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Abstract

This study focused on determining the criteria for the assessment of
teachers’ performance. It aimed to determine ‘Teachers’ Performance
Assessment Scale’ through the opinions of teachers, administrators, and
students. Semi-structured interviews were conducted to gather the opinions
of the participants. Four education-specialists took part in the interviews and
analysis of the data. The data were analyzed by means of factor analysis and
varimax method was used to reduce the items and group the related ones.
According to the results, ‘“Teacher Performance Assessment Scale’ included
39-item and 6 sub-dimensions. Besides, self-evaluation and long term
observation of multiple indicators were found to be the most appropriate
ways to evaluate teachers’ performance.

Keywords: Performance Criteria, Teachers’ Performance, Assessing
Teachers’ Performance

Introduction

Assessment processes are used to monitor the effectiveness of
teachers, who are important directors of the educational process. In this
process, as well as assessing the performance of teachers, schools should
also be included in the performance evaluation process by making
performance definitions owing to the fact that the high performance of a
teacher or school administrator in a school alone is not enough to achieve the
expected quality of education.

The teachers develop negative attitudes toward their performance
evaluation process and criteria due to several factors, such as determination
of the criteria by the ministry of education directly and inability to represent
all teachers’ profiles in the workshops. The performance priorities of
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teachers working in different residential units, environments with different
socio-economic structures, and school climate vary according to working
conditions. The centrally determined criteria may cause difficulties for
teachers working in village schools with hardware deficiencies. While the
performance evaluation criteria are being developed, teachers expect
establishment of general criteria by referring to the opinions of teachers who
work in different schools.

In the present study, it was aimed to determine the criteria to be used
in measuring the professional performance of the teachers working at state
schools through the views of teachers, administrators, and students. The
evaluation criteria determined as a result of interviews with are expected to
meet the demands of teachers.

l.

Education is not a profession that everyone can practice, it is rather a
special profession that can only be practiced by the specially trained
teachers. Currently, schools are taking over the roles and the responsibilities
of families. Thus, it is expected from schools to create a secure and
affectionate learning environment where each student expresses himself
freely, develops himself, and learns new things. Moreover, in this learning
environment teachers are expected to be the role model for their students
with their knowledge, capabilities, and virtues (Darling-Hammond, 2006).

Teachers are the role models for the young students so that they can
develop positive behavior and understanding toward themselves and the
society. Teachers are also expected to manage the time effectively. The
lessons should be meticulously designed in line with the learning outcomes
(National Union of Teachers, 2011). In this sense, teaching is a profession
that could be performed by the individuals who know and love this
profession. Teaching also is a profession that requires special training and
unique dedication (Darling-Hammond, 2006)

Teacher candidates are one of the most important factors of the
education system. When the teacher candidates are trained in a qualified
way, they can be the qualified teachers of the future. It is not possible for the
teachers who do not know or interpret their students precisely to manage the
teaching process effectively (Beytekin, Kad1 & Toprakei, 2015). “Teaching
is a special and significant profession and a blessed occupation that has to
be put into practice by well-trained experts” (Ozcan, 2011, p. 5). The
qualified education is only conveyed to the youth through the qualified
teachers.

The new focus of the education in the current era is to be able to
educate youth with the capability of reaching the exact information through a
competent, virtuous, and critical way of thinking (Ozcan, 2011). Individuals’
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life and their expectations from the life are affected by economic, social, and
cultural changes. These expectations make the changes for the education
system necessary. Teachers, the main practitioners of the education system,
need to adapt the changes and have the qualifications that the current
educational process demands. Thus, the answer of the question ‘What are the
criteria that teachers should have?’ should be found out. By this way, the
competencies that the teachers should have should be updated to keep up
with the time (Cetin, Saridas & Arag, 2015).

According to the definition of The Department of Inspection Board
(2006), the performance assessment is a way of giving feedback to the
employees by evaluating their performance through the predetermined
criteria. The main purpose of teachers’ performance assessment process is to
evaluate teachers’ practice in an objective way by means of the feedback.
(Ministry of National Education, 2006). The fact that teachers receive
feedback about their teaching performance in a longer period compared to
other professions reveals the need for a different method of evaluation
(Peterson, 1995).

