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Abstract 

The purpose of this research was to reveal how the performance evaluations of teachers in a private 

school were made and the results of those evaluations. The research was designed as a case study, 

which is one of the qualitative research methods. The research was carried out in the 2013-2014 

academic year. The participants of this research were 15 teachers, 3 administrators, 6 students and 4 

parents. The data were obtained through semi-structured interviews. Findings revealed that the 

performance evaluation of the teachers were based on the surveys from students, school 

administrators and parents, general observations made by school administrators, course inspections 

and follow-up with digital cameras.  In this context, teachers were awarded during the year and at the 

end of the year depending on their performance evaluation results. Participants also mentioned some 

positive and negative consequences of the performance evaluation in the school. The rewards given 

vary based on the performance of the teachers. The main rewards were as follows: salary increase, 

plaques and certificates with symbolic value, and contract renewal. On the other hand, teachers were 

punished due to their low performance. The consequences of the punishment were as follows: verbal 

or written warning penalties, low pay raise in salary, termination of some duties at the school and 

non-renewal of contract/dismissal.  
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Introduction  

Recent years have witnessed the effects of neoliberalism in education as in every field. This 

efficiency and market-based approach have brought with it different expectations at every level of 

education (Dahlstedt & Fejes, 2019; Espinoza, 2017; Press et al., 2018; Torrance, 2017). Accordingly, 

accountability in education and performance evaluation processes are becoming increasingly 

important in order to improve education and increase student success (Cochran-Smith et al., 2017; 

Flores & Derrington, 2017; Ehren & Perryman, 2018; Holloway et al., 2017; Hoy & Miskel, 2010; 

Kim, 2018; Ozga, 2013). Moreover, these processes occur in many educational institutions. 

Furthermore, evaluations in schools shows examples of efforts to establish strict performance and 

accountability standards to meet the high expectations of society in education (Fusarelli & Johnson, 

2004).  

On the other hand, efforts to set standards have paved the way for the private sector in many 

developing countries with the new public management approach (Cope et al., 1997; Çevikbaş, 2012; 

Hood, 1995). Since this approach is based on entrepreneurship and competition, it accelerated the 

development of private institutions (Kurt & Uğurlu, 2007). Therefore, supporting the private sector in 

increasing productivity has begun to be seen as an opportunity (Özer, 2005). Unsurprisingly, many 

sectors, including educational institutions, have started to evaluate the performance of employees in 

line with different corporate purposes (Cleveland et al., 1989).  

For the first time in Turkey, transition to the performance evaluation system in the public 

sector was proposed with the Eighth Five-Year Development Plan. It is therefore clear that 

preparations for the transition to the performance evaluation system in schools have started and pilot 

studies have been initiated in some schools (Altun & Memişoğlu, 2008). The purpose of performance 

evaluation is shown as increasing the performance of the employees, ensuring efficiency and 

increasing the quality of the service provided (Yılmaz & Turan, 2019). As a matter of fact, increasing 

the quality of education is possible with effective planning of qualified human resources (Öztaş & 

Gürcüoğlu, 2018). In particular, performance evaluation in schools provides feedback on the 

educational decisions to be taken by the school administration and makes it easier to determine 

whether certain institutional standards have been reached (Çelebi et al., 2018; Erdağ & Karadağ, 

2017). 

It is obvious that the evaluation of teachers’ performances in order to establish certain 

standards in schools contributes positively to teaching (Murray, 1997). Therefore, performance 

evaluation of teachers attracts the attention of education stakeholders all over the world (Flores & 

Derrington, 2017; Liu et al., 2016).  In this context, private schools, which have to maintain 

entrepreneurship and competition, attach importance to improving the quality of their teachers (Ford 

et al., 2018). Since low teacher qualification is shown as the most important reason for low school 
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performance (Ingersoll & Collins, 2017), private schools want to perform the performance 

management of teachers in the best way. For this purpose, different methods are adopted to evaluate 

the quality of teachers in private schools and to ensure the development of teachers (Ford et al., 2018).  

