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ABSTRACT

The objective of this paper was to design, develog evaluate a causal model tefichers’ attitude toward the
performance evaluation systgfES) with the mediating role of teachers’ senseffi€acy on job satisfaction and
organizational commitment. The study populatioruded all teachers of male-only high schools inréeh 117
teachers were selected as the sample populatiomgugvailability sampling. The present study is gipleed
research in terms of its objective and a descr@tigsearch in terms of its data collection metHagtthermore, the
study uses a correlational research design throsgghctural equation modelingln order to measure the study
variables, the following questionnaires were us@dachers’ Attitude toward Performance Evaluatioeadhers’
Sense of Efficacy, Job Satisfaction and OrganipatidcCommitment. The results showed that teachdtiude
toward the performance evaluation system had aifsignt positive effect on job satisfaction, orgzational
commitment and self-efficacy. Also, teachers’ sefisficacy had a significant positive effect ob gatisfaction.
Moreover, the results showed that teachers’ atétud the performance evaluation system had a pes#ind
significant effect on organizational commitmenthwibhe mediating role of self-efficacy. Thus, thesent study
verified the causal model of teachers’ attitudedaoivthe performance evaluation system with the atedj role of
teachers’ sense of efficacy. Finally, the structueguation modeling reflects the positive impacttedchers’
attitude toward Iran’s Ministry of Education’s enogke performance evaluation system on job satisfactense of
efficacy and organizational commitment.

Keywords: performance evaluation, sense of efficacy, jdis&eation, organizational commitment, teachers.

