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Abstract  Article info 

Teachers’ evaluation has emerged as one of the most debatable topics in research and in higher 

education institutions. Evaluators’ roles range according to their hierarchy from mentors to 

monitors.This paper examines the two broad functions of evaluation, mentoring and 

monitoring, andtheir impact on teachers being the subject of evaluation. It also makes a clear 

distinction between evaluation criteria and procedures that are meant for mentoring and those 

oriented towards monitoring. A conceptual approach is employed to analyse systematically 

existing literature and to synthesise diverse perspectives in order to propose a coherent 

framework for teacher evaluation. The analysis suggests that evaluation is best grounded in a 

mentoring- based model that promotes professional growth. The study stresses the need for 

transparent evaluationby a committee that considers experts report, students’ views and 

teacher’s self- evaluation according to relevant criteria. The paper makes some practical 

suggestions to undertake evaluation adequately. 
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supérieur 

1. Introduction  

The usefulness and effectiveness of teacher’s evaluation in promoting teaching and 

learning strategies and outcomes is well documented in literature and research. In all 

educational and academic contexts, the act of evaluating and rewarding teachers has been 

matched with teaching quality improvement. Within this perspective, two broad functions 

appeared as dominating trends in teacher’s evaluation: Mentoring and monitoring. Therefore, 

the role of an evaluator ranges from mentor and supporter to monitor and supervisor 

according to thehierarchical structures, rules, and purposes of the institution in which 

evaluation takes place. Indeed, the two types are distinguished as the most debating ones.  

The first type is evaluation for judging the quality of current performance for mentoring 

purposes, while the second one is controlling teaching practice for monitoring purposes. 

Indeed, the ongoing debate about teacher’s evaluation generates further discrepancies 

among teachers, evaluators and researchers about evaluators’ qualifications and roles, 

evaluation standards, and appropriate methods that embody those standards. Different views 

about these issues result in different potentially “successful evaluation” models that stress 

the need for meticulous monitoring and regular supervision of instructional inputs, 

processes and outputs.  

Although teacher evaluation has been widely examined in the literature, limited attention 

has been paid to the conceptual tension between mentoring-oriented and monitoring-

oriented evaluation in higher education contexts, particularly from a developmental 

perspective. Therefore, this paper seeks to bridge this gap by adapting a conceptual and 

analytical approach to examine the notion of teacher evaluation in relation to its two 

dimensions- mentoring and monitoring-, with particular focus on perspectives about 

evaluation methods, stakes, and measures. The aim is to develop a conceptual framework 

for a practical evaluation model thatcan ensure high-quality teaching and engageteachers in 

a meaningful experience for professional development. To fulfil this aim, the study 

addresses the following research questions: 

 Who are qualified to evaluate teachers and on what basis? 

 Should teacher evaluation in higher education be primarily mentoring-oriented or 

 monitoring-oriented? 

2.  The need for evaluating teachers’ performance in higher education  

The importance and value of high quality learning and teaching arerecognised and 

acknowledged by all involved in higher education institutions. Teachers are one of the key 

elements in transferring knowledge and skills and raising educational standards. It is 

essential to know teachers’ strengths and weaknesses in practice in order to enhance 

efficiency and work on deficiency in teaching for better outcomes. Evaluating teachers’ 
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 performance, therefore, is one of the main propellers in the drive to improve teaching 

quality. In fact, higher education policies and reforms increasingly focus on areas of 

teaching quality improvement and assurance to achieve academic excellence. Berk (2005, p. 

48) explains that the evidence retrieved from teachers’ evaluation is useful in making 

“formative decisions” on how to shape and improve our teaching quality. It can also be 

employed to make “summative decisions” about annual merit pay, promotion, and tenure.  