A sizeable literature on the performance evaluation of teachers in Turkey is mostly carried out 

by referring to the opinions of teachers and administrators in public schools (Altun & Memişoğlu, 

2008; Bozan & Ekinci, 2017; Konan & Yılmaz, 2018; Topuz & Yılmaz, 2019). However, since the 

number of studies conducted in private schools is limited; it is recommended to focus on studies to be 

conducted in such schools (Sağbaş & Özkan, 2019). This study is important in terms of revealing the 

practices for performance evaluation of teachers in private schools where competition is quite high, 

and showing the performance evaluation processes. Explaining the details of teachers’ performance 

evaluation will contribute to the field of educational administration. Therefore, this study examined 

how teachers’ performance evaluations were made in a private school.  

Private Schools in Turkey 

Education and training institutions that plan their own budgets and expenditures are called 

private schools (Uygun, 2003, p. 108). There are four different types of private schools operating in 

Turkey according to the Law on Private Education Institutions. These types of private schools are: (i) 

Schools opened by Turkish nationals (ii) Schools opened by foreigners (iii) Minority schools (iv) 

International private education institutions (Kulaksızoğlu et al., 1999). These private schools are 

established by locals or foreigners; and they provide education within the framework of legal 

regulations (Uygun, 2003). Private education institutions can be opened with the permission from the 

Ministry of National Education. The qualifications and conditions of the personnel who will work in 

these institutions must be the same as those working in the official schools of the Ministry of National 

Education. Private schools, with exceptions, apply the relevant curriculum of the Ministry of National 

Education (Kulaksızoğlu et al., 1999). The government encourages private schools at all levels of 

education. These schools are expected to meet the quality education expectations of the society by 

providing competition in education (Uygun, 2003, p. 107). According to the statistics of the Ministry 

of National Education for the 2019-2020 academic year, a total of 1,468,198 students receive 

education in 13870 private education institutions in Turkey; and 174,750 teachers work in these 

schools (MEB, 2020). Therefore, the burden of public education in education can be reduced by 

opening private schools. However, it is not suprising  that private schools can set an example in 

increasing the quality of education with their innovative practices (Özdemir & Tüysüz, 2017). Since 

private schools choose their teachers, they may also prefer to employ teachers with master's and 

doctorate degrees. Moreover, when compared to public schools, private school students have a higher 

university admission rate (Erdoğan, 2002). However, such findings can be misleading where school 

effectiveness is not measured. The rapid change process in all areas of the world paves the way for 
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private schools due to their entrepreneurial structure. In this respect, there is a growing argument that 

private schools can be a solution to the schooling problem in Turkey (Parlar, 2006, pp. 18-19). It is 

clear that private schools need qualified teachers in order to be competitive. In private schools, 

different methods are adopted to evaluate the quality of teachers and to ensure the development of 

teachers (Ford et al., 2018). However, due to competition in private sector, measures should be taken 

regarding the occupational safety, working conditions, wages and social and psychological health of 

teachers in private schools (Çimen & Karadağ, 2020; Sever & Aypay, 2014). 

Performance Evaluation of Teachers 

The radical changes experienced in the fields of economy, politics and culture in the world 

have led to an increase in social expectations in education (Nartgün & Kaya, 2016). These rapid 

changes have also led to the emergence of processes for ensuring accountability in education, school 

reforms and effectiveness in school (Şişman, 2011).  This situation has caused formation of different 

performance evaluation systems. Therefore, demanding  accountability in the private sector is closely 

related to meeting the expectations of stakeholders (Gaventa & McGee, 2013, p.2). 

Since the 1980s, parents started to prefer private schools with the expectation of a better 

education (Açıkalın, 1989). The characteristics and qualifications of teachers in private schools are 

also cited as a reason for this demand (Hesapçıoğlu & Nohutçu, 1999). As a striking  example of this 

is that parents want their students to gain a good university in line with their high career expectations 

(Erdoğan, 2002). Private schools, which have to meet these demands, want their teachers to be highly 

motivated and expect them to provide qualified and high-quality education (Kocabaş & Karaköse, 

2005).  Accordingly, administrators working in private schools exhibit a higher level of leadership 

(Aslan & Ağıroğlu Bakır, 2014; Birekul, 2018) and take on more responsibilities (Karaköse & 

Kocabaş, 2006; Topçu, 2010). 