INTRODUCTION

Today, the human factor is the most sensitive aadkey element to organizational success as pomietly most
modern theories of organization and managemengarzgtional employees are evaluated in order teraene the
performance of human resources in terms of effiyieand effectiveness. Thus, by recognizing the wesakes of
the employees, organizational deficiencies, andialiiied workforce, necessary measures can be tidremaking
improvements. It is a very tangible and evidentt fd@at every individual must be in their rightfulape in
organizational processes and be evaluated contshydu terms of actual capabilities. In this sensehecomes
possible to take effective steps to achieve cageals, improve human resources, and recognizeirfiltires and
deficiencies [19].Therefore, the establishment of a sound managesysteém and the provision of basic facilities
for the use of logical quality and quantity contimbls by managers in various fields are amongrtipeortant issues
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that will be discussed as the infrastructure in itenagement of any organization. Using these taoésating a
perfect setup for realizing different goals, anglsating it to real organizational needs will enafrlanagers to make
the most of available resources and take actiormdoieve increased efficiency and enhanced perfarean
Achieving success in any organization depends ertficient use of scientific instruments that léadoordination
and cooperation so that managers can consciouskyas® use such tools in order to maintain staffi@j all the
different methods of human resource managemenpehfermance evaluation method has certain featmdshas
always been discussed with vigor. Proper managenventd be impossible without analyzing and evahmti
organizational tasks, responsibilities, and ellgipiand unless it is accompanied by a proper raitmmn of
employee skills, deficiencies, efficiency and prctiltity. They work but also have an impact on emplo effort
and task performance. Obviously, performance etialugrocesses are one of the most critical issaesd by
organizational authorities. Despite constant effdar designing better and more effective emplogealuation
systems, evidence suggests that authorities arerglgnnot satisfied with such methods and systeised for
employee performance evaluation. The reason far digsatisfaction is rooted in various factors udahg the
complexity of the assessment process and the presdmleficiencies in the comprehensive evaluaigsiem. Lack
of management support, non-practicality of the eatibn system, evaluator incompetence in fair anopgr
evaluation, and lack of proportion and consistdoetyveen the evaluation system and facts on thengrate among
the factors that undermine the effectiveness oftragstems [18]. Evaluation has long been knownras af the
important factors for success in education anchitngi systems. One of the major issues in Iran’sidfiiyn of
Education, due to its large community of human ueses, especially teachers, is performance evalua@iven the
important role of teachers, as one of the most mapb strata of human resources in the educaticstunfents, the
Ministry of Education must design and implemenystesm of performance evaluation in order to reasthgoals
as creating motivation and satisfaction in teaghdentifying training, promotion, and demotion degincreasing
or decreasing wages and benefits; and identifyahgnted and unqualified employees so that teaatsardecome
aware of the situation and their performance a#mrting work at school in order to realize predeteed
organizational goals and improve their own perfatoma As a result, employees become aware of their o
strengths and weaknesses and deploy the necessilityes to increase their effective performanitas possible
that, despite a reasonable and appropriate evatuagistem, an action plan fails in the implemeatastage and
does not achieve its predetermined goals and abdsctAs a result, an organization must not onlgleate the
quality of an evaluation plan but also assessrigstfral implementation. Recognizing and improvefticient or
positive performance, improving implementation dack of effective management are issues that airgqubout
by various studies [9]. Mirzabeygi et al. [9] refgnt a high level of dissatisfaction with the evéhm@ and
promotion system. Several studies have shown thatayee attitude will have great individual and amgational
effects on the evaluation system. The results stualy by Ghamari Zare et al. [8] showed that thees a
significant relationship between the positive até of nurses toward the competence of the headenur
performance evaluation process and outcome quality,a sense of job satisfaction. Clutterbuck §rjnd that the
employees’ perception of the performance evaluai@iem will determine employee satisfaction osalisfaction.
Thornton [24] conducted a study on the performaecealuation system and concluded that we must censid
teachers’ attitude in evaluating teacher perforreafi@achers’ attitude toward the evaluation systammake the
evaluation system appear efficient yet undesirableelation to performance evaluation, Max AbHdft believes
that evaluation results must be available so teapfe can use these results as a basis for pemotgdrofessional
growth and development. Teachers’ attitude towandopmance evaluation can also be accompanieddnhéegs’
commitment to the organization. Organizational cammant is affected by so many different variabléss in fact
some sort of emotional or sentimental attachmerthéovalues and goals of an organization. Thischttent is
manifested not through instrumental values butughothe role of the individual in relation to orgaational values
and goals. Becker [5] has defined organizationahro@ment as the willingness to continue working an
organization based on one’s perception of the castociated with leaving that organization. Orgatnimal
commitment in teachers is part of their emotiomsiponse to their experience of teaching at scl8mtiolars have
tried to define the concept of organizational cotnmeint in teachers. Some of them have focused oaifgpe
activities of teachers as samples of their teacluiager [10]. Signs of organizational commitmerdlude the
rightful, appropriate, and timely use of resourfmsteaching duties [1, 28] With this discussianbécomes clear
that teachers’ attitude to performance evaluati@mn dave very important individual and organizationa
consequences. Studies and reports indicate thhiagiom processes focus mostly on the validity asdfulness of
the evaluation and less on employee/ teacher @dtitoward evaluation processes. Therefore, theeptregudy
provides a reliable view of the status of teachetsitude to their performance evaluation systenthi current
situation by obtaining and analyzing the requirathdrom the community. In addition, this studylvi@cus on the
probable impact of teachers’ attitude toward thégueance evaluation system on their organizaticoahmitment.
According to the results of this study, teachetttuale toward performance evaluation is likelyiead to increased
levels of awareness in education authorities amdeased levels of organizational commitment in eygéds/
teachers. The main research questions are: Doelsetsa attitude toward the performance evaluatigstesn have
an impact on their job satisfaction? Does teaclsersse of efficacy play a mediating role in thatiehship between
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teachers’ performance evaluation on the one hartl tha variables of organizational commitment and jo
satisfaction on the other hand? In order to andiese questions, the researchers have surveyedsbigiol
teachers in relation to their experiences of pentorce evaluation and intellectual capital.