Teacher’s evaluation is broadly defined as the formal process of collecting evidence from 

relevant sources that inform on teacher performance and using this to provide feedback to 

teachers, guide their professional development and support improvements in practice 

(Sawchuk, 2015; Bichi, 2017). It creates tangible benefits for students, teachers and 

teaching quality ensuring that the outcomes of the teaching learning process are meaningful 

and sustainable. It is sometimes referred to as assessment, appraisal, mentoring or 

monitoring. Each of these terms implies different roles and criteria for evaluation. 

Ideally, a meaningful teacher evaluation involves an accurate appraisal of the 

effectiveness of teaching, its strengths and areas for development, followed by feedback, 

coaching, support and opportunities for professional development (Organisation for 

Economic Co-operation and Development ‘OECD’, 2009). The findings from the evaluation 

process are used to better understand and accurately diagnose problems in teachers’ 

performance and students’ outcomes. It can be half way to achieve teaching practice 

reinforcement and continuous professional improvement.  

The principles underpinning the evaluation of teacher’s performance differ from one 

context to another. Common criteria that constitute evaluation in higher education generally 

include teacher’s self-evaluation, scientific publication, media and digital materials use, 

students’ views, peer review, and direct managers’ reports about instructors’ attendance and 

cooperation. From this perspective, evaluation is characterized as a process of gathering 

data about teachers’ practice from different sources.  

Research findings suggest a number of quality stakes that characterize effective teaching 

and are worth for teacher’s evaluation. James Ko and his colleagues (2016, p. 53) in their 

review about effective teaching argue that “there is a growing knowledge base from 

research evidence that can provide relevant guidance to promote effective practice and 

support improvement”. Among the guidelines research provides are the ones recommended 

by Jacob et al. (2015). They stress the need to “encourage monitoring and observation using 

appropriate research-based protocols” (p. 52) in order to support the development of 

effective teaching.  

University teachers, however, who indulge in research field and therefore are expected to 

play a crucial role in inspiring reflective and innovative learning and teaching, may 

negatively perceive this suggestion. Monitoring and observation can be considered 

inadequate if meant for interfering in teachers’ decisions and prescribing norms of 

perfectness by evaluators who are not necessarily practitioners themselves. Another miss-

conception is that teachers’ evaluation entails controlling and judging their practice. Such 
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belief makes evaluation a matter of inspection and judgement and may encourage evaluators 

to act as having a legitimate power over teachers. This is likely to generate negative 

attitudes towards the process of evaluation and lead to reluctance on the part of teachers. It 

is rather a worthwhile constructive developmental exercise not to make definitive judgments 

or to cause tensions and pressure on instructors. 

Hammond (2006) reveals that European universities experience in evaluation makes a 

significant improvement shifting from traditional criteria like performance indicators and 

questionnaires on students’ opinions to teaching profiles, portfolios and peer evaluations. 

World- class universities rely on their faculty professional development centres that have 

already undergone the process for an array of evaluation programs, which are evidence 

based, to support learning, teaching and professional improvement (Jacob et al., 2015). This 

model of assessment has the potential to shape a culture of lifelong learning that supplies 

effective student learning, professional improvement and quality assurance. 

3. Teacher’s Evaluation: A Means for Reflection and Professional Improvement 

One of the most beneficial aspects of teachers’ evaluation is personal reflection. Teachers 

working at university particularly have to demonstrate a commitment to their own practice 

and improvement. They are the primary valid source to get data and insights about the 

teaching learning situation including classroom context, study program, students’ progress, 

and teacher’s performance. Self-evaluation and portfolios are one of the means teachers use 

to reflect on their teaching. They provide a chance for teachers to document their activities, 

monitor and adjust plans, and assess performance and professional growth.  

The teacher as an evaluator for his own practice expands knowledge and skills about 

implementing and assessing instructional tools and strategies, and constructs new 

perspectives and finds out pragmatic solutions suitable to the instructional challenges and 

problems. By doing evaluation or being a subject for evaluation, the instructor continually 

reflects on his own teaching practice or on others experiences. Interestingly, the reflections 

instructors gain in practicing evaluation when teaching or observing colleagues’ 

performance is feeding back into the teaching quality improvement and teacher’s 

engagement. 