The fact that the influence of the teacher on student learning is frequently emphasized in 

many international publications has increased the interest in teacher quality and evaluation (Paufler et 

al., 2020; Tuytens & Devos, 2017). Schools perform performance evaluation by making teachers 

accountable (Reinhorn et al., 2017). Evaluation of teacher performance is carried out to measure 

teacher quality and to support teachers' professional development (Ford et al., 2018; Lillejord et al., 

2018; Looney, 2011; Su et al.,  2017). For this reason, different tools and methods are used to 

evaluate teachers’ performance and to measure how teachers contribute to student learning and 

success over time (Amrein-Beardsley & Holloway, 2019). Models and methods such as 360-degree 

feedback system (Kantos, 2013), school principals’ observations (Grissom & Bartanen, 2019) and 

students’ evaluations of teachers are frequently applied (Finefter-Rosenbluh, 2020; Moran, 2017). 

Indeed, it is argued that student learning can be facilitated when the necessary importance is given to 
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teacher performance evaluation by creating an environment of trust in the school (Donaldson & 

Firestone, 2021). 

However, it is possible to see some implementations that are criticized in the evaluation of 

teacher performance in schools (Derrington & Campbell, 2018). It is known that school leaders spend 

a significant amount of time on teacher evaluation. While some of the school principals think that 

allocating this time for performance evaluation, observing and providing feedback to teachers is an 

important skill, most of them think that evaluating teachers’ performance is a waste of time and 

hinders their work (Lavigne & Chamberlain, 2017). This supports the perception that the 

discretionary evaluation processes used by school principals in the evaluation process are made 

perfunctorily (Donaldson & Woulfin, 2018). In addition, in systems where teachers are evaluated 

according to the academic performance of their students, teachers' motivation decreases (Cuevas et 

al., 2018; Erichsen & Reynolds, 2020). For this reason, it is necessary to make alternative applications 

to uniform assessment methods based only on student results (Paufler et al., 2020). On the other hand, 

discussions have increased over the inadequacy of different teacher performance evaluation systems. 

Discussions continue that these assessments cannot distinguish qualified teachers (Steinberg & Kraft, 

2017). 

There are some other opposing views on this matter. These evaluations are criticized because 

they create resistance in schools and reflect very poorly the multifaceted work of teachers (Storey, 

2002). Considering the reasons that lead to criticism of performance evaluation, they are based on 

quantitative measures rather than qualitative measures. Quantitative evaluations have a negative effect 

and affect motivation negatively (Kallio & Kallio, 2014). Teacher evaluation processes fall short of 

evaluating professional competencies and harm the professional identity of teachers (Bradford & 

Braaten, 2018). However, although the reasons such as job loss, termination of duty or salary cuts that 

may arise as a result of teachers’ performance evaluation are criticized, contrary to what is thought, it 

is also shown as the primary motivation source in the professional development of teachers (Ford et 

al., 2017). 

Method 

Research Design 

This research was designed as a case study, which is a qualitative research method. In order to 

examine how the performance evaluations of teachers in a private education institution are carried 

out, interviews were conducted with teachers, administrators, students and parents in the 2013-2014 

academic year. 
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Study Group 

The participants of this research were 15 teachers, 3 administrators, 6 students and 4 parents.  

The purposeful selection of the participants includes the decision-making processes related to the 

sample in order to obtain more detailed information in the interviews (Cresswell, 2007; Neuman, 

2010). Therefore, the researcher determined the participants according to certain criteria in the private 

high school where the research was conducted. People who met these criteria were asked whether 

they volunteered. Participants who voluntarily participated in the study were included. After the 

participants were given detailed information about the interview process, interviews were conducted. 