Theoretical Foundations

Teacher Performance Evaluation

Performance evaluation is used as a valid measwtepawerful instrument for determining the compegemf
teachers and improving education programs (Pech&ddlung, 2006).Evaluating the performance of teashs a
key organizational function that requires an indércommitment to time, energy, and human resouacesss the
entire educational sphere [15]. If the goals off@enance evaluation are vague, teachers will net fhat it
functions to support them [17].The main objectiedseacher performance evaluation: empowering mensagp
improve the quality of education, determining arefpotential improvement for the development afieation, and
ensuring that all teachers of the educational aysteerate at a level beyond the minimum level ohjgetence [15].

Sense of Efficacy

The theoretical conceptualization of self-efficames back to Bandura’s Social Cognitive Theory {18id 1997).
Bandura [4] defined self-efficacy as “beliefs inets capability to organize and execute the courdesction

required to manage prospective situations” (2)i-&fficacy is identified as a major mediator fohlagior and, more
importantly, for behavior change. Social cognitibeory assumes that people are capable of humarcyge

deliberately pursuing practical processes. Such@gbecomes possible through a process calledddt@iminism.
Dual determinism operates on the basis of a mirktetlonal pattern. According to this theory, agedetermines
our future behavior as a result of the interplayween the three forces of environment, behavior iaternal

personal traits (such as cognitive, emotional aimdofical processes).In line with a plethora ofdsts on the
concept of self-efficacy in general, Tschannen-Masad Woolfolk (2011) defined teacher efficacy agacher’'s
judgment of his or her ability to create positivetammes for student learning and engaging thenménléarning
process even in the case of unmotivated studenstudents with learning disabilities. AccordingBRandura [4],

teacher efficacy can be defined as the belief ie'orapability to initiate and foster further pregs in special
circumstances and concerning special assignmefiitsady in teaching refers to a teacher’s belidisut his or her
tasks and responsibilities and is associated vidgtlothher training experiences [27].

Job Satisfaction

With a variety of existing theories and ideas aljobtsatisfaction, we realize very clearly thatréhis a need for a
certain research method that would merge theofigshaatisfaction, job characteristics and persattabutes. The
impact of employment tasks, supervision methodsamdother natural job characteristic on job satisbn only
show the average effects on the studied populaimh obscures the fact that, within that populatidifferent
people have different ways of reacting to similavieonmental conditions. The first model presernitethis regard
belonged to Holland (1985) which focused on the drtgnce of compatibly between the individual ané th
workplace for attaining job satisfaction. Thus, tegree of job satisfaction is dependent on therede@f
compatibility between the individual and the enwiment. Nevertheless, Holland’s model of compatipiietween
the individual and the environment received cisiics too. According to Gerhard (1997), “Differenidies yielded
little evidence that suggested compatibility fortifaction. Besides, this model presumes that #eell of
satisfaction is dependent only on employment coifijtit and thus ignores job characteristics andspaal traits.”
Morrison’s model is one of the most influential netsl of job satisfaction for modern organizationscsi it
encompasses employee personality traits. Anotheardadge of this model is its interactive approatite by
simultaneously considering the impact of persomal situational factors on job satisfaction we maltlearly that
both personal and situational factors impact tkellef employee satisfaction and it is a cruciatémsider both of
them simultaneously.

Organizational Commitment

Organizational commitment is a mental state ortualt that represents desire, need or obligatiocotttinue

working in an organization. In this context, desimeans a personal willingness or tendency to coetserving an
organization. Need means one is obliged to contiaueing an organization because he or she headgliavested
in it. Furthermore, obligation denotes the liakgkt responsibilities and duties one has towardrganization. From
another perspective, organizational commitmentrsetie a sense of belonging and attachment to thenaration.