Professional development in higher education often stems from an increased attention to 

quality insurance (Jacob etal., 2015), which is largely based on a sound objective evaluation 

of the learning teaching process. Hence, evaluation strengthens teacher’s accountability and 

commitment to teaching improvement by taking part in professional development activities 

such as pedagogical meetings, workshops and conferences. Such activities assist teachers as 

well as evaluators in developing a kind of expertise in sustaining a purposeful positive 

learning and teaching environment that caters and meets quality teaching stakes and learners’ 

diverse needs and expectations. 

 To ensure high quality teaching, teachers need to update and upgrade their knowledge 

and teaching skills through learning in authentic situations, having critical attitudes about 
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 their own practice, and sharing information and experiences with colleagues. Worth noting, 

evaluators and teachers should work with a view to continuous support and improvement.  

 

4. Teachers’ evaluation process  

The process of teacher’s evaluation deals with the components, features and procedures 

involved. A perennial debate in higher education involves questions about who are qualified 

to evaluate university teachers and according to which criteria. Improving the efficiency and 

equity of teaching depends, in large measure, on providing appropriate answers for these 

questions. Interestingly, evaluation at university aims at ensuring that teachers are highly 

skilled, well resourced, and motivated to perform at their best as the outcomes of their 

performance will lead to substantial gains in students learning (OECD, 2005; Kaneet al., 

2011).  

Students, instructors, heads of departments, and accreditation board are the most common 

figures to undertake the process of evaluation. Their roles as evaluators range according to 

their hierarchy from advisors and mentors to reviewers and monitors. Evaluators of teachers’ 

performance may vary according to their educational status, administrative rank, and 

teaching perspective. The most common models of evaluation include self- evaluation, peer 

review by other colleagues, evaluation by principals’ ratings and evaluation by students 

through questionnaires and online rating systems. That is, teachers, colleagues, 

administrators, and students participate actively and constructively in the evaluation of 

teacher’s performance.  

4.1 Evaluators and Evaluation methods 

Evaluation is an opportunity for instructors to draw on multiple sources of feedback to 

assess their performance and receive developmental input. Feedback may come from the 

teacher himself, colleagues, and students and can be further used for reconstructive 

reflection and assessment, responsive pedagogy, and professional development. In fact, 

these sources of feedback inform evaluation methods. Among the methods discussed in 

literature, self-evaluation is widely used by teachers who have reflective and critical 

attitudes about their own practice. 

The teacher may evaluate himself through different ways such as preparing a plan before 

the lecture and measuring his achievements accordingly by the end. The assignments 

teachers deliver to students are another strategy through which they get informed about 

learners’ state of development and therefore elicit data about their teaching outcomes. 

Interaction of students with teachers and motivation to attend the session and participate in 

discussions are another source of feedback to be considered in teacher’s self-evaluation 

meant for personal development.  

Peer reviewing is another method of evaluation. Peer reviewers who are most of the time 

colleagues from the same department and field of speciality can assess the quality of their 

peers’ performance. Given the fact that they are experienced practitioners, peer- evaluators 
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tend to work as mentors providing assistance for teachers to remove barriers and solve 

problems related to course design, technology integration, knowledge transfer, feedback 

quality, and assessment strategy. Furthermore, peer-evaluators are expected to help teachers 

reconstruct their teaching experience and improve practice. Berk (2005) recommends such 

type of evaluation for the sake of formative rather than summative decisions. 

Similarly, teachers can be evaluated by their line managers or principals who act most of 

the time as monitors for hierarchy reasons. In evaluating teachers, they depend on subjective 

principal ratings, which are not based on classroom observation or tied to teaching 

performance as such (Jacob and Lefgren, 2005; Rockoff and Speroni, 2010). Principals 

judge a teacher’s ability to improve student performance as measured by standardized test 

scores. In this system, principals maintain substantial informal power over teachers (Jacob 

and Lefgren, 2005). 

