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Abstract: The current research is to ascertain the effebtiofan resources (HR) policies and procedures qiogees.
The study is based on the quantitative method.efhgloyees at the United Arab Emirates universéiesthe selected
audience. Google Forms was used to disperse thveyswwhere 100 responses were collected in thidystiihe
questionnaire adopted a Likert scale of seven poifests such as factor loading, internal consigteBonvergent
Validity (AVE), Discriminant validity, Coefficienbf determination (B and adjusted (#, Path Coefficientf{), and t-
test through ADANCO were conducted. This reseahdws that performance evaluation of all other \@€sg, such as
compensation, promotion practices, training andetigment, and employee involvement in decisions, daeally
beneficial impact on PEP. The current researctshatprersities to plan the practices of HR anddase the PEP of their
teachers. This is because it has the potentialréwige professors, academic leaders, and supesvisih fresh
perspectives that will aid in the spread of knowgkednd the efficient operation of the academic plade. Employee
turnover in UAE government agencies is affectediayagement style and a lack of employee empoweraestrding
to the study. There were signs that workers' distas centralized leadership influenced their de remain with their
current employers. Many research papers have baen ah this topic in developed countries. Howewrene of these
studies has been accomplished.

1 Introduction and persons. The interdependencies between thdise wi
Human Resource Management is a significant ration@ftablish the organization's perspectives [6]. Ysda
and strategic consideration for the maintenancaryf Workers appear to have less loyalty to their emgisyhan
organization. It views personnel as essential tparate in the past. The age-old contract between companids
objectives [1]. Organizations require human resesitp  Workers based on loyalty in return for job secuaityd fair
perform various functions like improving employeestreatment has broken down as a result of businesses
performance [2]. Many researchers have studiedayapl inability to guarantee employees’ corporate camses or
and firm performances that impact HR practicedhe security of their employment [7]. Training and
Moreover, positive relationships were exploredivetse ~development methods contribute to the organization'
areas [2’ 3] Human resource management is critical ultimate aim. This benefits the organization and it
gaining an advantage over competitors. (Schuler afidividuals [8]. It has been found that most orgatibns
MacMillan, 1984). The performance of teachers ifd developing nations, particularly in Pakistan, dot
Pakistan's universities influences compensationtigess.  install HRM systems [9]. They will build this cukey but
Promotion methods assist teachers in advancing afigpwth will be gradual. Yet, as compared to thelipub
providing opportunities for professional developmg). ~ Sector, companies are implementing an HRM at adrapi
The United Arab Emirates’ two biggest emiratestarbai  Pace. Many studies in underdeveloped nations failed
and Abu Dhabi, are known for being at the forefroht because of a connection between performance ojotthe
innovative practices in various industries. Toifuthe and human resource practices. Efficient HR procesiur
demands of the new knowledge economy, the governmé®@ntribute to improved and modified employee bebigvi
of Dubai established a coordinating agency in 2@@@ed Which improves organizational performance. (Horresty
the Human Resource Development Authority tdCuratko, 2003). Although human resource management
collaborate with Dubai's educational institutiorEhis (HRM) is essential for any company that wants @ the
program has been essential in arousing nationwidst possible results, not all of them put enougplesis
curiosity about the benefits of learning at thespeal, ©n it, which can cause HR resources to go unusép [1
group, and Corporate levels. For improved perfon’ean This research prSUGS the. effect Of HR practices
large and small businesses have started valuingledge ~ (repayment practices, promoting practices, perforea
management and ongoing education. Worker involvémefssessment, education and improvement, and worker
in decision-making affects employees” performarfe [ involvement in selection-making) on PEP. This studly
The term "performance” relates to completing a task assist the HR managers in public and private usities in
working. It occurs in the phase of the processaization,
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UAE. In developing HR techniques to guarantee higivorkers have been shown to have higher rates of
degrees of trainer effectiveness. absenteeism and lower levels of commitment.