Data Collection Tool 

Since a holistic analysis is made in case studies, several different data collection tools can be 

used. Therefore, interviews, observations and document analyzes are frequently used in case studies 

(Yıldırım & Şimşek, 2008). Since this article was carried out within the framework of a single 

question of the doctoral study, especially the data obtained as a result of the interview was taken as a 

basis. A semi-structured interview was used within the scope of the research. Due to the complex 

nature of schools, case studies are preferred in many studies in the field of education (Merriam, 1998). 

In addition, case studies allow the researched subject to be examined in more detail (Yıldırım & 

Şimşek, 2008). The interviews were held at the places and times that the participants deemed 

appropriate, after appointments were taken from the participants. 

Data Analysis 

According to Yin (2009), researchers analyze data in line with the analysis strategies they 

have determined. Some of the techniques performed in the analysis process are as follows. (i) 

Arranging and sorting the data appropriately (ii) Sorting the data into appropriate categories (iii) 

Sorting the events within the scope of the research in a certain order. Within the scope of this 

research, firstly, the records obtained from the interviews with different participants were transcribed. 

Then, the answers given to each question were read and the important concepts were determined as 

codes. Then, codes were created by repeatedly reading the data in each main section. Categories were 

created from the generated codes and themes were revealed based on these categories. Finally, 

comments were made based on themes. 

Reliability and Validity of the Data 

In this study, interviews were conducted with different stakeholders (teachers, administrators, 

parents and students) in line with the processes stated by Yin (2009) regarding validity and reliability. 

Data obtained from different stakeholder participants were explained as supporting evidence for each 

other and descriptions were made. In addition, the opinion of a field expert on the comments of the 

interviews was sought. 
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Findings 

In this section, there are findings about the performance evaluation processes of teachers. 

Since the researcher was constantly observing within the institution, he also stated some relevant 

situations in the findings. 

Findings on the Performance Evaluation Process 

When the participants were asked how the performance evaluation was made, it was seen that 

the participants first mentioned the surveys. When the interviews were examined, it was revealed that 

the teachers were evaluated at least once a semester through surveys. Thus, the stakeholders who 

answer the surveys score the questions asked about the teachers. With the average score of each 

teacher, the ranking of the teacher in the whole school is determined. This ranking is published on the 

school’s official website. Different participants mentioned the following in their statements about the 

implementation of the surveys: 

Teacher 12: “Performance evaluation is done by survey method separately in the 1st and 2nd 

semesters of the school.” 

Teacher 10: “There are surveys filled by parents and students. There are surveys that 

administrators fill out about teachers.” 

The explanations of Teacher 12 and Teacher 10 reveal when the surveys  were conducted, and 

which stakeholders evaluated the teachers. On the other hand, in the statements of Teacher 9, it was 

pointed out that the surveys were administered over the internet. The statements of Student 1 and 

Parent 1 confirm the teachers’ statements. Parents state that they were asked to make an evaluation on 

teachers. It is seen that the surveys to evaluate the performance of teachers are filled separately by 

parents, students and school administrators: 

Teacher 9: “Surveys  are being conducted. All the students answer the questions about us. 

They do this on  internet-based programs. Scoring is done online.” 

Student 1: “For example, there are some forms on the internet; about teachers…. we can 

answer in the form. ” 

Parent 1: “At the end of the semester, they give us surveys. We evaluate teachers’ 

performance. They can also call us on the phone to remind the surveys. So we do it. These 

provide an opportunity to evaluate the performance of teachers.” 

As a matter of fact, Administrator 1 also points out that teachers are scored quantitatively, 

drawing particular attention to scoring: 
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Administrator 1: “First, a survey is prepared for the students. Those surveys are opened to 

students. They evaluate between 0 and 100.” 