Therefore, organizational commitment denotes “eygdoloyalty to the organization and an ongoing essc
through which the employees express their intereshe organization, its success and its continuefisiency

According to Moody et al., commitment designatessthing beyond determined duties. Expressing comerit

in practice is essential for performing job taskpexially in key positions. Cook and Wall also préed the three

concepts of “loyalty”, “sense of identity and idification”, and “readiness” for commitment
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Figure 1: Conceptual model of the study

Research Hypotheses

The following hypotheses were developed to exarfireconceptual model of the study.

- Teachers’ attitude toward the performance evaloatystem has a significant positive effect ongakisfaction.

- Teachers’ attitude toward the performance evalnaystem has a significant positive effect orcheas’ sense of
efficacy.

- Teachers’ attitude toward the performance evalnaystem with the mediating role of efficacy kasignificant
positive effect on organizational commitment incteers.

- The conceptual model of teachers’ attitude towd#rd performance evaluation system fits well inke t
experimental model.

MATERIALS AND METHODS

The present study is an applied research in teifnits @bjective and a descriptive research in teohds data
collection method. Furthermore, the study usesreetadional research design through structural guanodeling.
Structural equation modeling is a general and ymowerful multivariate analytical method from themidy of

multiple regression analysis. In more precise tershsictural equation modeling is an expanded woarsif the
general linear model that allows researchers talsémeously test a set of regression equationactital equation
modeling is a comprehensive statistical approachho testing of hypotheses about the relationskapween
observed and latent variables. Structural equatiodeling is also known as “causal modeling” or ‘lggi of

covariance structures” . This study is a correfatlaesearch project and uses struct@gliationmodeling. The
study population is comprised of all high schoaldgers of Tehran in the academic year 2014-2015 tddchers
were selected as the sample population from mdlefagh schools of Shahid Emami Al-Agha (n=34), patvar
(n=36), and Mardani Azar (n=47) using availabibgmpling.

Data Collection Instruments

Teachers’ Attitude toward Performance Evaluation

To measure teachers’ attitude toward performanetuation, the researchers used a researcher-madéaqnnaire
with 15 items rated on a five-point Likert Scaleo @nalyze the construct validity and determine femtorial
structure of the questionnaire, the researcherd fasgor analysis and principal component analyBig test was
run via the Varimax method and a differentiationeleof at least 0.4. The overall KMO (=0.91) andrtBst's K-
squared test statistic were significant at a proibaltevel of lower than 0.001. The questionnaivas consisted of
four subscales: attitude toward evaluator competeagaluation processes, evaluation results, aodoption in
evaluation indices. After completing the facto@alalysis and extracting the four factors, the bdity coefficients
of questionnaire subscales were calculated viantieenal consistency method. The four subscaleégu@e toward
evaluator competence, evaluations processes, @weaugesults, and proportion in evaluation indicgsglded
reliability coefficients (Cronbach’s alpha) of 0,7683, 0.71, and 0.86, respectively.
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Organizational Commitment

To measure organizational commitment, the reseesaleed the standardized Meyer and Allen’s threepament
model of organizational commitment (1984 and 1980)uding three subscales: affective commitmenit¢és),
continuance commitment (8 items) and normative cdment (items 8). These subscales were used fosumieg
the willingness of employees to stay and work iirtlorganization and their affective or emotionghehment to
their organization. Here are two sample itemsitémthink about leaving this organization (revessering); and, |
don't feel an affective attachment to this orgati#a (reverse scoring). This questionnaire wasdserd into
Persian by Golparvar (2007). In addition, Khak408) reported Cronbach’s alpha coefficients oB0.78 and
0.72 for the three subscales of affective, contiweaand normative commitment, respectively. Thesgme study
also yielded reliability coefficients (Cronbach’iplaa) of 0.76, 0.82, and 0.79 for the three sulescaf affective,
continuance and normative commitment, respectively.