Although there may be a clear causal link between Jabnoun and Rasasi [22] evaluated the impact &f bot
sustainable HRM and desired results [11], previtudies transformational and transactional leadership stye
have only looked at statistical correlations betweeemployee engagement in United Arab Emirates heaithc
sustainable HRM systems and outcomes of the emgoydacilities. Workers were chosen at random from six
[12]. Thus, the prime objective of this researchtas different UAE hospitals. A Multifactor Leadership
develop a deeper comprehension of the interplayd®t Questionnaire was used in the study [23]. Employdes
the various aspects that contribute to HRM's Il@rgit rated their leaders high on all three dimensions of
viability and the maintenance of beneficial orgatianal transformational leadership  (charismatic  appeal,
outcomes. Considering every possible way, thisyswill  intellectual challenge, and personal relevance)gedter
enhance the topics related to personal developmelgyels of work satisfaction were indicated by thedeo
performance consolidation, and worker involvementeceived the contingent incentive of transactional

within satisfactory situations. leadership. Medley and Larochelle [24] investigatid
impact of different nursing leadership types on keyge
1.1 Literaturereview morale and work satisfaction. Bush, Michalek [25]
HR practices identified that Community hospital staff nurses'

HRM has received much interest lately in developinﬁe“xj‘ptions of transformational leadership and job
countries' progress procedures [13]. There ielisiudy Nappiness were measured using this study's Mutiifac
bridging connection between HR behaviors and workéadership Questionnaire and the Index of Work
performance. Teclemichael Tessema and Soeters tisfaction. The research found evidence of ae@aoce
checked out the relationship between the efficiesfape  Of transformational leadership among hospital stafses.
worker and human aid practices with the positiohwhan  This results in fewer sick days and a general a&men
resource consequences as a mediating issue [14]. Byvareness of appropriate workplace conduct.
practices of Human Resources with eight numberets fa ~COmpensation is among the most explored HR
examined were recruitment and choice approachd¥actices [9]. Employee performance is connecteHRo
practices of placement, schooling strategies, {srofintrol procedures. For illustration, Olaosebikan [26]asseshe
practices, employee efficiency evaluation practice@utcomes of three HR compensation, practices,
merchandising techniques, social security program@erformance, and promotion assessment on the
pension plans, and grievance procedures [15]. Evéffectiveness of non-public universities instrustdn
though many authors have explored the topic, treer® Peshavyar, KPK, Pakistan. He obse_rved that repayment
consensus on the size or relationship between jHomotion, and performance evaluation have an tortel
contentment and productivity. Some studies witiniral ~ cONNection with perceived performance. Hashim, i
consideration of identifying happiness and proditgtare ~ 2Ssessed the outcomes of 3 HR practices; repayment,
carried out [16]. However, there are many who naamt advertising, and performance assessment at the same
that contentment in the workplace directly impactgniversity. He found some unbiased variables,
productivity, with the former causing the latte7]1lt has Féimbursement, promotion, and performance assessmen
been argued that the causality should run in therot positively connected with understandable perforreanc
direction, with increased performance leading tpper Educators may now replicate the_ﬂow of their steith the
workers. use of a variety of software solution tools andhtetogies
Nonetheless, the perspective and data presented 'B§de possible by recent technological advancenfgris
Herzberg, Mausnes [18] are by far the strongedhim
regard. They debated and discovered time and tgama ~ EMployee performance _ _
that workers' level of happiness in the workplasevhat The employee’s conduct is required to determine the
ultimately determines their productivity. Also, semore €Mployee’s performance [10]. One of the author#gYi
positive attitudes toward work typically lead tottee @nd Ahmad [28] found that Employee performance is a
performance [19]. On the flip side, a shift towaegjativity collection of_ b_ehawors that cont.rlbute to achigvin
at work often leads to a decline in productivityolikers' COmpany objectives. Performance is how people leehav
output is heavily influenced by their degree of jofjather than what they produce in an organizatidd. [2
satisfaction, as well as that of the organizatiemavhole, Perceived performance refers to an organizatiocsess,
making it an essential concern for businesses [@aja &according to Yiing and Ahmad [28], d'etermmed bg th
broader scale, it's crucial to the success of theeati life ~9eneral perception of the employee’s share of their
satisfaction of working people. Sliter, Sliter [20$0 found Pehavior. Declarative knowledge, motivation, and
that a lack of job satisfaction has been hypotleesta be procedural knowledge are significant in the case of
one of the primary causes of withdrawal, which caRmployee performance [30].
manifest in absenteeism, tardiness, labor turnosad
even illnesses and accidents. In contrast, difisatis
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Compensation and PEP these HRM strategies include selection, compensatio

