Running head: A COMPREHENSIVE TRAINING STRATEGY FOR TRAINING STUDENTS ON RATING THE LECTURERS’ PERFORMANCE AT MEMORIAL UNIVERSITY 	1
A COMPREHENSIVE TRAINING STRATEGY FOR TRAINING STUDENTS ON RATING THE LECTURERS’ PERFORMANCE AT MEMORIAL UNIVERSITY 			2




A Comprehensive Training Strategy for Training Students on Rating the Lecturers’ Performance at Memorial University
Student’s Name
Institution Affiliation










Introduction
Assessment of human performance in an organization has over the years been of an interest both at corporate and institutional levels. The performance appraisal systems involve subjective ratings among the raters and thus, contribute to lack of accuracy on ratings. However, the approach of training cannot be ruled as a sole cause of inaccuracy but also the skills possessed by raters. This article describes a comprehensive training strategy of enhancing students’ understanding on evaluating the lecturers’ performance at Memorial University. The paper describes three raters training approaches including the performance dimension, the frame of reference and behavioral observation training approaches. 
The Training Strategy
The whole session will take 330 minutes (five and a half hours) to cover the three approaches to training. Each approach to training is allocated specific time frame as discussed below. 
Performance Dimension Training 
Performance dimension training approach was one of the training approaches developed as a reaction to the inconsistency experienced with the use of the rater error training approach. This training approach requires raters to establish and use appropriate dimensions of workers performance that facilitate rating performance (O'Leary, Weathington, Cunningham & Biderman, 2015). Performance dimension training approach is used on the hypothesis that global judgments are inappropriate in rating performance and thus, the need for using relevant judgments. Relevant judgments result in more accurate ratings. After the training, the students will be expected to have a deeper insight into the performance dimensions of lecturers and how they are rated. This is aimed at improving the students’ accuracy in making decisions regarding the lecturers’ performance (Elverfeldt, 2005). 
Description of the Training 
The performance dimensions training would involve two sessions of one hour 
First session: Provision of Information 
The training would involve a lecture on the performance dimensions of lecturers and how they are rated, definitions and explanations of the rating scales. Students will be required to make short notes during the discussion for future reference and to enhance an understanding of the performance dimensions appropriate in rating lecturers.  This session will be an open discussion where students will be allowed to ask questions and participate constructively during the session. 
Second Session: Assessing Understanding among the Students 
This session will involve viewing a tutorial video and the students will be required to describe the performance dimensions of the tutor after watching the video clip as well as rate the tutor according to what was discussed in the previous session through individual writing. The students will compare their results and discuss the reasons behind their different opinions in groups of four students. A closing discussion will be made to ensure a better understanding of the dimensions appropriate of rating lecturers’ performance. 
The Frame of Reference Training 
Just like the performance dimension training, the frame of reference training approach focuses on giving raters with standards relating to standards for every dimension of rating. However, the frame of reference training differs on performance dimension training on giving the trainees feedback on their work (Gorman & Rentsch, 2009). Raters make ratings as well as receive feedback on the quality of their practice ratings. The primary goal of the frame to reference training is to train the raters in the use and sharing of similar conceptualizations of performance during evaluation.  Therefore, this approach to training entails the categorization of behaviors under appropriate performance dimensions and making correct judgments on the appropriateness of those behaviors (Schleicher, Day, Mayes & Riggio, 2002). Thus, by the end of training, students will be able to evaluate the performance of the teachers with reference to standard specifications more accurately. The raters will receive feedback on their individual ratings on observation to better understand areas that they make errors on the evaluation forms. 
Description of the Training 
This training will have three sessions lasting for 30 minutes each 
First Session: Description of Competencies, Indicators, and Dimensions of Lecturers Conduct with a Focus on Behavioral Examples and Innovation Competence. 
This session will involve a lecture with an objective of having a general understanding of central indicators, concepts and dimensions of lecturers’ competence. The session will also involve giving examples of characteristics of a competent lecturer as well as the characteristics of a bad performing lecturer. Therefore, by the end of the session, the students will be able to rate the lecturers’ performance with a reference to standards provided. 
Second Session: Classification 
The students will describe the behaviors of specific characters in a video in specific dimensions. The lesson will include a short video with three characters and the students will be required to collect descriptions of verbal behavior and carry an assessment of each of the three characters in the video with a consideration on;
· Application of ethical values 
· Facing conflicts with the flexibility of reaching an agreement
· Consideration of the implications of the character’s task for society  
The students will also discuss in groups their results and compare them with expert solutions on standard dimensions that describe a competent teacher and a poor performing. 
Session Three: Ability to Assess More Complex Behavior Sequences Accurately
Students will be provided with behavior descriptions to specific dimensions. The students discuss in groups on the feedback to reach a consensus on what differentiates a competent teacher from an incompetent teacher. A closing discussion is made on the consensus on the students’ ability to assess short behavior sequences correctly. 
Behavioral Observation Training 
Behavioral observation training approach emphasizes accurateness in behavior observation (Helker & Stange, 2011). This approach entails keeping a record of observations or taking notes. The approach is considered to significantly reduce the rating errors and results in increased rating accuracy (Noonan & Sulsky, 2001). 
Description of the Training 
The training on behavioral observation would involve four meetings each taking 30 minutes

First Training: Differences in Individual Observation 
The training would involve providing the students with two videos covering tutorials by instructors to learners. The videos will have different behavioral characteristics among the characters to establish the student’s level of observation, perception, detection, and recognition of various aspects of behaviors. The training would also involve a general discussion on what are good behaviors as well as on what are bad behaviors of the instructors. Students would be required to write down their observations independently. After writing their individual observations on behavior, students would be asked to compare their observations. After an individual comparison of their observations, the students will be allowed to discuss the possible causes for the differences on their observations. The students will be requested to share their experiences and end the first training. 
Second Training: A Presentation of Different Psychometric Criteria 
This training session would entail a lecture with an objective of making the students get acquainted with the concepts of reliability, objectivity, validity, and accuracy of social perception. The students will be required to record their own perception as a method of self-evaluation on observations. 
Third Training: First Experience with the Rating and Being Rated 
The students would be given small problem-solving assignments with a rating of 1-10. This will involve forming groups comprising of four students. While the two students work on the problem-solving task, the other two students would be observing and assessing them on the described rating. Subsequently, the two observers would compare their ratings and discuss the possible reasons for differences. The students would also share their experiences of being rated and rating others. 
The Final Training: Identification of Relevant Information – Practice of Observing and Recording Evidence
The students will be provided with two videos with different tutorial content where they will be required to write short descriptions of the relevant behaviors of the tutors as objectively as possible. Further, the discussion of the results will be conducted in mini-groups. The training would end by providing feedback to the individual student and a closing discussion would be made. 
Conclusion
Having a better understanding of the dimension of performance has a significant impact on the accuracy of performance rating among raters.  Although rating performance is subjective to individual observations, training influence the raters level of accuracy and minimizes chances of making errors attributable to lack of better understanding of the underlying factors of performance ratings. The comprehensive training to students would enhance accuracy on rating the teachers and the university and increase the chances of better services to the students.
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