Considering the performance assessment system in educational
institutions, the assessment is the determination of how the teachers’ and
administrators’ outputs are effective in accordance with the pre-determined
capabilities. Using the performance assessment process in educational
institutions effectively reveals that the assessment and standardization are
significant also in education system which is consistent with the changes
taking place (Buyruk, 2014). The evaluation of the teachers’ performance
level is considered as the fundamental factor for teachers’ professional
development. This process involves some procedures, such as assessing
teachers’ performance and determining the appropriate methods to reach the
desired performance level (Newstrom,1993).

Erdogan (1991) defines the performance as the workers’ performing
the task, which is suitable for the workers’ qualities and abilities, within
acceptable limits. Besides, the performance is defined as the qualitative and
quantitative measure of how far the organization achieves its goals (Ozkanls,
1995). The assessment process is the objective evaluation of the employees’
effort by means of the pre-determined criteria.

Literature Review

Various assessment processes have been used to evaluate the
performance of teachers. However, the literature reveals that the 360 Degree
Performance Assessment System is the most preferred one as for meeting the
needs of the era by giving feedback to teachers and giving them the choice of
noticing different perspectives. Altan (2005), in his study, tried to figure out
an evaluation model by defining the state administrators’ perspective for the
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evaluation system. The results of the study showed that the state
administrators found the present evaluation system inefficient. In addition,
the results indicated that the 360 Degree Performance Assessment System
was needed to use in the process effectively. To accomplish the procedure,
the performance of the teachers should be formed with the views of students,
students’ parents, colleagues of teachers, and administrators (EARGED,
2006).

When the literature is reviewed about the performance assessment of
teachers, it is mostly seen that “360 Degree Performance Assessment
System” is the most popularly used one. In order to assess the performance
of teachers, it is suggested that the opinions of administrators, students,
students’ parents, colleagues as well as the self-evaluations should be taken
into consideration. Performance results are seen as more transparent and
legal through the 360 Degree Performance Assessment System. This
assessment system has an innovative structure and it provides a better
feedback for the teachers (Senol, 2003).

Moreover, the use of 360 Degree Performance Assessment System
enables teachers to see their occupational performance objectively. As the
teachers work alone in the classroom, getting the objective evaluations from
multiple indicators facilitates them to differentiate their classroom
environment and also be aware of the innovations. With this aim, Ministry of
Education prefers to use 360 Degree Performance Assessment System
instead of using the time-honored practice of the centralized management
system. Teachers’ roles in the current era have changed. They are not
disseminators of knowledge anymore, rather they are facilitators, guides, and
assistants in their students’ learning (Schreyer Institute for Teaching
Excellence, 2007).

The following research question will guide the present study:

What are the criteria that should be used in the teacher performance
assessment process according to the opinions of teachers, administrators,
and students?

Methodology

The present study applied a qualitative research method. Using this
method in researches enables researchers to define a pattern or systemic
issue or identification of a theory. The researchers using qualitative method
gather data in different ways, such as participant observation, non-participant
observation, field notes, structured interviews, semi-structured interviews, or
unstructured interviews and analysis of materials (Creswell, 2013).
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Participants and Setting

The target population of the present study is all the students, teachers,
and administrators working at any kind of state schools in Canakkale. In
accordance with the data gathered from Canakkale Provincial Directorate of
National Education, there are 5.495 teachers, 400 administrators, and 72.301
students enrolled in 398 state schools (Canakkale MEM, 2016).

The research has been carried out by using the qualitative method.
The representative sample of the qualitative method is 126 teachers, 17
administrators, and 378 students in the study area. Firstly, structured
interviews were conducted with the teachers and administrators to find out
the professional and personal characteristics of a successful teacher.
Secondly, the students studying with these teachers and administrators were
also required to provide these characteristics as well. Thirdly, the structured
interview was carried out with four academicians who are educational
specialists. The academicians’ responses and the literature review were used
to identify how useful the answers of teachers, administrators, and students
to be used in ‘Teachers’ Performance Assessment Scale’. On the other hand,
390 teachers and administrators working at state primary, secondary, and
high schools in Canakkale, participated in the quantitative method of the
study. The participants of the study were chosen randomly from all the state
schools in the study area.

