teacher
educators. Only those educators that satisfactorily meet the requirements of
re-licensing must be allowed to continue as educators/teachers. More
opportunities may be given for them to strive and meet the eligibility
requirements
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SUGGESTED PROCESSES FOR MAKING
THE RECOMMENDATIONS ‘HAPPEN’
Understanding
the landscape

1. A clear assessment of available institutional capacities for teacher
education at state & district level should form the basis of planning for
teacher resource requirement over the next decade.
2. The State must develop a detailed district-wise database of
information on teachers, teacher educators and teacher education
institutions which is updated every year, including the following:
•
Number of Government & private teacher education (M.Ed.,
B.Ed. & D.Ed.) institutions (district wise)
•
Number of teacher educators required & number available
(district wise)
•
Teacher-Student ratio at teacher education institutions
(district-wise)
•
Qualification/experience of teacher educators (district-wise)
•
Infrastructure requirements of teacher education institutions
(district wise)
•
Library and instructional resources available at teacher education
institutions (district wise)
•
Resource persons who have conducted in-service training
•
Records of teachers’ participation in in-service training
•
Teacher needs matrix to be created and regularly updated based
on the trainings attended

Teacher
Educators

1. A sustained long-term view and focus on the development of teacher
educators is critical.
2. Creation of a separate cadre for teacher educators to strengthen
their professional status and move towards treating teacher education
institutions as institutions of higher education. A career path providing
continuous professional development must be instituted. This is also
recommended by the 12th Five year plan.
•

Entry criteria
 90% of educators should have at least 5 years school teaching
experience + Post-graduate degree + Master’s in Education
(M.Ed.)
 10% who teach foundational areas (sociology, psychology,
philosophy) can be taken without teaching experience
 NCTE norms prescribe M.Ed.& a post-graduate degree
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•

Entry Process
 70 % of the cadre should be selected from within the system
and 30% via lateral entry
 Institute a rigorous/independent system of selection – using the
CET experience
 Common selection system for internal/lateral candidates
 Competency profile created based on professional standards
 Written examination and interview by panel comprising
internal and external members (drawn from identified teacher
education institutions)

•

Cadre Design - Option 1
 Cadre begins from the Cluster and continues with the Block
through to the DIET, CTE, IASE & DSERT
 CRP/ BRP need not have masters degrees – can be given 5
years to get both degrees or all can have full qualifications
from the start

•

Cadre Design - Option 2
 Cadre begins at the Block and continues with the DIET through
to the CTE, IASE, DSERT

•

Cadre Design - Option 3
 Cadre begins at DIET and continues through to CTE, IASE,
DSERT

•

Current faculty of DIET/CTE/IASE must be up-graded according
to above criteria

•

No interchangeability between academic and administrative cadres
from Block (for Option 1 & 2) or DIET(for option 3) onwards

•

Cadre equivalence needs to be created (e.g. BEO & BRC
Coordinator like DDPI Administration& Development)

3. Develop a core group of at least 50 outstanding teacher educators in
every district (50 x 34 = 1700) by 2015 with a focus on
NEK/backward districts
•

Identify them through a competency-based, impartial selection
process based on professional standards for teacher educators
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•

Put them through a rigorous full-time program or a series of
several rigorous short-term programs (use ICT significantly) at
identified institutions/universities

•

Place them in critical positions – SCERT /IASE/CTE faculty;
DIET/TTI faculty; BRCs; CRCs

•

Give them the responsibility of anchoring in-service teacher
professional development in that district for 5 years

4. In-Service Professional Development
•

All teacher educators must go through refresher courses every two
years through identified institutions/experts

•

Certificate courses/short-term professional development programs
must be offered on request at identified Universities/institutions
within Karnataka (e.g. RIE, IISc., APU, NIAS)and outside
Karnataka(e.g. TISS, CIE, HBCSE, IISER, NUEPA, NCERT;
identified IGNOU programs)

•

Teacher educators must be offered sabbaticals, fellowships,
support for research, faculty exchange and exposure visits
based on rigorous selection criteria and at identified institutions

5. Facilitate the development of voluntary professional networks of
teacher educators

Pre-Service
Teacher
Education

•

Facilitate subject teacher forums (e.g. those set up for subject
teachers via RMSA) and e-groups for teacher educators