Participants stated that their superiors in the hierarchy made general observations and 

evaluated teachers based on some criteria. It is understood that these general observations cover 

evaluations in different fields related to many criteria related to education. From the statements of the 

participants, it was seen that many factors that are both disruptive and positive were evaluated. Also, 

general evaluations play an important role in the formation of a general opinion on the renewal of 

teachers’ contracts, which is held at the end of the year. Different participants expressed this situation 

as follows: 

Teacher 7: “So first of all, the coordinators evaluate the teachers. Those current performance 

criteria are evaluated there. The teacher's contributions to the group, teamwork are evaluated.  

Collaboration, the materials he/she applies in the classroom, that is, all events related to 

his/her own branch in a very broad sense are noted by the group coordinators.” 

Teacher 9: “They try to take note of everything that happens. Of course, this is related to the 

point of view of the administrators. They then evaluate them on a person-to-person basis, 

evaluate what they have written rather than what they remember, according to the criteria set 

by our school.  They make their decisions about whether they will work with the teacher the 

next year.” 

Teacher 3: “The person who observes and follows us is either our coordinator, our assistant 

principals or the principal. Based on all quantitative data such as the duration of the smart 

board recordings, our  classroom management, they reach a successful or unsuccessful 

conclusion about the teacher at the end of the year.” 

Administrator 2: “We observe everything. The monthly reports to be submitted should be 

prepared on time. We observe how they communicate with our students’parents. ” 

Participants stated that another important pillar of the performance evaluation process is the 

supervision of teachers' lessons. It was stated that the course follow-ups were made especially by the 

department coordinator. From the statements of the participants, it is obvious that teachers’ file 

control was also carried out in addition to following the course. Therefore, a lot of  importance is 

given to the students' development, such as the nature of the homework. 

Teacher 10: “This is mostly done in the form of watching a lesson in certain periods, 

watching a lesson of each teacher.” 

Teacher 4: “They come and watch our lessons from time to time..” 
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Teacher 1: “The coordinator monitors each of his/her teachers in this school;  one or more 

times during the semester.” 

Teacher 11: “The coordinator himself/herself can come to our lesson and be a guest.” 

In the statements of the participants, it is understood that another method used from the 

performance evaluation of the teachers is tracking/monitoring with cameras. The  recordings are made 

with the cameras with audio and video, and 24/7 digital monitoring is done. It has been revealed that 

especially when some positive or negative events about a teacher are received, camera recordings are 

watched in order to confirm this situation. Accordingly, it was also reflected in the statements that 

teachers were given feedback from time to time: 

Teacher 4: “We have cameras in our classrooms. With the help of cameras, they  watch you at 

any time.” 

Teacher 11: “The lessons are followed by the cameras in the classroom that record audio and 

also record images. Feedback on these is given to us.” 

Teacher 9: “Administrators make instant observations through the doors in the classroom, and 

they can observe all of our lessons moment by moment because there are cameras in our 

classrooms.” 

Teacher 10: “But as I just said, if they want clarify or understand some certain things, the 

lessons of that teacher about a teacher can be watched a little more than others.”   

Teacher 5: “While the monitoring in the classroom was taken with the camera before, now 

there is audio-video monitoring. Sometimes this is not enough. The coordinator can come to 

the lesson and watch you. They want to know how  the classroom management is. ” 

Participants are also aware of the fact that teachers are being watched, and they think that 

living with this feeling is contrary to educational psychology. 

Teacher 13: “For the last 2 years, our monitoring has been done in our buildings, especially 

with the camera system. We have both in our classrooms and in the corridors, in our rooms, 

everywhere. Because there are cameras everywhere…. We feel that the school is like 

someone is spying on us.” 

It is clear from the statements that the evaluation of the performance of the participants at 

school has some positive results. Accordingly, it has been stated that teachers who get high scores or 

show high achievement in certain fields as a result of the evaluations made during the academic year 

are awarded; and these awards are given to the relevant teacher on some special days. The awards are 
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sometimes symbolic. Also, contract renewal at the end of the year is perceived as an important form 

of reward by the participants: 

Teacher 10: “They give points to the teachers. Teachers  who have  high scores  are awarded. 