 It is clear that principal rating method is directed towards identifying teachers who 

produce the largest and smallest standardized achievement gains and making diagnosis and 

prediction about learners’ results. Both aims, unfortunately, do not match with improving 

teaching in practice. In the same line, many researchers question the validity and accuracy 

of this measure in assessing teacher’s performance and providing any feedback for progress 

as principal ratings may easily be biased and misused.  

Students’ views and perspectives about their teachers’ performance, known in literature 

as “Student Ratings of Instruction (SRI)”, are another form of evaluation widely adopted in 

university system. This kind of evaluation requires students to respond to standardised and 

anonymised questionnaires in which they evaluate their teachers’ performance at the end of 

every semester course or/and at the end of the academic year. In many countries, developed 

as well as under-developed ones, instructor’s evaluation is an online survey system on 

university portal where students grade professors according to a given scale on various 

categories such as availability, attitude, proficiency, knowledge, and supervision. Other 

forms of students’ evaluation of lecturers include written comments that enable them 

account for the extent to which the teacher appears motivating, well prepared for the lesson, 

and shows respect and cooperation.  

 Having students evaluating their teachers seems quite helpful for teachers to 

understand the learning needs and attitudes of their students in order to improve the method 

they used to convey knowledge. Kane and Cantrell (2010) maintain that surveys based on 

students’ rating are effective and exact tools to evaluate teachers’ performance. Their 

responses can be valuable feedback about teaching. Students as evaluators are indeed 

activating their critical reflective thinking in transmitting into details how teachers act inside 

the classroom. However, some problems may be encountered in having students evaluate 

their teachers mainly about the following areas: 

• Insurance of representative sample of students 

• Usefulness of students’ evaluations for teaching effectiveness 
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 • Validity and relevance of questionnaire items 

• Credibility and reliability of students’ responses 

•  Students’ ability to understand and judge teacher’s knowledge and proficiency 

Taking into account variables like students’ honesty, maturity, attitude, attendance, and 

proficiency, it seems that evaluations done by students are relative, limited (Morales, 2022), 

and cannot be reliable most of the time (Berk, 2014; Benton and Ryalls, 2016). That is, 

many factors will affect their evaluation, especially the grades and assignments their 

teachers offer. Low achievers, for instance, who do not like doing assignment and care more 

about getting grades to pass with minimal efforts, will not care about the ability of teachers 

to make them acquire knowledge. Hence, their evaluation may not necessarily reflect 

teacher’s performance.  

Unfortunately, there is a fear that students will not honestly evaluate teachers because of 

test grades that may skew their opinions about their teachers. Thus, students who score well 

are likely to demonstrate positive attitude while those whose marks are low might give 

unfavourable evaluation for the instructor to echo a negative attitude. Some universities 

attempted to solve this problem of bias by affording graduates the opportunity to evaluate 

teachers believing they will be less- biased, but their evaluation is not informative since they 

are not representative sample in terms of number and level.  

Berk (2005, 2014) goes further and argues that students are not qualified enough to 

evaluate their teachers on traits and skills that are above their current level of understanding 

like teacher’s field knowledge, proficiency, and course plan and content, and teaching 

method. For these reasons and others researchers never recommend (SRI) to be used as the 

sole tool for evaluating teaching performance (Berk, 2005; Berk, 2014; Benton and Ryalls, 

2016; Mare, 2021; Morales, 2022). Instead, they recommend to be combined with other 

evaluation methods. 