Research Instrument

‘Teachers’ Performance Assessment Scale’, was developed with the
opinions of the students, teachers, and administrators. The instrument was
developed by identifying the skills students wanted to see in their teachers or
teachers’ and administrators’ privileges about their colleagues. To construct
the items coming up with the interviews, the teachers’ competencies in
teaching process identified in literature and academicians’ opinions who are
experts in the field of education were used. After determining the items of
‘Teachers’ Performance Assessment Scale’, the teachers and administrators
were asked to rate their performance on 5-point Likert type scale of strongly
agree (5), mostly agree (4), partially agree (3), mostly disagree (2), and
strongly disagree (1).

The developed instrument was validated by four education specialists
working in different educational departments at different universities. The
research question as well as the items gathered from the interviews
conducted with the students, teachers, and administrators were given to them
for scrutiny. They were asked to analyze the instrument in terms of level of
language of expression, ambiguity, duplication of statement, relevance of
items to research purpose and research questions. The comments and
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suggestions were used in composing the final copy of the data collection
instrument as ‘Teachers’ Performance Assessment Scale’.

The reliability of the instrument was determined using Cronbach’s
Coefficient alpha which was found to be 0.97. This finding showed that the
reliability of the questionnaire was high.

Data Collection Procedure

The data collection tool was applied in six primary and secondary
state schools which were chosen randomly in the study area. The schools’
different characteristics are listed as below;

e Two primary and secondary state school located in villages,

e One primary and one secondary state school located in low
socio-economic districts,

e Two primary state schools located in high socio-economic
districts.

Working with the schools, which have different characteristics and
which are located in different districts of Canakkale, enabled us to analyze
the various perspectives of the teachers, administrators, and students about
the teachers’ performance assessment process. For the qualitative part of the
research, interviews were carried out by 126 teachers, 17 administrators, and
378 students in Canakkale. Throughout the interviews, the responses to the
question ‘What are the professional and personal characteristics of a
successful teacher?” were found out. The answers to this question were
shared with four different academicians who are the experts in the field of
education. With the use of varimax rotation technique, a-39-item ‘Teacher
Performance Assessment Scale’ was formed.

For the second part of the research, the teachers and administrators
evaluated their performance according to this scale. The ‘Teacher
Performance Assessment Scale’ was responded by 390 teachers and
administrators working at primary and secondary state schools in Canakkale
via the online link of the questionnaire. Using the online link of the
questionnaire enabled a high rate of return of the questionnaire.

Analysis

The responses of the participants in the interviews were analyzed
with content analysis. The responses of the participants are defined
systematically with the help of content analysis. The data gathered from the
participants were categorized. Following this step, the similar ones were
gathered together and the items were interpreted in terms of sub-dimensions.
For the content analysis, the records of the interviews with participants were
analyzed and checked. While interviewing with the education specialists, the
same procedure was followed. The similarities in the expressions were

24



represented as in groups. In accordance with the feedback of education
specialists, some of the items were taken out and some of the definitions
were changed. With these changes, 59-item ‘Teachers’ Performance
Assessment Scale’ was ready for the initial pilot practice. The validity of the
instrument was determined by factor analysis. Through the factor analysis,
the number of the items was reduced. The items related to each other were
grouped. In addition, independent statistically meaningful items were
created. The aim of the factor analysis was to reduce the number of the items
and categorize them by defining the relationship between the items (Kalayci,
2010). In order to check whether the instrument was suitable for factor
analysis, explotorary factor analysis was conducted. The calculated KMO
value of the scale was 0.944 which meant that the instrument was exactly
suitable for the factor analysis. To use the varimax method, it is required that
each item needs to be at 0.45 value to be included in the scale. The items
below 0.45 value were removed form the research instrument.