•

Facilitate an e-journal for teacher educators run by them and for
them

•

Encourage practitioners to collectively undertake basic enquiry
based research in their respective classrooms

•

Have regular Teacher Educators ‘Congress’ – at State, Regional
and District levels where research papers/experiences are
presented, shared and discussed

1. No long term change will happen in teacher education unless there is
fundamental shift in the quality of teacher preparation.
2. Institute a strong independent regulatory body to oversee the starting
and the management of all the teacher education institutions. All
dysfunctional teacher education institutions where teaching degrees
are ‘bought and sold’ need to be closed.
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•

Criteria for closure
 No full-time students/classes/staff
 Unfair examination practices
 Not fulfilling full teaching practice component
 Poor quality infrastructure

•

Process for closure
 Form a small (3-4 members) independent task force
 Identify people who are seen to have high integrity and
understanding of teacher education as members
 Ensure recommendations will be acted upon – committee
should not be only recommendatory but should be vested with
execution/implementation powers

3. It is critical to relook at the curriculum of pre-service teacher
education programs on the basis of the NCFTE and the model
curriculum designed by NCTE.
•

DSERT is in the process of re-designing the D.Ed. curriculum

•

Process of revision of B.Ed. & M.Ed. must begin immediately
 RIE Mysore or one identified University should lead/anchor
this process with DSERT
 Curriculum revision group representing all Universities &
external experts should be set up
 Should develop a common framework across Universities
 Universities should have autonomy over specific syllabi

4. The structure and duration of pre-service teacher education
programs must be revamped. A range of options could be made
available including:
•
4-year integrated program post Class 12 or equivalent (subject +
teaching degree)
•
4-year program post Class 12 or equivalent with an exit option at
the end of the third year with a graduate degree
•
•

•

2-year teaching degree after graduate degree is complete
All of the above could have subject (language, mathematics etc.)
and grade-level (elementary teaching, secondary teaching, early
childhood education) specialization options
2-year M.Ed. program for teacher educators in addition to post
graduate degree
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5. If the above change in structure and duration has to be fully in place
over 10 years i.e. by 2022, the following steps could be followed:
•

From 2012- 2014
 Revise teacher education curriculum (as stated in 3 above)
 Focus on building capacity of teacher educators
 Fill faculty vacancies in teacher education institutions
 Identify & strengthen current functioning institutions (as in6
below)
 Shut non-functioning colleges (as at 2 above)
 Identify and begin preparation for the following
o 3 Teacher Education Institutions to offer the 4-year
integrated program (both with and without the exit option)
by 2015
o Persuade a National level institute to run a 4-year B.Sc./Ed.
integrated program by 2015
o Identify 5 institutions to offer the 2- year B.Ed. with
elementary/secondary specialization by 2015
o Identify 2Teacher Education institutions to offer the 2- year
M.Ed. by 2015
 All pre-service programs to have a strong ‘graded’ practice
component –starting with observation; getting involved in
school (co-curricular) activities; assisting in teaching and then
teaching independently but under mentorship/supervision

•

From 2015- 2017
 Re-do recruitment criteria to be aligned with the above
qualifications
 Implement, document, research the above longer duration
programs
 Stop admissions to all 2-year D.Ed. programs by 2017 (last
graduating batch in 2018)
 Stop admissions to all 1-year B.Ed. programs by 2017 (last
graduating batch in 2018)
 Stop admissions to all 1-yearM.Ed. programs by 2017 (last
graduating batch in 2018)
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•

From 2018- 2022
 Upgrade all functioning/performing D.Ed. institutions to B.Ed.
institutions
 Three options can be provided to become a teacher
o Complete 3-year graduation + 2 year B.Ed.
o 4-year integrated teacher education program
specializations after the Pre-University course.

with

 To become a teacher educator
o Post-graduation + 2 year M.Ed. + at least two years of
teaching experience
•

Challenges to be addressed
 Is there a place for distance education in teacher education
 Will there be takers for the new system? Students &
institutions?
 Two sets of teachers in the system – from the new system & the
old - tension between the two groups -will they be treated
differently - equivalence to be established
 Will graduates serve in geographies where they are needed?