Teachers’ Sense of Efficacy

To measure teachers’ sense of efficacy, the rdsearased The Teacher Sense of Efficacy Scale éhseim-

Moran and Woolfolk, 2001). This scale has 24 iteated on a five-point Likert scale from very highd] to very

low (=0). The sum of scores of all items represémésoverall efficiency score. The subscales of thiestionnaire
are: self-efficacy in involving students in therigiag process, self-efficacy in teaching methodsl self-efficacy in

class management. Tschannen-Moran and Woolfolk1(?8Kamined the construct validity of the scale faietor

analysis. The scale yielded a sound factorial &ireccomposed of the three above-mentioned facidwsy reported
a reliability of between 0.87 and 0.94 for the kstzale and the subscales using the internal densig method. The
guestionnaire yielded a reliability coefficient @@bach’s alpha) of 0.68.

Job Satisfaction

The present study used thimb SatisfactionSurvey (Spector, 1985) which has been frequentlgduby
organizational researchers in the last few yeapsgalwith other global and standardized questioesaiiThis
guestionnaire measures nine dimensions of jobfaetiisn five of which relate to descriptive indioed of
employment. It also relies on the Minnesota jobis&attion questionnaire (MSQ) which measures ovVeral
satisfaction as well as internal and external factdhe Spector Survey also measures both intemdlexternal
factors of job satisfaction in nine dimensions. Takability of this scale was reported as equad1®l by Spector
(1985) and 0.88 by Murray (1999). The Spector Spratso yielded a reliability coefficient of 0.91hd@ data
collected via questionnaires were fed into IBM SPS&ttistics v18 and LISREL v8.5 to be analyzed gsin
descriptive statistics including frequencies petages and inferential statistics including the Bearproduct-
moment correlation coefficient and structural etpratmodeling.

Findings
Table 1 shows the results of the status of teatlmtisude toward Iran’s Ministry of Education’s @foyee
performance evaluation system.

Table 1 Absolute and relative frequency of teachetattitude toward the quality of their performance evaluation in each dimension

Rank Dimension Frequency (%) | Frequency Type of attitude
16 Good (30-44)

1 Evaluator competence 31 37 Average (15-29)
54 64 Poor (14 and undef)
17 21 Good (30-40)

2 Evaluation processes 33 39 Average (18-29)
48 57 Poor (less than 18
5 7 Good (44-58)

3 Evaluation results 19 23 Average (28-43)
74 87 Poor (less than 27
2 3 Good (32-46)

4 Proportion in evaluation indices 21 25 Average (20-31)
76 89 Poor (less than 19

Table 1 presents the data on the ranking of eacthefdimensions of teachers’ attitude toward penforce
evaluation including evaluator competence, evabmaprocesses, evaluation results, and proportioevaluation
indices. The table shows that the average yielgegvhaluator competence is higher than the otheetdimensions.
Therefore, the highest quality of performance eatidun from teachers’ perspective is related to waialr

competence followed by evaluation processes, etrafuaesults, and then proportion in evaluationiged. In

addition, frequency distribution in relation to thtatus of teachers’ attitude toward Iran’s Minishf Education’s
employee performance evaluation system shows higatmiajority of teachers have rated each item aer"pdt is

worth noting that the total mean and standard dieviaof teachers’ attitude toward performance ex@dun is
determined as 68.71+3.25.
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Table 2 The correlation matrix between the indepettient and dependent variables of the study

Variables 1 2 3 4
1. Attitude toward performance evaluation 1
2. Job satisfaction 0.501 ** 1
3. Teachers’ sense of efficacy 0.301* | 0.214* 1
4. Organizational commitment 0.291 ** | 0.311* | 0.452* | 1

