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Abstract 

Evaluation of teacher performance can also be used to determine career advancement, award performance rewards 

or establish sanctions for underperforming teachers. It constitutes an opportunity to recognize and reward teaching 

competence and performance, which is essential to retain effective teachers in schools as well as to make teaching 

an attractive career choice. (OECD, 2005)  

In general, teacher evaluation frameworks might have consequences at the following levels:  Career advancement. 

Most countries do not link directly teacher evaluation results with teacher• pay but, instead, to career progression 

(therefore establishing an indirect link with salaries). An example is England where teachers who meet the 

standards for “Post Threshold, Excellent and Advanced Skills Teachers” also access the higher pay scale.  

Most teacher evaluation models relate results to the speed at which the teacher progresses in the career. Typically, 

ratings in the top categories of the rating scale make the teacher progress faster in the career scale while ratings in 

the bottom categories of the rating scale led to no career progression during the period associated with the 

evaluation. 

Establishing effective teacher evaluation procedures is challenging at several levels: accuracy of the measurement, 

inclusion of all the dimensions of what is meant to be measured, consistency with the goals of the feedback 

exercise, adaptation to the needs of those who will use the results (teachers, school leaders, educational 

authorities), cost-effectiveness, and practical feasibility. Teacher evaluation requires the establishment of 

reference standards and evaluation criteria to allow proper assessments of performance to be made.  

JEL Classification Security System: N0, N1, N2, N3, O1, O2, O3. 

INTRODUCTION 

The reform is aiming to identify and support HEIs which will strive for the status of “research universities”, in 

order to enter the group of best European and World HEIs. The HEIs will be identified on a basis of an open 

competition and will be obliged to present a plan of developing and increasing quality of their research activities 

and quality of teaching which will contribute to the future improvement of HEI’s position on the international 

research market.  In order to implement this plan selected HEIs will receive higher funding in the years 2020–

2026. HEIs applying for additional funding will have to present an application including e.g., analysis of their 

own potential and research development plans, in particular related to: 

1. better contribution towards development of global research, 

2. strengthening of research cooperation with research institution with high position on the international 

scale, 

3. improvement in the quality of teaching of students and doctoral students, 

4. improvements of HEIs’ staff policy, 

5. Improvement in the quality of management of HEIs. 
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In particular, a definition of what „good‟ teaching is needs to be developed. Performance measurement also calls 

for a judicious choice of instruments and sources of information. For instance, using student results to evaluate 

individual teachers is particularly challenging since learning outcomes are the result of a multitude of factors 

including the students‟ socio-economic background. Teachers have specific needs for feedback, and therefore 

evaluation procedures need to be designed to meet those needs. Improving teacher evaluation effectiveness 

implies choosing adequate procedures for given objectives (e.g., internal vs. external process; formative vs. 

summative process). The following three key aspects are analyzed in turn:  Character and nature of teacher 

evaluation 

GENERAL INFORMATION AND PURPOSE OF THIS PAPER RESEARCH: 

A key objective of teacher evaluation is to identify areas of improvement for individual teachers, leading to the 

preparation of individual improvement plans (including professional development) which take into account the 

overall school development plan. Without a link to professional development opportunities, the evaluation process 

is not sufficient to improve teacher performance, and as a result, often become a meaningless exercise that 

encounters mistrust – or at best apathy – on the part of teachers being evaluated  

Typically, schools are provided with autonomy to determine how teacher evaluation results feed into teacher 

professional and school development plans. School pedagogical leadership plays the key role in ensuring the 

effectiveness of such link (Pont et al., 2008). Another key element are the resources made available for 

professional and school development. Teacher evaluation might be mostly externally-driven or primarily 

internally-based (or school-based). In the former case, aspects assessed, instruments used as well as evaluation 

criteria are common across schools and evaluators are predominantly external to the school of the assessed teacher. 