We are private school. Contracts are made every year. If some evaluations about you are 

insufficient, this may be reflected in your raise rate.” 

Teacher 9:  “They give plaques and monetary awards  on teacher's day to a few people” 

Teacher 8: “On a teacher’s day, plaques are given. Moreover,  a reward is given if a teacher’s  

project has received a degree in national competitions. If he/she has a  degree in Turkey. ” 

An administrator stated that awarding teachers based on performance evaluations increases 

motivation at school, and that this reward, even if it is symbolic, is meaningful as follows: 

Administrator 2: “We are talking about the motivations of the teachers. Sometimes we take 

some of the  meetings as an opportunity and present a document to our teachers in order to 

award the good activities they have done so far. Maybe, it is a certificate of achievement, but 

still it is important.” 

Participants also mentioned some negative consequences of performance evaluation. They 

stated that teachers were frequently exposed to warnings during the evaluation process. According to 

this,  coordinators of the departments intervene in the wrong  behaviors of the teachers in the school. 

However, the process gains a new dimension with verbal and written warnings with the involvement 

of the principal and assistant principals in situations that persist despite reminders and are not 

corrected. These warnings are processed in TTS (Teacher tracking system). The warnings recorded in 

the TTS are considered together with other performance evaluation elements and affect the decision to 

be made about the teacher at the end of the academic year. As a result, it may cause teachers to 

receive a lower raise in the new contract, to be dismissed from some senior positions at the school. 

Also teachers can be fired  by terminating their contract. It is seen that such situations are perceived as 

ordinary events in the routine of a private school. 

Teacher 1: “For example, the teacher may have some inadequacies. He may have 

inadequacies in classroom management. First, guidance is given about what should be the 

right behavior. Then, they may warn you.” 

Teacher 2: “During the academic year, from your coordinator, you get feedback. If there is 

something wrong, they warn you.”  

Teacher 11: “For example, if there is a problem with your presentation on the smart board you 

are warned directly.” 
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Teacher 4: “They warn you. They remind your responsibilities if you fail to do them.” 

Teacher 7: “So, if there is a problem, let's say the teacher hardly manages the classroom, 

administrators talk to the teacher and warn. ” 

School administrators confirm the statements of many participants. It is stated that they 

warned teachers and these warnings are very common. When the statements are examined, it is 

understood that teachers with less professional seniority are exposed to more warnings. In addition, 

the contracts of inexperienced teachers are more terminated at the end of the year. On the other hand, 

these intense warnings may be related to many issues; from simple actions like coming to school a 

little bit late, to serious negligence of duty. This situation was reflected in the statements of the 

participants as follows: 

Administrator 1: “If the mistakes continue, they will receive a warning.  First He/she receives 

a verbal warning. If he/she continues to make mistakes despite the verbal warning, this time 

we give the envelope. Yellow envelope, which means you get a written warning.” 

Teacher 9: “So they warn us. If they warn you several times, different measures can be 

taken.” 

Teacher 6: “They warn us. Sometimes,  we receive verbal or written warnings. They can give 

you a written warning when you come to school late. If you do not follow the rules as a result 

of the evaluation, you will be fired at the end of the year. These are ordinary things in private 

schools” 

Discussion 

This study revealed how the performance evaluation of teachers in a  private school was 

carried out. It was seen that the performance evaluation of teachers was made by (i) surveys applied to 

students, school administrators and parents (ii) observations made by school administrators in general 

(iii) course inspections and (iv) follow-up with digital cameras. In this section of the study, 

limitations, interpretations of the findings and conclusion are presented. 

Limitations 

As it can be seen in some qualitative studies, a limitation of this research  was the small 

sample size. This study was conducted only in one private school so the findings cannot be 

generalised across all schools in Turkey. Moreover, it is very hard to gain access to data since teacher 

performance evaluations are not carried out systematically in the context of accountability in Turkey. 