Table 2 summarizes the correlation matrix betwdenfour dimensions of teachers’ attitude towardgrerance
evaluation (evaluator competence, evaluation pssse®valuation results, and proportion in evabdnatidices) and
the three dimensions of organizational commitmaffe€tive, normative, and continuance commitmefijs table
shows that there is a significant positive coriefabetween the final score of teachers’ attitumeard performance
evaluation and the final scores of normative andtinoance commitment at a one percent significaewel.
Furthermore, there is a significant positive catieh between the final score of teachers’ attitudeard
performance evaluation and the final scores of megdional commitment at a one percent significateel.
Considering the literature review, the theoretiwaldel of the study can be put into analysis as deanihat defines
all the variables individually and with referencethe subscales. For this purpose, the followimipisées must be
fed into the LISERL software: the diagram of theasirement model at the level of latent variableachers’
attitude toward Iran’s Ministry of Education’s eropke performance evaluation system as the exogemuiable,
and organizational commitment as the endogenouablar
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Figure 1: Structural equation modeling for the assesment of the impact of teachers’ attitude toward erformance evaluation on job
satisfaction, organizational commitment and teaches’ sense of efficacy.

Table 3 The goodness of fit of the structural equains model

Row Index Value Criterion Result
1. Chi square 343.59 P=0.63 Favorable
2. Degrees of freedom 146 - Favorable
3. Ratio 2.35 3 and less | Favorable
4, RMSEA 0.03 | 0.05 and les§ Favorable
5. CFI 0.93 At least 9.0 | Favorable
6. GFI 0.95 At least 9.0 | Favorable
7. AFGI 0.92 At least 9.0 | Favorable
8. PFGI 0.72 At least 0.5 | Favorable
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According to the results, the chi-square valuegisa to 343.59 and thus, considering the p-valle,conceptual
model fits well into the experimental model. Alsloe chi square/degree of freedom ratio is equal36 and shows
that, considering the criterion, the conceptual etdids well into the experimental model. The RMSH#lex is

equal to 0.031, which is within an acceptable dote range, and shows an acceptable error levéhénmodel.

Furthermore, CFI, GFI, AGFI and PGFI values are d#s/orable in relation to the criterion and indé&#hat the
conceptual model fits well into the experimentald®lo Therefore, it can be concluded that the camsadel of

teachers’ attitude toward the performance evalnagigstem with the mediating role of teachers’ sesfsefficacy

fits appropriately into its set of observations. ¢en be seen, the model is functional in termsaufdgess-of-fit
indices. The relationships between the variableh®imodel are as follows:

Teachers’ attitude toward performance evaluatios &alirect, significant and positive effect on fedtisfaction
(=0.62) and teachers’ sense of efficacy (=0.56)ddition, teachers’ sense of efficacy has a dighificant and
positive effect on job satisfaction (=0.59). Thedabverifies the mediating role of teachers’ sevfsefficacy in the
relationship between teachers’ attitude toward querdnce evaluation on the one hand and job sdtimfaand
organizational commitment on the other. As a consege, teachers’ attitude toward performance etialuhas a
direct, significant and positive effect on job skdction (=0.53) and organizational commitment 48). Moreover,
teachers’ attitude toward performance evaluatios &asignificant positive effect on organizationalhmnitment
(=0.42).
DISCUSSION