In the latter case, the school takes responsibility for designing specific evaluation criteria and instruments, 

following-up evaluation results and evaluators are mostly internal to the school.  (Godberg S, 2006) 

1. Teacher evaluation can be carried out at regular intervals (e.g., every two years), at key stages of the 

career (e.g. for promotion within the career), or on specific occasions such as at the end of the 

probationary period or for contract renewal for contract teachers. School-based teacher evaluation vs. 

externally-driven teacher evaluation (OECD, 2005).  

Teacher evaluation which is mostly internal to the school has the advantage of giving the school ownership of the 

evaluation processes and ensuring that all aspects are carefully considered by the school. (Donnin A,2009) 

It also ensures that the school context is taken into account – the individual teacher is evaluated against reference 

standards with criteria that account for her school’s objectives and socio-educational background. (Adel E) 

1. Also, the use of internally devised instruments is in principle more appropriate for teacher evaluation for 

improvement. In terms of evaluation for accountability, however, there might be a case for using a 

national framework and standard procedures in the case the consequences of such teacher evaluation are 

at the national level and there is a risk that standards might differ across schools. (OECD, 2005).  

Reference standards, aspects evaluated and evaluation criteria  

1. Reference standards:  A fair and reliable teacher evaluation model needs reference standards to evaluate 

teachers relatively to what is considered as „good‟ teaching. (OECD, 2005).  

Teaching competences and responsibilities should be listed in order to build a comprehensive definition of what 

teachers should know and be able to do in the exercise of their profession.  

The main reference standards for teacher evaluation typically are: Review on Evaluation and Assessment 

Frameworks for Improving School Outcomes Teacher professional profiles (general profile of competencies for 

teachers), including specialized profiles for particular types of teachers (e.g., level of education, subject).   

2. Set of general and professional duties of teachers, including job descriptions. 

3.   At the level of the school, school development plan, the internal regulation and the annual activity plan.  
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4. The key element is the teacher professional profile, a clear and concise statement of what teachers are 

expected to know and be able to do.  

5. A fundamental precondition for the preparation of a profile of teacher competencies is a clear statement 

of objectives for student learning. Teachers‟ work and the knowledge and skills that they need to be 

effective must reflect the student learning objectives that schools are aiming to achieve.  

6. There needs to be profession-wide standards and a shared understanding of what counts as accomplished 

teaching (OECD, 2005).  

7. Teacher profiles often express different levels of performance appropriate to beginning teachers, 

experienced teachers, and those with higher responsibilities.  

8. It is important to note that professional profiles provide the common basis to organize the key elements 

of the teaching profession such as initial teacher education, teacher certification (e.g. the entry exams), 

teachers‟ ongoing professional development, career advancement and, of course, teacher evaluation 

Criteria for an Effective Teacher Evaluation System 

Teacher evaluation should be based on professional teaching standards and should be sophisticated enough to 

assess teaching quality across the continuum of development from novice to expert teacher.  

H1. Evaluations should include multi-faceted evidence of teacher practice, student learning, and professional 

contributions that are considered in an integrated fashion, in relation to one another and to the teaching context. 

Any assessments used to make judgments about students’ progress should be appropriate for the specific 

curriculum and students the teacher teaches.  

 

3. Evaluators should be knowledgeable about instruction and well trained in the evaluation system, including the 

process of how to give productive feedback and how to support ongoing learning for teachers.  

As often as possible, and always at critical decision-making junctures (e.g., tenure or renewal), the evaluation 

team should include experts in the specific teaching field. Evaluation should be accompanied by useful feedback, 

and connected to professional development opportunities that are relevant to teachers’ goals and needs, including 

both formal learning opportunities and peer collaboration, observation, and coaching.  

INTRODUCTION OF RESEARCH PAPER 

Such opportunities may include intensive institutes focused on particular strategies or on the teaching of specific 

curriculum, interspersed with opportunities for teachers to try things in the classroom, receive coaching, reflect 
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together on their experiences, revise and revamp their approaches, and develop increasingly polished skills in an 

iterative cycle of practice, reflection, and fine-tuning.  