Therefore, other schools in Turkey awaits confirmation through new research.  
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One another limitation of this research is associated with time.  Specifically, the research was 

carried out in the 2013-2014 academic year and the purpose of the research was to reveal how the 

performance evaluations of teachers in a private school were made. However,  a legal framework for 

the performance evaluation of teachers has not been established in Turkey, yet. On the other hand, 

since the number of studies on the performance evaluation practices of teachers in schools is very 

low, the data still have a potential to shed light on the present situation.  

Interpretation of the Findings 

In the study, it was seen that the surveys have an important place in the evaluation of 

teachers’ performance. When the opinions of the participants were examined, it was determined that 

the surveys were applied once in a period to evaluate the performance of the teachers in the private 

school where the research was conducted. When the literature was examined, it was seen that with the 

2000s in the United States primary, secondary and high school students started evaluating their 

teachers (Ferguson, 2012).  Similarly, in the same years, online surveys were made in universities 

where students could evaluate the education given to them (Dommeyer et al., 2002). However, it is 

stated in some studies that only the survey results are not sufficient to evaluate the performance of 

teachers (Bacher-Hicks et al., 2019; Looney, 2011). For this reason, it  it would be appropriate to 

evaluate teachers in a more holistic way. Within the scope of the research, attention was drawn to the 

general observations made in the performance evaluation of teachers. The participants stated that their 

superiors made general observations  throughout the school, and that teachers were evaluated based 

on some criteria. Studies draw attention to the importance of school principals’ observations in the 

evaluation of teachers (Reid, 2019). School principals use general observations to distinguish high or 

low performing teachers (Jacob & Lefgren, 2008; Orphanos, 2014). Therefore, school principals try to 

determine the performance level of teachers by observing the quality of teachers’ relationships, 

especially with students and parents, and the processes of dealing with disciplinary problems (Yariv, 

2009). Based on these views, it can be said that it is important to make effective observations. 

The study also showed that classroom inspections are also used in the performance evaluation 

of teachers. In the statements of the participants, it was explained that together with the course 

inspections, the teacher file control was also carried out. In the literature,  in-class inspections have an 

important place in the performance evaluation of teachers along with different methods (Ayeni, 2012; 

Bacher-Hicks et al., 2019). In-class inspections are seen as a feedback opportunity for the emergence 

of the instant situation regarding teaching and for the professional development of teachers (Range et 

al., 2011). New school principals attach more importance to course inspection and feedback (Hvidston 

et al., 2016). It is for sure that schools in which classroom instruction is supervised are much more 

effective than non-supervised schools (Iroegbu & Etudor-Eyo, 2016). From this point of view, it is 
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seen that the performance evaluation of teachers can be better understood with the inspection in the 

classroom. 

In line with the statements of the participants in the study, it is understood that the cameras 

and audio and video surveillance in all places of the school is another method used in the performance 

evaluation of the teachers.  Recordings made through cameras at the school are archived. Thus, 

records can be traced retrospectively when necessary. This situation can be handled on the basis of 

Michel Foucault’s criticisms of modern societies, which aim to keep people under control by 

constantly monitoring and controlling (Mathiesen, 1997).  Monitoring schools and classrooms with 

cameras ensures that teachers are always above certain standards and that the classrooms are always 

ready for inspection. In addition, the monitoring is used as a tool to provide predictable goals for the 

future of teaching (Page, 2017). A similar situation indicates the existence of such practices in 

different countries in the literature. It has been monitored by cameras in schools and classrooms in 

England since 1998, and is used to intervene in different security problems and evaluate teacher 

performance (Taylor, 2011). A study conducted in Israel reveals that cameras in schools are used by 

school principals to monitor whether teachers attend classes on time, use their teaching time 

effectively or whether their duty is fulfilled and evaluate teachers (Perry-Hazan & Birnhack, 2019). In 

another study conducted in China, continuous live monitoring of lectures is seen as an alternative to 

classroom supervision (Dyke et al., 2008). At the same time, it is stated that continuous monitoring 

with cameras provides a more objective evaluation opportunity (Liang, 2015).  