6. Maintain, upgrade & strengthen existing teacher education
institutions
•

Develop performance standards for teacher education institutions
(can be based on the Teacher Education Index being developed by
MHRD)including those of leadership, quality of faculty, internal
processes, instructional resources

•

Identify 5 Teacher Education Mentor Institutions across the state at
one for each region(+ 1) who will serve as resource institutions for
other teacher education institutions in that area

•

Time - over 5 years

7. Identified Universities must be mandated to create and run a
department of education/teacher education, with direct links to good
schools which can serve as a practice schools for honing practical
teaching skills. Universities can also provide special courses which
could be designed to combine specialized subject knowledge with
educational courses and practical learning in an integrated manner, so
that the problem of shortage of subject teachers is also addressed.
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8. All existing teacher education institutions should be formally linked to
a network of schools where student teachers can practice their art of
teaching in actual class-rooms while being mentored by experienced
and qualified teachers. The teacher education institution can serve as a
resource centre for teachers of the network schools.
9. Develop a range of high-quality materials for student teachers and
teacher educators in Kannada based on the re-designed pre-service
curriculum.

In-Service
Teacher
Education

•

Kannada University, Hampi, and other identified departments of
Kannada could take responsibility for translations and validation of
language quality

•

Material could be in print or in digital form

•

Material could integrate video lectures of professionals and reputed
facilitators with careful selection of content including videos of
best practices in teaching and pedagogy

•

Teachers could themselves be encouraged to develop such content

1. SSA’s 20-day training programme must be revamped
•

Analysis of teacher professional needs must be conducted at
district levels and priorities decided based on that

•

Focus must shift to giving teachers the choice of training
programmes offered by the DIETs

•

DIETs must offer a calendar of courses in a year for teachers to
choose from

•

In-service faculty must be identified on the basis of a rigorous
criteria and seen on par with professional teacher educators

•

Online subject teacher groups should be set up (e.g. RMSA
Karnataka) and voluntary professional teacher networks
encouraged (e.g. Rajasthan, Uttarakhand and Karnataka)

2. If the above change in structure and duration has to be fully in place
over 10 years i.e. by 2022, the following steps could be followed:
•

From 2012- 2014
 Decentralize in-service training to the District – stop central
development of modules
 Must be need- based in terms of mode, content and duration needs can be assessed through the following ways:

26

o Develop detailed district-wise data-base of teachers/teacher
educators/resource persons
o Set up Training Management System – track what
development programs teachers have already attended
o Hold district, block, cluster level discussions with teachers
o Conduct district-level surveys
o Perform classroom observations
o Random testing of subject content/pedagogical content
o Data can be sliced/results can be analyzed by years of
experience; subject taught; grade-level etc.
 Prepare DIETs/BRCs to offer some short programs according
to needs
 Calendarise offerings before the beginning of the academic
year
 Re-organize 20-day in-service professional development
o Offer teachers choices in terms of workshops: 3-5 days
o Organize school-based support by CRP/retired teachers/
others: 10 days
o Participate in professional network meetings: 5 days
o Study effectiveness of programs.
o Build in feedback/incorporate changes at periodic intervals
 Start voluntary professional networks; cluster-level teacher
learning centres; block-level subject teacher forums
•

From 2015-2017
 DIETs/BRCs capable/responsible for in-service training
 Focus on upgrading teachers’ abilities in terms of the new
pre-service curriculum (2-year/4 year) introduced
 Change the 20-day to a minimum 5-day refresher (compulsory)
program and fix ‘cafeteria’ model – let teachers choose from
among offered programs
 Establish professional networks (voluntary); subject forums include private school teachers
 Start identifying institutions where teachers could attend longer
certified courses as part of professional sabbaticals; institutions
to begin preparing a range of courses
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 Recognize good teachers and provide them opportunities for
fellowships/exchange programs/attending conferences
•

From 2018-2022
 Range of certificate courses offered by identified teacher
education institutions taken by teachers as part of in-service
professional development (could be linked to incentives)
 Each school should decide their in-service professional
development
needs
based
on
self-evaluation/peer
observation/student feedback and learning levels
 Wide-spread professional networks; subject forums including
private & government schools

3. Facilitate the development of voluntary professional networks of
teachers
•

Facilitate subject teacher forums (e.g. those set up for subject
teachers via RMSA) and e-groups for teachers

•

Facilitate journals/newsletters for teachers at block level run by
them and for them

•

Have regular Teachers’ ‘Congress’ – at State, Regional and
District levels where research papers/experiences are presented,
shared and discussed forming a community

4. Pupil Teacher Ratio must be school based and not state or district
based – this is significant for teacher quality.
Professional
Standards

1. Professional standards for teachers, teacher educators and teacher
education institutions must be evolved. These must be used as a basis
for designing pre-service programmes; in-service programmes and
assessing the quality of teacher education institutions.
2. It is important that these professional standards and assessment
measures must be aimed at development and empowerment and not at
punitive measures.
3. MHRD is in the process of developing a Teacher Education Index
(TEI) to measure the quality of teacher education institutions including
private institutions. This Index must be used to assess the performance
of institutions.
4.