The findings of the study in relation to the stadfiteachers’ attitude toward the performance eaadn system are
suggestive of a weak or negative attitude towarthalfour performance evaluation dimensions initigcevaluator
competence, evaluation processes, evaluation sesaftd proportion in evaluation indices. In the saline,
Mirzabeygi et al. [13] found that employees hadegative attitude toward performance evaluatiorarather study
titted “An analysis of the features of teacher parfance evaluation system,” Taghavi (1990) condutiet
teachers were not satisfied with the applicatiopwaluation results. The results of the presemtyssihow that there
is significant positive relationship between teashattitude toward performance evaluation on the band and the
variables of normative and continuance commitme@bnsequently, improved teachers’ attitude toward
performance evaluation is associated with higheglteof normative and continuance commitment. dseilts also
showed that teachers’ attitude toward performangguation will have a significant effect on orgaatipnal
commitment. As a result, it can be concluded tleaichers’ attitude toward performance evaluatiorysplan
important role in organizational commitment. Impedvievels of organizational commitment subsequedertyl to
improved performance and commitment in employeédss Tinding is consistent with the findings of siesl by
Afsharzadeh et al. (2008), Ghafouri (2007), Mazak2006), and Mehdizadeh (1995). Shiri (1996) fouthdt
performance evaluation results, considering emmog#itudes toward evaluation, led to improved levef
continuance motivation, training, employee develepm workforce efficiency, and organizational cormment.
According to the results of a study by Towne (200#@d “Employee performance appraisal systemsedi$ on
communication within organizations,” whenever thpyrceive that their CEO is capable of conductingest and
long-term appraisals, the employees will have angter sense of teamwork, belonging to the orgapizaand
information flow. In line with the findings of Tove's study and of this study, Torabi and Sotoudeh2Gound
that a positive employee attitude toward performapgaluation has a positive impact on their orgatiopal
commitment. Every study is faced with a seriesimfthtions and this study is not an exception. phesent study
examined teachers’ attitude to performance evanaind its impact on organizational commitmentighhschool
teachers. To ensure the accuracy and generaligabilthe results, it is necessary to examine #esconcept in
teachers of other educational levels as well. Bessithe present study examined the impact of tegichititude to
performance evaluation on job satisfaction, sefigfficacy and organizational commitment from tre¥gpective of
male-only high school teachers. So it is essemtiatonduct the same examination on female-only Isigiool
teachers as well. Although the researchers uséerelitt indices to measure these factors, thesecilg indices
may not be able to cover the range of objectivécasl Therefore, it is suggested that future resems deploy
objective indices as well to measure these factarsording to the results of this research, itdsammended that
education authorities revise evaluation resultsneluding incentives, bonuses and job promotionas—well as
evaluation indices and evaluators in order to impr@mployee satisfaction and the effects of peréomre
evaluation on organizational commitment and toldista justice in evaluation processes and results.

CONCLUSION
According to the findings of the present studycah be concluded that teachers’ attitude towana'drilinistry of
Education’s employee performance evaluation syséemostly negative. In other words, it can be shat teachers

have an unfavorable view toward performance evanah the dimensions of evaluator competence, uatain
processes, evaluation results, and the Ministrigdafcation’s indices. In addition, the results showmat teachers’
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attitude toward performance evaluation has a daect significant impact on their organizational coitment. In
this sense, it is suggested to consider teachéigide both in evaluation processes and as arcteféefactor in
organizational commitment.
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Appendix

Meyer and Allen’s Three-component Model of Organizéional Commitment
1 - Strongly disagree, 2 — Disagree, 3 — Somewbagtee, 4 — No idea, 5 — Somewhat agree, 6 — Agreétrongly agree

Affective Commitment Scale Item

. I would be very happy to spend the rest of my aanéh this organization.

. I enjoy discussing things about my organizatiornvieople outside it.

. I really feel as if this organization’s problemg any own.

. I think that | could easily become as attachedntatfzer organization as | am to this one. (R)
. I do not feel like ‘part of the family’ at my orgemation. (R)

. I do not feel ‘emotionally attached’ to this orgzation. (R)

. This organization has a great deal of personal mgdar me.

. I do not feel a ‘strong’ sense of belonging to mygamization. (R)

oOo~NO O WNBE

Continuance Commitment Scale Items

9. I am not afraid of what might happen if | quit nopjwithout having another one lined up. (R)

10. It would be very hard for me to leave my organ@atiight now, even if | wanted to.

11. Too much in my life would be disrupted if | decidedeave my organization now.

12. It wouldn't be too costly for me to leave my orgaation now. (R)

13. Right now, staying with my organization is a matienecessity as much as desire.

14. | feel that | have very few options to consideni@g this organization.