Compensation is the compensation given to employepsrformance evaluation, and career advancemeate§it
for services to achieve organizational goals. Sajid human resource management practices affect nothjest
Nauman [31] found that recognition at the socialele willingness of workers to learn new things but atke
improved performance at a specific task by 17%rfaial eagerness of current workers to teach others B2, 4
rewards by 23%, and feedback by 10%. Compensation Human resource management has undergone a
improved employee performance by 45%, accordinbg¢o dramatic transformation over the past three decaypbésg
findings. Shakir and Zamir [32] looked into congil® from a bureaucratic "people management" focusnmie
effect regarding incentives upon the performance aftrategic "business management" focus. Consequently
secondary school teachers. The results revealadka Isenior leadership increasingly sees human resource
between futuristic rewards and performance. Zankoanagement as a strategic partner [42, 44]. Wielenb
Badham [33] considered no hyperlink betweetdarmon [45] agree that HR is now playing a moretratn

performance and pessimistic rewards. strategic role; one of its main objectives is tewgr that all
the initiatives it oversees align with the comparstated
Promoation practices and PEP aims and values. According to Legge [46], HR marsage

Promotional consideration is given when a person igeed to create and pursue innovative policies ipleyee
elevated from one positional sense of employment selection, compensation, performance evaluatiord an
another. It comes with a more excellent wage pazkengl career development in order to integrate the HRi tion
more work duties. Employees are more motivated whemith the organization's goals of self-renewal and
given the necessary resources to meet their g84dls [ transformation through continuous learning [47].
According to the authors Teclemichael Tessema and
Soeters [2], Promotional activities impact PEP. If Trainingand development and PEP
businesses wish to improve their performance, thagt Arulrajah, Opatha [48] precepted knowledge,
provide promotional possibilities to their staff5]3 understanding, methodologies, and practices are all
Zulfgar, Bilal [36] considered the facts of pronwsti considered by the training facts and developmemining
methods moderately influence PEP. Sajid and Naumand development are crucial in HRM because thegireceh
[31] explained that promotion methods benefit PER a individual, team, and organizational performancé].[4
promotional tactics. The availability of a writtenTahir, Yousafzai [8] checked the effect of T&D dmet
operational policy and seniority preference ardfadtors skills and attitudes examined to link them to ergp®

to consider. performance levels in Pakistani banks. Kalyani &atloo
[50] highlighted that most personnel agreed tha& D
Performance evaluation practices and PEP greatly impacted their job know-how, work satisfact

Evaluation of Performance is based on the peraeptioand quantity, practical abilities, motivation, alnyalty.
of friends, supervisors, subordinates, managergven All related to performance in a helping route. Imind
people themselves. It contributes to increasedymtimh  Tanveer [49] discovered that training and develapme
because it supervises the employees. Evaluatich agive employees opportunities for career advancenteurs
improvement of productivity rely on effective perftance improving the organization's efficiency. Employegst,
management systems [37]. According to Shahzad, BRehmare an organization's resources and assets. Thaffegl
[38], evaluation methods used in the pharmaceuticalill outperform the incompetent and untrained.
industry businesses impact PEP. Sajid and NaumBn [3 Albrecht, Bakker [51] considered some researchers a
found that performance evaluation processes, tliee precision of micro and meso levels to see thbay
availability of written and operational performanceTalent Management and Development (TMD) process as
evaluations, feedback, management recognition ef tlan everlasting, steady notion that deserved invergtm
value of assessment, and competent performancesasse Kesler [52] proposed that dealing with global TMD
all play a crucial role in improving employee perfance. necessitated a consistent, continuous bondagmthaded