 

 

 

One problem identified is poor goal clarity because of a large number of criteria, which restricts teachers‟ 

understanding of the programmed and makes implementation difficult (Richardson, 1999). Explanations of how, 

and on what criteria, teachers are assessed may be difficult to articulate. When this occurs, it is almost impossible 

to give constructive feedback and maintain teacher support for the programmed (Chamberlin et al., 2002). 
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In addition, competencies for using feedback to improve practice are also vital to ensure that teacher 

evaluation procedures are effective. Teacher assessment for improvement is a key driver required in the 

process of school development. As a result, for instance, it is pertinent to include training for evaluation in 

initial teacher education alongside the development of research skills. Particular groups such as inspectorates 

are also in a good position to engage in modeling and disseminating good practice in teacher evaluation. It is 

also critical to ensure the availability of vast information and guidelines about teacher evaluation procedures 

to all involved in them.  

Examples of school-level factors are:  Socio-economic context of schools Management, leadership and 

distribution of responsibilities within school 

METHODOLOGY AND RESEARCH GOAL 

Teachers can benefit from training modules so they know what is expected from them to be recognized as „good‟ 

teachers, and to be prepared to make the best use of the feedback received. This contributes for teachers to 

appropriate the process through support and coaching. Evaluation and feedback ought also to be important aspects 

offered in initial teacher education and regular professional development activities.  

These areas should receive priority for specialized training addressed to evaluators. Given their crucial 

pedagogical role, school directors should benefit from dedicated training. Offers targeted at school leaders 

typically focus on human resources development and school quality assurance, including school self-evaluation.  

LITERATURE AND REVIEW 

Teachers and Professional Learning Opportunities 

Making the best use of teacher evaluation results raises a number of challenges such as feeding information on 

performance back to those who deliver educational services, most notably teachers and school principals; 

developing mechanisms for the improvement of teaching practices, notably teacher professional development; 

establishing rewards, support systems and consequences that flow from evaluation results; and developing the 

channels which ensure that information generated by teacher evaluation is used for educational policy 

development. These challenges highlight the importance of knowledge management in any teacher evaluation 

framework.  
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CONCLUSIONS AND RECOMMENDATIONS 

Tasting from the next academic year, a new system of education and training for pre-school and early school 

education teachers will enter in force. Students who have already started their training are taught according to 

the previous rules. 

Changes in the system of education and training of pre-school and early school education teachers will enter into 

force on 1 October 2019.  Teacher education will be offered as part of a long-cycle master's degree programmed 

in preschool and early-school pedagogy. 

New education standards 

The changes will be introduced by the regulation of the Minister of Science and Higher Education on the 

standard of initial teacher education, which will enter in force on 1 October 2019. The amendment will apply 

only to those students who commence their studies in October - the remaining ones will continue their studies in 

accordance with existing rules. 

Current (or previous) qualification system applies to students who graduated or commenced their studies before 

1 October 2019. At present, graduates of first cycle programmers in pedagogy trained to work with children at 

the stage of preschool or early school education hold qualifications to teach pre-scholars and primary school 

grade 1-3 students. Teachers need feedback on their performance to help them identify how to better shape and 

improve their teaching practice and, with the support of effective school leadership, to develop schools as 

professional learning communities. At the same time, teachers should be accountable for their performance and 

progress in their careers on the basis of demonstrated effective teaching practice.  

Developing a comprehensive approach may be costly but is critical to conciliate the demands for educational 

quality, the enhancement of teaching practices through professional development, and the recognition of teacher 

knowledge, skills and competencies. The expectation is that teachers engaging in reflective practice, studying 

their own methods of instruction and assessment, and sharing their experience with their peers in schools, becomes 

regular a routine part of professional life. 

Other students who are mobile may have spent only a short time in a given teacher’s classroom. Both of these are 

sources of considerable error. Year-to-year instability in teacher rankings is also very high.  
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