15. One of the few serious consequences of leavingotigiznization would be the scarcity of availabteralatives.

16. One of the major reasons | continue to work fos tiiganization is that leaving would require coeradble personal sacrifice—another
organization may not match the overall benefitauenher.

Normative Commitment Scale ltems

17. Ithink that people these days move from compargompany too often.

18. Ido not believe that a person must always bel lmyhis or her organization.

19. Jumping from organization to organization doessaam at all unethical to me. (R)

20. One of the major reasons | continue to work in gmganization is that | believe loyalty is importamd therefore feel a sense of moral
obligation to remain.

21. If | got another offer for a better job elsewhereduld not feel it was right to leave my organieati
22. | was taught to believe in the value of remairimgl to one organization.

23. Things were better in the days when people stayethé organization for most of their careers.
24. 1 do not think that to be a ‘company man’ or ‘compavoman’ is sensible anymore.

Note:(R) Reverse-coded item

Teachers’ Sense of Efficacy Scale (Long Form)

Teacher Beliefs

Directions: Hello dear teachers. Thank you for ytne and cooperation in filling out this questiame. This questionnaire has been developed
24 items to collect data on teachers’ sense ofafii on a five-point Likert scale. Efficacy refésspeople’s perception of personal ability to g

things successfully. Please indicate your opiniooué each of the statements below. Your answersaniédential.

Thanks again for your cooperation.

Very Some Quite a A Great

Wi Little Influence Bit Deal

. How much can you do to get through to the mid8tdlt students?

How much can you do to help your students tlitically?

How much can you do to control disruptive bebain the classroom?

How much can you do to motivate students whavsloav interest in school work?

To what extent can you make your expectatiogara@bout student behavior?

How much can you do to get students to belibeg tan do well in school work?

How well can you respond to difficult questidsm your students?

@ N|O G A WIN =

. How well can you establish routines to keepvis running smoothly?

9. How much can you do to help your students vidaening?

10. How much can you gauge student comprehensiaaf you have taught?

11. To what extent can you craft good guestionyéur students?

12. How much can you do to foster student cregfvit

13. How much can you do to get children to folloassroom rules?

14. How much can you do to improve the understandfra student who is failing?

15. How much can you do to calm a student whoseugtive or noisy?

16. How well can you establish a classroom managersgstem with each group df
students?

17. How much can you do to adjust your lessonkdmtoper level for individual studentg?

18. How much can you use a variety of assessmeegtes?

19. How well can you keep a few problem studentsfruining an entire lesson?

20. To what extent can you provide an alternatixglanation or example when students
are confused?

21. How well can you respond to defiant students?
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22. How much can you assist families in helpingrtbkildren do well in school?

23. How well can you implement alternative stratsgh your classroom?

24. How well can you provide appropriate challenfpes/ery capable students?

Teachers’ Attitude toward Performance Evaluation

Principals (evaluators) have sufficient knowledgd akills to evaluate my performance.

Principals (evaluators) consider performance evi@nas a satisfactory experience for themselves.

Principals (evaluators) consider performance ev@oaonstructive and appropriate.

Principals (evaluators) evaluate performance basederit and rules rather than based on favoritisthpersonal relations.
Principals (evaluators) have explained performawveduation criteria to me and to my colleagues.

The quantity and quality of my work have been cdestd by principals (evaluators) during evaluapoocesses.
Principals (evaluators) have defined the objectofesvaluation to me and my colleagues.

Performance evaluation has helped me improve repgtihs and correct my weaknesses.

Performance evaluation by the school principaltelped me observe workplace regulations and piegit school.
Performance evaluation has created a positivesictien between me and the school principal.

The performance score precisely represents my peafece.

| have developed a sense of belonging and committoghe organization.

The elements specified for the evaluation of teechee fair.

Evaluation indices specified for the evaluationeafchers are targeted and precise.

Evaluation indices specified for the evaluationeafchers have led to improved performance and dignain me and my colleagues.
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