discipline, decisiveness, and taking appropriatesti Kim

SOHRM practices and MclLean [53] argued in favor of a TMD

Strategic HRM is essential to spreading the LO ephc systematization on a global scale, in which priactérs
since it introduces cutting-edge HRM techniques ancbnsidering HRC would lead and have well-definetiegu
reward systems to encourage organizational growth aand responsibilities.
development through knowledge sharing. Some of the They hypothesized that a globally standardized
authors, like Boohene [39], Siddique [40], illustc that approach to TMD would produce organizational and
the term "learning organization” serves this pueposindividual benefits, provided that the system cdess the
Human resource management (HRM) strategies caarious cultural norms. Schuler and Jackson [44ltibla
encourage workers to improve their abilities antdtpase factors, such as (a) managers' lack of experierite w
improvements to use in ways that benefit the coiyipan TMD, (b) varied organizational structures, (c) mges'
performance objectives. Tangeman [41] evaluated thack of adoption and engagement in TMD, (d) empésye
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lack of performance, (e) human resources' lackpésise Promotion practices, Training and Development, and
in dealing with TMD challenges, and (f) upperEmployee involvement in decision-making. This resea
management's lack of time investment in TMD, wershows that the practices of HR have a crucial imhpac
identified mentioned researchers as impedimengtotmal PEP and can lead to enhancing PEP in the uniessfi
TMD initiatives. Dirani, Bowman [54] also addressedhe United Arab Emirates. During the quantitatibage, a
these limitations for any worldwide TMD strategy toquestionnaire designed by researchers was settt allibf
succeed the facts about participation of workers ithe schools in the city of Al Ain and then collettby
policymaking and PEP. graduate student researchers two days later. The
Akuoko, Dwumah [5] found that employeequestionnaire had a total of 35 questions, alllwtivwere
participation in decision-making impacts workertaken from previous research on teacher leadership
performance. Cooper, Bottomley [55] outlined thre¢echniques. The participant's demographic inforomatias
distinct approaches to teacher leadership: the rnfevegathered in the first section of the questionnaired the
teacher is a leader" model, the "lead teacher" inadel next section of the question-related facts conthine
the "many leadership positions" model. One debnitf a statements that investigated the participants'| lefe
lead teacher is "advising teacher,” while otheduitle agreement considering the leadership practiceshef t
"helping teacher" and "staff development associdtke teachers. Both sections of the questionnaire wizided!
head teacher is responsible for collaborating wither into two parts. Responses were rated on a sevemn-poi
educators to develop and execute high-quality peglegl Likert scale, considering four of them, with four
practices. In education, there are a wide variety oepresenting strong agreement and always, three
leadership positions that may be filled, and theéows representing agreeing often, two representing disaigg
leadership roles model accounts for all of themal$io rarely, and one representing strongly disagreeavgin A
includes roles such as mentor to new teachersheeacgroup of specialists comprised of four teachindf stathe
trainer, member of the school's governing body, arldnited Arab Emirates University, especially thel€gé of
member of a university team in charge of planningzducation members, examined the questionnaire to
coordinating, and supervising preservice teach€he determine its validity in terms of its content and
various leadership positions paradigm is the resflt appearance. Transcripts of the interviews were teens,

combining these functions. and we read through them in turn. We jotted repkate
words or phrases in the document's margins comsgler
Graphical representation various down notes and descriptive codes. Followliad,

Figure 1 shows a conceptual framework. This studye conceived of many classes or topics for theseso
includes two variables which are HR practices aB®.P Quotes from the interviews were used to illustrsdeh
Human resource practices are the independent \@&rialtheme and provide support for them. To provide amsw
while PEP is the dependent one. The five HR prasticto the research questions, we went over the themds
included are Compensation, Performance evaluatiotiscussed them.

Compensation

Performance
evaluation

Promotion
practices

Perceived
Employee
Performance

Training &
development

Employee
involvement
in DM

Figure 1 Conceptual framework
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Research hypotheses have been depicted in Table

Table 1 Research hypotheses

Numbers Hypotheses

H1 Compensation Effects Perceived
Employee Performanc
Employees' Perceptions of Their Own

H2 Performance are Affected by
Performanc Review:.

H3 Promoting practices affect Perceived
worker performanc

H4 Training and development affect
Perceived Employee Performar
Employment involvement in decision-

H5 making affects Perceived Employee
Performanct

2 Methodology

The quantitative method is one of the most effectiv
methods for understanding this research. The msea

intends to understand the highly impacted praaifceR
by practicing PEP. It includes respondents withilaim
characteristics, but from different places, so thsting
method is cross-sectional [3]. University employekthe
United Arab Emirates are the target audience. tapted
questionnaire is utilized to fit the need of thesearch
better. The research's participants provided onelreal
responses, which were gathered. Non-probabilitypiam
techniques, such as convenience sampling, wereuaésb
in this investigation. In convenience sampling,ample
from a population subgroup is taken. This kindasfipling
is suitable for pilot testing. There are two sewsidn the
study's questionnaire. The initial section includiag

lquestions about the demographics of the respondents
gender (male and female), age (22-50 and above),
qualification (graduate to doctorate), and designat
(lecturer to professor). The second section of the
questionnaire included questions related to thepeddent
and dependent variables of the study. The secartibse
focused on the research variables and their asedcia
questions. Five questions were about compensdtan,
related to performance evaluation, and two wereuaibo
promotion practices. There were two questions about
training and development, two about employee
involvement in decision-making, and five about PERe
responses were compiled into a 7-point Likert soaith
one mentioning "strongly disagree" and seven maimtip
"strongly agree".