All Teacher Education Institutes (government and private) should be
subject to assessment as per the above Index every five years. Third
28

party assessment by approved entities selected on the basis of rigorous
criteria could be done to avoid malpractice. Assessment results should
be made public.
5. Teacher Eligibility Test (TET)
•

Form an independent committee to design and implement TET –
DSERT should lead the exercise

•

Use the experience of the CET which has been much appreciated
across the state

6. Certification and Re-licensing for all teachers/teacher educators
•

The TET is the entry certification for becoming a teacher post
qualification

•

Re-licensing is required to continue as a teacher/teacher educator
 Option 1: Appear for the licensing examination once every
FIVE years – passing the examination is the only way to
continue in the profession
 Option 2: Appear for the licensing exam every FIVE years two attempts are provided for to pass the examination after
which continuing in the profession is not an option

7. Teacher Transfer
•

Continue with the current policy with one change
 Increase rural (C) posting from 3 to 5 years
or
 Mandate a minimum of 5 years at C and a maximum of 10
years at A(Urban)
 A cannot be filled at the cost of C

Others

1. There is going to be an acute shortage of teachers in Science,
Mathematics, English and Geography across the state in the near
future. Several Bachelors in Science programs have been closing down
for want of students – this is the route through which we develop
teachers for science and mathematics at the secondary level. If this
‘pipeline’ closes, the crisis of availability of qualified science and
mathematics teachers at the secondary level will significantly deepen.
•

Incentivize students to join these programs
scholarships/stipends at the under-graduate level

•

Encourage identified premier institutions of science (e.g. Indian
institute of Science, NCBS, Bangalore) to start high-profile courses
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through

to prepare science/mathematics teachers and teacher educators
along with short courses for students and practicing teachers
•

Partner with institutions and organizations like HBCSE/TIFR/IITs/
Agastya Foundation/Deenabandhu Trust to significantly upgrade
teacher educator/teachers’ skills in science/mathematics

•

Resolve the ‘language in science’ issue by encouraging the use of
English at the pre-university/graduation levels

2. Attracting Students to Teaching: Teaching as a career does not appear
to be very attractive to most students.
•

Run a sustained state level campaign to attract the best of our
young minds into the profession (at higher secondary level) for
reasons beyond the ‘security’ of a government job or a ‘noble
vocation’ – it has to be seen as an attractive aspirational profession

•

Provide fellowships and stipends to identified young people for
special programs run by premier institutions

Capacity building of Resource Institutions
A culture of collaboration among institutions and individuals makes it possible to bring
resources together that help find appropriate solutions to issues and concerns, draw up
improvement plans based on analysis at the local level, and to implement the plans
together with responsibility, authority and accountability shared among the functionaries.
Improvement cannot take place without some risk being taken at the level where it must
take place and without support from the all institutions that work with it (Diwakar, 2011).
The resource institutions are uniquely positioned between the pure academic and the
entirely programmatic. To be able to have a healthy balance between these, there is a
need to create a culture that encompasses the theory practice space, provides
opportunities for collaboration, is open enough to borrow and adapt ideas from other
sectors, provides space for reflective practice and continuous improvement, that supports
teaching learning and research as being natural to the faculty in these institutions.
A glance at the recommendations for improving the quality of Resource Institutions is
provided in the table below.
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Institution
1. DSERT

Vision

To be the academic
leader for the state
through curricular
reform, providing
monitoring
and
support for teacher
professional
development,
documentation and
research, and policy
inputs.