Findings
After performing the factor analysis, 15 items (2, 10, 21, 25, 30, 31,
37, 40, 41, 43, 44, 46, 49, 51, 52) were taken out of ‘Teachers’ Performance
Assessment Scale’. After the use of the varimax method, it was concluded
that ‘Teachers’ Performance Assessment Scale’ included 39 items and 6
dimensions. The items and sub-dimensions are listed as below:
. Professional development and Valuing Students: The first
sub-dimension consists of two sub-sections
‘a) Following professional Developments’ and
‘b) Valuing Students’ with a total of 8-items.
la) Following professional Developments, 3 items
19. The teacher places emphasis on developments as a professional,
participates in in-service trainings, works as a researcher, and follows the
literature in his field.
45. The teacher is hardworking and eager to do scientific researches.
3. The teacher is open to learning and innovation. The teacher
follows and implements the innovations not only in education but also in his
field.
Ib) Valuing Students, 5 items
1. The teacher places particular importance on students in different
levels and assesses the students’ learning potentials.
6. The teacher is knowledgeable in his field and the teacher can
transfer his knowledge to his students.
8. The teacher communicates with his students effectively and
empathizes with his students and parents.
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24. The teacher attracts the students’ attention by using the body
language effectively.

32. The teacher realizes the shortcomings of the students through the
evaluations and repetitions.

I1. Arranging the Learning Environment, 7 items

50. The teacher makes changes in accordance with the students’
interests and needs in the teaching and learning process.

38. The teacher takes into consideration both students’ and the
school environments’ interests and needs while choosing homework and out-
of-classroom activities.

42. The teacher is honest and consistent in his behaviors.

29. The teacher is a good listener, the teacher listens to all of his
students and pays attention to their ideas.

14. The teacher loves children and practices his profession willingly.

16. The teacher assesses the students’ diversities in accordance with
the multiple intelligences theory.

17. The teacher is open to criticism and development, the teacher can
self-criticize.

I11. The Classroom Interaction, 9 items

28. The teacher is disciplined in classroom management and in all
the interactions with his students.

36. The teacher arranges the seating order to facilitate students’
learning process and in accordance with students’ features.

53. The teacher directs his students to use their in-class and out-of-
class time effectively.

23. The teacher is open to co-operation and willing to share.

33. The teacher uses the board in a well-organized and apprehensible
way.

12. The teacher uses his experience effectively in the profession.

13. The teacher takes radical decisions about students’ developments,
the teacher is self-sacrificing and devoted to his job.

27. The teacher determines the boundaries of his relationship with his
students, the teacher treats each student equally and gives equal opportunity
to his students during the lesson.

34. The teacher takes decisions with his students and applies them.

IV. Contributing to Students' Development, 6 items

5. The teacher is ready for his courses with the needed documents.

7. The teacher is pedagogically sufficient and expert in his field.

11. The teacher is aware of his responsibilities for his courses.

15. The teacher knows his students personally and enriches his
courses by taking into consideration his students’ individual differences. The
teacher is creative.
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20. The teacher creates a free learning environment and educates
students who think and express themselves freely.

39. The teacher plans his activities and while implementing his
activities, the teacher aims to take each of his student further than the
current level of their knowledge.

V. Being in interaction with the School Environment, 4 items

47. While working for the development of the school, the teacher co-
operates with his students, his colleagues, local authorities, professional
organizations, and non-governmental organizations.

48. The teacher participates in the school’s social, professional, and
cultural activities and acts as a leader when it is needed.

35. The teacher organizes extracurricular activities with his students
and spends time with them outside of class hours.

9. The teacher uses games and entertaining activities during the
courses, enriches the lesson with various activities.

V1. Being the Role Model to His Students, 5 items

4. The teacher is a role model to his students by reflecting the social
values to them.

18. The teacher speaks his native language appropriately and
becomes a model to his students with his elocution.

22. The teacher has a high ability of persuasion and expression.

26. The teacher plays an active role in the process of problem
solving.

54. The teacher guides the parents in solving the problems students
experience throughout their study period.

Conclusion and Suggestions

With this present research, it is concluded that teachers do not prefer
the time-honored practices activated with limited-time and limited-
background knowledge. Instead, teachers are in favor of evaluating their
performance through multiple indicators with a long term observation. This
finding lends support to Gozutok (2000) who found that the most suitable
method for the teachers’ performance assessment process was self-
evaluation. As a conclusion, the results indicated that for the teachers who
are aware of using the scientific research methods, ready for improving
themselves, open to the innovations and also have high motivation, the most
appropriate assessment process should include multiple indicators.