The primary data used in this study was gatheracvi
customized questionnaire and replies from universit
employees. The use of literature, e-books, e-jdsy@ad

e-articles allowed for the collection of secondaource
Idata. Google Forms were used to collect the datatah
of 100 replies will be evaluated, ADANCO was utiiz

3 Result and discussion

Reliability and validity

Factor loading is used to identify which factor
influences each variable most. 0.4 - 0.7 is thejtence
criterion 0.7. Its value is 0.7 and above, whictidates
that the factor considerably influences the vaegbib].
The factor has a weak influence on the variabléhéf
loadings are near zero. According to the modelfactor
loading value is below 0.4, indicating indicatangpact on
each variable.

Table 2 Factor loading (FL)

Employee . Performance Promotion Training and : Employee.
Compensation i ; involvement in
Performance evaluation practices Development DM
Indicators| FL |Indicators| FL [Indicators| FL |Indicators| FL |Indicators| FL [Indicators| FL
EM1 |0.846" C1 0.854: PE1 |0.844: PP] |0.955¢ TD1 |0.776: El1 0.928¢
EM2 |0.782: (oy) 0.809° PEZ |0.865¢ PP: ]0.923(| TD2 |0.932¢ El2 0.901(
EM3 ]0.920° C3 0.846¢ PEZ |0.875¢
EM4 |0.823: C4 0.774: PE< |0.889:
EM5 |0.796¢ C5 0.734:

Internal consistency

Alpha Cronbach's alpha value greater than 0.6 is a
reliable and appropriate index. The value of Crohba
value is low when it is below 0.6. Alpha Cronbach's

coefficient range is 0.60 to 0.80, which is acchjgta
(Khidzir, Ismail, and Abdullah, 2018). Cronbach fes

value in this research is between 0.6 and abovéghwh

shows the reliability of this research.

Table 3 Cronbach's Alpha

Construct Cronbach's alplfa)
Employee Performance 0.890¢
Compensation 0.863¢
Performance evaluation 0.892:
Promotion practices 0.868¢
Training and Development 0.663¢
Employee involvement in Decision making | 0.806¢
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Convergent validity (AVE) Reliability (CR) to assess the measurement model's
The consistency of the constructs with one other monvergent validity [58].
assessed using the Average Variance Extracted (AVE)

approach. The ideal range for AVE is 0.5 or higi@rnell Table 4 Convergent Validity
and Larcker, 1981). This study's AVE values arehéig Construct
than 0.5, indicating better consistency. AVE
Employee Performance 0.697.
Discriminant validity: Fornell-Larcker criterion Compensation 0.648(
Assess the paradigm of shared variance among theerformance evaluation 0.755(
model's hierarchy of latent variables. Fornell aadcker  |Promotion practices 0.882:
[57] criterion has been utilized. This criterionessthe |Training and Development 0.736:
Average Variance Extracted (AVE) and Composit§Employee involvement in Decision making| 0.837:

Table 5 Fornell-Larcker criterion

Employee
Employee : Performance | Promotion | Training and | involvement
Construct Compensation ! . . -
Performance evaluation practices | Development| in Decision
making
Employee 0.6977
Performanc
Compensatic 0.733° 0.648(
Performance 0.5241 0.7673 0.7550
evaluatiol
Promotion 0.3977 0.5155 0.7775 0.8824
practice
Training —ang g 4455 0.5009 0.5800 0.4299 0.7363
Developmer
Employee
involvement  in 0.4892 0.5933 0.6941 0.5282 0.5733 0.8371
Decision makin