Structure
0

0

0

0

Departments for
curricular areas Mathematics, Science,
Social Science,
Languages, Foundations
of Education

Systems and activities
0

0

Decentralisation of planning to
districts

0

Training Management System
to be setup for systematic
teacher
professional
development

Education Leadership,
Management, Planning
Vocational Education
and Counselling

Financial
Systemmore
flexibility
to reappropriate
funds across line items

0

Techno-pedagogy and
ICT

Synchronisation of calendars
across institutions for better
planning and implementation

0

Research,
Documentation and
Advocacy

0

Institutions to raise funds
through sponsorships, services
rendered etc

0

State Education Resource
Centre

0

Regular internal audit system

0

Data collection, collation and
analysis for local decisionmaking

0

ICTs for communication and
dissemination, technopedagogic efforts like blended
learning models

0

Administration and
Support for TEis
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People
0

Create a separate cadre for
teacher education

0

Provide opportunity for
the functionaries to choose
between administrative
and academic roles

0

Filling up of vacant posts

0

Tenure of three years at
least in any institution to
ensure development of
expertise and stability

0

Build capabilities of the
faculty to play academic
roles through opportunities
for professional
development- sabbaticals,
part-time courses,
interactions with experts,
exposure visits, blended
learning

0

Introduce a work plan and
review process

0

Education Leadership
development opportunities
to be created for Principals
and faculty

Institution

2. lASE

Vision

To provide academic
leadership at the
regional level
through teacher
professional
development,
documentation and
research and
providing support to
teacher education
institutions in the
region.

Structure

0

0

Departments for
curricular areas Mathematics, Science,
Social Science,
Languages, Foundations
of Education

Systems and activities

Peop

0

Creation of digital repository
across the state for wide access

0

Training in the use of
ICTs critical for the future

0

Curricular Departments to take
responsibility for pre-service as
well as in- service teacher
development.

0

Training in research
methodology, adult
learning, training design
and training methods etc

0

Administrative set up in each of
the resource institutions to take
care of administrative activities
like organisation of training
programs, support for
admissions and examinations
etc

0

Increase in the number

0

Providing support and capacity
building in the research to teacher
educators in the region through preservice and in-service programmes
including PhDs.

0

Education Leadership,
Management, Planning
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Monitoring of initiatives and
taking up impact studies.

of administrative support
positions
0

Provide incentives to
faculty to serve in 'not so
attractive' places

Institution

Vision

Structure
0

Vocational Education
and Counselling

0

Techno-pedagogy and
ICT

0

Research and
Documentation

0

Regional Resource

Systems and activities
0

Taking up research studies,
short-term and long-term, to
inform policy.

0

As a Regional Resource Centre
have a repository of
documentation and research;
organise seminars and
conferences.

0

Data collection, collation and
analysis for local decisionmaking

0

ICTs for communication and
dissemination, technopedagogic efforts like blended
learning models

0

Creation of digital repository
across the region for wide
access

0

Curricular Departments to take
responsibility for
pre-service as well as
in- service teacher
development.

Centre
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People

Institution

3. DIET

Vision

"An autonomous
resource and research
institution for
enhancing the
abilities of the
learning community
and developing
educational leadership
at the district level,
networking/linking
with other academic
institutions in the
district." - Vision
statement arrived
through a visioning
exercise conducted
by KJA and DSERT
in June 2010.

Structure

0

0

0

0

0

Systems and activities
0
Administrative set up in each
of the resource institutions to
take care of administrative
activities like organisation of
training programs, support for
admissions and examinations
etc
0
Set up systems to work in close
coordination with DSERT,
CTEs and DIETs to ensure no
duplication of efforts.
0
Departments for
Focus on elementary education
curricular areas and support CTEs in secondary
Mathematics, Science,
education when required.
0
Social Science,
Plan activities relevant to the
Languages
district-needs.
Education Leadership, 0 Take up research and
Management, Planning
documentation activities
Vocational Education
relevant to the district.
0
and Counselling
Monitor and support TE
Techno-pedagogy and
institutions in the district.
ICT
Research and
Documentation
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People

Institution

Vision

Structure

Systems and activities

0

District Resource Centre

0

Administration and
Support for TEIs

0

0

0

4. CTE

To provide academic
leadership in
secondary education.

0

Departments for
curricular areas Mathematics, Science,
Social Science,
Languages

Design and conduct programs
at the district level for
teachers.
Work in close
coordination with
DSERT.
Provide opportunities for
faculty for professional
development through research,
attending courses, conferences
and seminars, exposure visits,
taking up innovations etc.