On the other hand, teachers are awarded during the year and at the end of the year according 

to the performance evaluation results. Participants mentioned some positive results of evaluating their 

performance at school. Accordingly, as a result of the performance evaluation, it is understood that 

the teachers who are ahead of the other teachers are awarded. The awards vary according to the 

performance of the teachers. According to the study results, the main awards are as follows: (i) salary 

increase (ii) plaques and certificates with symbolic value (iii) contract renewal. 

Many studies in the literature point to the positive results that teachers get as a result of 

performance evaluation. Especially in the American education system, the determination of 

performance-based teacher salaries has been applied since the end of the 19th century (Springer & 

Gardner, 2010). The high performance of teachers is supported by cash or different rewards that 

teachers will like (Frase, 1989). Teachers’ performance evaluation provides wage increases, 

promotion opportunities, and feedback opportunities for institutional decisions (Çelebi et al., 2018). 

Determining the increase in teachers’ salaries depending on the goals set by the schools and the 

performance in student achievement is seen as an important step that can be taken for the 

improvement of education systems (Lavy, 2007; Loyalka et al., 2019; Mohrman et al., 1996). The 

reason for this is that the increase in teachers' salaries is expected to have positive effects on the 
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teaching quality of teachers (Figlio, 1997). Therefore, private schools are trying to take measures with 

the awareness that improvements in teachers' salaries will contribute to teacher performance 

(Podgursky & Springer, 2007). The results of the research also revealed some concrete results of this. 

For example, in many countries, there is an increase in student achievement, especially in science and 

mathematics branches, in schools where teacher performance is paid (Woessmann, 2011). 

According to the results of the study, it was determined that the teachers were punished for 

their low performance. The consequences that emerge as punishments are as follows: (i) verbal or 

written warning penalties, (ii) low raise in salaries (iii) termination of some duties and (iv) contract 

renewal/dismissal. 

 In a study conducted in England and Finland, workload, low wages, increased behavioral 

disorders of students, and decreased respect for the teaching profession emerged as major challenges 

faced by teachers today, when performance expectations at school increase (Webb  et al., 2004). 

According to the results of the research, it was seen that teachers were warned in some cases. This 

situation has been expressed in different studies. Teachers are warned by the school administration 

when they are late for their classes, leave the class early, neglect their duty or use slang expressions at 

school (Altınkurt & Yılmaz, 2012).  Teachers who are found inadequate as a result of the performance 

evaluation  are exposed to some sanctions. This is perceived as punishment by teachers. Many studies 

reveal that low performers are dismissed as a result of teachers' performance evaluation (Taylor & 

Tyler, 2012). Today, private schools sometimes do not renew teachers' contracts without even giving 

a reason, and teachers who lose their jobs have to seek their rights in court (Gümrükçüoğlu, 2016). On 

the other hand, it is surprising that teachers accept these performance evaluation sytems in their 

schools and do not bring any criticism (Aypay, 2015). A study conducted in India, Malaysia and 

Thailand focused on the negative consequences of evaluating teachers' performance in lessons. 

Accordingly, supervision is used as a punishment and a fault finding tool rather than providing 

professional development of teachers (Sharma et al., 2011). Despite the intense criticism that video 

surveillance in schools is a violation of private life, it is thought-provoking that schools have now 

become an ordinary fixture (Taylor, 2010). 

Conclusion 

This research has shown that the performance evaluation of teachers is a very challenging 

process. Considering the inadequacies in performance evaluation and its negative consequences, it 

seems that it is more appropriate to use diversified methods instead of a single method for qualified 

evaluation (Guarino et al., 2015). On the other hand, considering the intensity of the administrative 

and bureaucratic work of school principals (Balıkçı & Aypay, 2018), performance evaluation of 

teachers is considered as a time-consuming and tiring process in most cases. However, considering 

that the quality of teaching is directly related to the teaching of teachers, it is an undeniable fact that 
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qualified teacher evaluation models are needed. Researchers are recommended to conduct qualitative 

and quantitative research with larger samples in both private and public schools. 
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