Coefficient of determination (R?) and adjusted (R?) Per Employee (PEP) has a positive and statistically
R2 measures the consideration of an endogenosignificant (R = 0.9568) relationship with competima
variable that defines the independent construstvdtues PEP and performance reviews have a weak negative
range between 0 to 1 depending upon the type efrels correlation (R=-0.5281). The correlation between
[59]. The mutual effect on the latent variable Wil weak promotional methods and PEP is favorable and titatily
to be assessed from a practical perspective Wdahees of significant (=0.2147). There is a statistical arabifive
R? coefficients and adjusted®Rre less than 0.02 [59]. value of a significant link between T&D and PEP
Table 6 depicts the value of an endogenous variabl@®=0.1474). Employee participation in DM is posiiy
Proposed Coefficients of determinatiorf{Bnd Adjusted related to performance evaluation performance (PEP)
(R?) are above 0.02, which states that mutual impaani (R=0.1348).

outstanding variable is not weak.
Table 7 Path coefficienp)

Table 6 Structural model . Dependent variable
— . Independent variable
Construct Coefficient of Adjusted . Employee performance
determination (R?) (R? Compensation 0.956¢
Employee Performance evaluation -0.528:
performance 620 L Promotion practices 0.214
o Training and Development 0.147:
Path coefficient N Employee involvement if e
The beta value path coefficient represents thpecision making :
relationship between the two constructs. The catirei
has a range of -1 to +1. The correlation is shosvrilefor The path coefficientf) H1, H3, H4, and H5 are

a negative correlation, +1 for a positive correlatiand 0 accepted. Compensation, Promotion practices, Tigini
for no association [60]. Table 6 shows the corigtat and Development, and Employee involvement in Denisi
between HR policies and promotional effectiven®ssy making positively impact PEP. However, H2 considers
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they are unaccepted, while Performance evaluation ADANCO. The considerations for evaluating facts are

insignificant in influencing PEP. compensation, performance evaluation, promotion
) ) practices, T&D, and Employee involvement in DM. Bve
Graphical representation of the model consideration has its owr? Ralue, and the cumulative one

The graphillustration for this study divides soafithe  syggests that it is a united satisfier one by tBANCO
evaluation factors into employee performance, wieee modelling.

value of R is 0.765, and presents every element by

0.854
0,810
0.846

0.774
0.734

0.845

0,866 Performance Evaluation

0.876 -
0.528 0.847
0.889 —

Compensation

0.957

0.955 o
(;E Promotion Practices &, Employee Performance | 0921
R? =0.765 0.823
—
0.796
0,776
o933 . 0.147
0.135

0.929
0.901

Employee involvement in DM

Figure 2 Model through ADANCO

Personal factors schools increasingly demand that educators wordthay

Qualitative research has uncovered two kejo develop and implement strategies for school
characteristics that encourage or discourage emhscatimprovement. The qualitative evidence confirms this
from assuming leadership responsibilities. Thestofa finding, as colleges have long been the targetewéal
shaped teachers' definitions of teacher leadeestdgheir initiatives to modernize and reform them. As pdrthe
comfort levels with taking on leadership roles. &atity new college reform, it is not unusual for facultgmbers
of the educators we spoke with had a firm grasghen to take on leadership positions in classroom icsivn and
magnitude of their leadership potential. Howevarstihad  student learning. One such example is the requitetoe
never heard of teachers in a leadership capaditgllf;, work together to organize their lessons and
knowing more about the inner workings of the uréitgr extracurriculars.
is helpful for assuming leadership roles. This leaqsp Most teachers believed that their "leadership"
when educators step up and offer to take charge.rlke, responsibilities were best served by focusing esstbom
this occurs with freshly employed educators orwvaati instruction and encouraging student improvement in
English speakers hired to teach in colleges. academic performance. We found that the term "gyach

The aim of this mixed-methods research was teadership” was rarely utilized in the schools Wweesved.
investigate the phases considerable in which edtca  Many people we talked to had no concept of "teacher
the United Arab Emirates are using leadership, eltag leaders" and only connected the term "leadership" t
the variables that have either encouraged or diaged authoritative titles. Perhaps this is because tieajized
them from becoming teacher leaders. While the nusnbeheir work was about education, not leadershijaasnan
painted a positive picture of school leadershipe thand Mackenzie [61] discovered. Our findings are
qualitative data painted a quite different pictufithe supported by the fact that not a single educatospake
quantitative findings showed that both male andalem with included “"coaching” or "mentoring” among theids
teachers regularly took on leadership responséslin the they felt instructors should do. To a similar extetie and
classroom, perhaps because principals of second&fyen [62] discovered that the vast majority of edois
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believed their leadership responsibilities endeth wie
classroom.
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