0

Set up systems for close
coordination with DSERT and
other TEIs.

0

Set up flexible financial
systems, internal audits,
periodic institutional
evaluation, performance
appraisals through Work Plan
and Reviews

0

Focus on secondary education
through teacher education, both
pre-service and in-service.

35

People

Institution

Vision

Structure

Systems and activities

0

Education Leadership,
Management, Planning

0

Vocational Education and
Counselling

0

Techno-pedagogy and
ICT

0

Research and
Documentation

0

Administration and
Support for TEIs

0

Plan activities relevant to
secondary education in the
three districts under its
purview.

0

Take up research and
documentation activities
relevant to secondary
education.

0

Monitor and support TE
institutions in the districts.

0

Design and conduct programs
at the district level for
secondary school teachers.

0

Work in close coordination
with DSERT and IASE as well
as DIETs.

0

Provide opportunities for
faculty for professional
development through research,
attending courses, conferences
and seminars, exposure visits,
taking up innovations etc.
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Institution

5. SISLEP

Vision

To be the lead
institution in the
state for education
leadership,
management and
planning.

Structure

Systems and activities

Departments for
0

Education Planning

0

Education Leadership
and Management

0

Institution Development

0

Research, Documentation
and Advocacy

0

Training and
Development

0

0

Set up systems for close
coordination with DSERT and
other TEIs.

0

Set up flexible financial
systems, internal audits,
periodic institutional
evaluation, performance
appraisals through Work Plan
and Reviews

0

Take up programs for the
capacity enhancement of
education leaders at the state,
district, sub-district and school
levels.

0

Design interventions
towards building capacity
for autonomy of
institutions at all levels.

0

Create systems and processes
for close collaboration among
institutions for education
leadership and management and
institutional development.

School Leadership and
Management

0

Community Partnerships
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POLICY RECOMMENDATIONS
Presented here are the policy recommendations which call for state intervention.
1. To establish an autonomous and active body to oversee institutional and academic
standards of pre-service Teacher Education Institutions by following Standards
Based Approach rather than norm based approach to their recognition and
accreditation.
2. To launch a time bound special mission for preparation and publication of wide
range of books and materials in Kannada for teacher educators and teachers of
school education in Karnataka. Translation/transliteration of classics as well as
original materials can be undertaken to start with
3. To create an exclusive academic cadre of professionally qualified people to engage
with various resource institutions of the state with regard to teacher education,
mentoring, curriculum development, assessment, leadership development and of
school improvement.
4. To institute a large number of fellowships for the professional growth of teachers.
The fellowship will enable teachers to pursue research in higher education,
participate in professional conferences, teacher exchange programs etc. These
fellowships will recognize teaching as a valuable profession and restore its dignity
and respect.
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About Karnataka Jnana Aayoga
Karnataka Jnana Aayoga (Karnataka Knowledge Commission), an autonomous
high-powered commission, was constituted by Government of Karnataka on
September 5, 2008 under the chairmanship of world renowned space scientist
Dr. K. Kasturirangan. The mandate of the commission was to ‘transform Karnataka
into a vibrant knowledge society.’ To accomplish this mandate and the given
terms of reference, KJA formed working groups, mission groups and a taskforce
comprised of domain experts, secretaries of the government & stakeholders.
Under the visionary leadership of the chairman, KJA held several consultation
meetings and evolved 89 recommendations spread across 6 sectors and 6 focus
areas and submitted to Government of Karnataka for implementation.
In collaboration with the line-departments, KJA piloted 10 projects, initiated flagship
programmes like Jnana Fellowship & Jnana Shodha and launched several new
initiatives with state universities. KJA undertook 9 research studies and pioneered
in commissioning first of the kind state-wide research studies like Building
Knowledge Society in Karnataka and Perceptions, Aspirations, Expectations
and Attitudes of Youth of Karnataka based on which KJA recommended for an
exclusive policy for the youth of the state.
Towards its term end, KJA submitted itself for an evaluation of its work by the
Public Affairs Centre, Bangalore. The evaluation report was then submitted to the
Government and also made available for public.
On completion of its over 4 year-term, Karnataka Jnana Aayoga acknowledges
the support of Government of Karnataka in its endeavour towards transforming
Karnataka into a vibrant knowledge society.
To know about the complete work of the KJA and for all the publications please,
visit www.jnanaayoga.in
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