The findings showed that ‘Teachers’ Performance Assessment Scale’
is combined of 6 sub-dimensions. ‘Professional development and Valuing
Students’, “la) Following professional Developments’ , ‘lb) Valuing
Students’, “Il. Arranging the Learning Environment’, ‘Ill. The Classroom
Interaction’, ‘IV. Contributing to Students' Development’, V. Being in
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interaction With the School Environment’, *VI. Being the Role Model to His
Students’.

Besides, Ministry of Education EARGED (1999) conducted a
research to analyze what the qualifications of modern teachers should be. It
was stated that giving importance to the improvement of students, classroom
activities, skills at communication technologies, professional development,
and social relationship were the significant sub-dimensions. It can be
concluded that the dimensions of ‘Teacher Performance Assessment Scale'
are similar with the dimensions of the research carried by EARGED.

In the study conducted by EARGED (1999), the reason for having the
skills of information communication technologies comes to the forefront. It
might have come out with the decisions taken by the VI. Five-Year
Development Plan (1989). It was decided to take necessary measures to
expand the computer-assisted instruction in the VI. Five-Year Development
Plan (Aksoy, 1989 cited in Celikdz, 1997). The development of the societies
and the efforts of the education system to keep pace with the era are
highlighting different aspects of the teaching profession. In the research
conducted in 1999, teachers’ ability to use new methods and computers in
their lessons effectively was stood out. For this reason, the 'Role Modeling'
factor has come to the forefront in the ability of teachers to have the skills of
ICT. With the development of technology, the convenience of accessing
information has increased the importance of using the right information and
accessing the information correctly. For this reason, teachers' role modeling
is the foreground in this research. So teachers’ responsibilities include
helping students develop deeper knowledge in specific topics. They are
considered as role models in their societies (Eacute & Esteve, 2000).

Along with the development of technology, accessing the right
information and using the information in an appropriate way became more
important. As a result, in this research teachers’ ‘being the role model to his
students’ dimension comes into prominence. In the study conducted by Oguz
(2006), the criteria for the administrators’ performance assessment process
were examined through the perspectives of teachers, inspectors, and
administrators. Teachers’ mostly highlighted performance assessment
criteria  for administrators was healthy communication based on
administrators’ listening to both school staff and parents. On the other hand,
administrators emphasized the importance of following the educational
developments and the criteria related to administrative processes. In addition,
inspectors focused on the criteria related to the schools’ getting ready for
education. In this sense, the performance assessment criteria found in this
study differ from the results of the study carried out by Oguz (2006).

The studies carried out by Education Ministry in 2006 created an
insecure working environment among teachers and let teachers think that
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administrators were criticizing them rather than giving feedbacks. In
addition, the results could not be put into practice and the research failed to
create a performance assessment tool for the teachers working at state
schools. For this reason, it is crucial to develop a teacher performance
assessment scale and put it into practice (Bayram, 2006).

This study has some implications for the administrators of Education
Ministry while renewing the currently used teachers’ performance
assessment scale by holding out interviews or conferences to gather the ideas
of teachers and administrators. The results indicated that teachers were in
favor of the use of long-term observation and self-evalution as a tool of
performance assessment. Thus, the managements of schools may use the
compentencies identified as needed by a high-performance-teacher and
develop their schools’ own assessment instrument. Currently, school
administrators’ roles are changing in accordance with the changes and
innovations in the modern world. Their main responsibility in this changing
nature is to manage and control these changes and benefit from them in their
organizations (Beytekin & Arslan, 2017).

As a final remark, the results of this study were limited to the
opinions of the students, teachers, and administrators participated in the
research. In addition, the data gathered through the participants were limited
to the instrument formed by the researcher. Future researchers may employ
‘“Teachers’ Performance Assessment Scale’ with a larger sample in order to
obtain more generalizable results.
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