4.2 Evaluation Criteria and Measures  

Evaluation policy in higher education uses multiple approaches and measures involving 

multiple sources of data to get insights about the strengths of teachers and those aspects of 

their practice which need further to be developed. Evaluators usually consider teacher’s 

roles and activities inside and outside the classroom. For example, they check teacher’s 

skills in designing instructional activities and course materials, and their ability to stimulate 

students’ interest and communicate clearly with them. For such task the best procedures 

would be structured classroom observation (Pam et al., 2010; Kane et al., 2011) and 

teacher’s self -evaluation report. Other measures include teacher’s supervision and 

mentoring skills and research publications per year. However, it is not clear how would 

evaluation account for teacher’s performance and instructional efforts that are done outside 

the classroom such as interactions with students via emails and social media study groups, 

and provision of references for students in need.  
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Teachers’ evaluation system also depends on statistic data from assessment results of 

students’ performance such as pass rates, dropouts and principal ratings. In many 

universities including world-class ones, evaluators depend on students’ achievements and 

learning outcomes as parameters for teacher’s evaluation (Kaneet al., 2011). Student-test-

score-based measures as “value-added” measure are considered as the most direct and 

objective evidence of teacher’s effectiveness (Jacob and Lefgren, 2005; Pam et al., 2010; 

Mare, 2021). It is based on students’ achievement gains. Thisimplies that the teacher is 

exclusively responsible for students’ learning, disregarding their individual differences, 

efforts, and previous learning experiences.   

Evaluating teachers’ performance on the basis of their learners’ outcomes is like assessing 

teachers according to the grades they give when assessing students. In other word, if 

students’ scores are low the teacher is poorly evaluated regardless to his teaching 

performance. As a result, teachers’ evaluation becomes just the washback effect of the tests 

they give to students. This seems inappropriate simply because teachers assume 

responsibility for their teaching and not for whether learners are seriously learning and 

preparing for their tests. In line with this view, Glazerman et al. (2010) question the 

feasibility and objectivity of the measure and count for the controversy this type of 

measures can create in research as well as in politics.  

Indeed, linking teachers’ evaluation to students’ achievements as examination scores 

seems invalid given that students’ performance and results in tests are related to other 

factors like learning intake, readiness, psychological status, questions level of complexity, 

and assessment criteria.  On the contrary, Jacob and Lefgren (2005) find out that both 

systems, value-added rating and subjective principal-based assessment are effective in 

predicting students’ future achievement and “identifying the best and worst teachers” 

according to students’ achievement scores. However, they encourage the use of approaches 

that go beyond students’ results and account for teacher’s ability to help learners improve in 

future. 

4.3 Understanding Teachers as Subjects for Evaluation 

Nowadays, with the new trend of students’ centred learning, teachers are no more the 

dominating power or the centre of learning in the classroom.  Instead, their role appeared to 

be facilitators and motivating agents for students. We need to understand that evaluating the 

performance of teachers is as important as assessing the students. Evaluation appeared as a 

necessary routine in the context of university to improve teaching performance and quality. 

It is vital for both teachers and their students. In most cases, holding a PhD degree is not a 

parameter to ensure that teachers’ performance does not need mentoring because it is the 

ultimate required standard that other teachers should appreciate. However, evaluationdoes 

have “washback effect” on teachers just as tests have on students. Gómez, et al. (2025) 

carried out a comparative study in two public universities in Portugal and Spain using 28 

semi-structured interviews to investigate teachers’ perceptions about their evaluation model 

and policy. They found out that teachers perceived it as ‘an external imposition’ that affects 

their identity as university educators and their professional development (Gómezet al., 2025) 
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 Evaluation can positively affect teacher’s competence, attitude and performance if it is 

undertaken far from narrow subjective considerations and negative judgement (Jacob and 

Lefgren, 2005). Within this climate, teachers are motivated to be self-reflective and co-

operative.  Evaluation then can increase teacher’s positive attitudes towards the process and 

integrity by encouraging ongoing individual and collective reflection. In addition, the 

opportunities the evaluation process creates for conversation and negotiation among 

teachers, evaluators, and administrators are believed to foster teacher’s professional traits 

and interpersonal skills. 

Evaluation, however, may have a negative impact on teachers if not done appropriately. 

Indeed, being the subject of evaluation may generate anxiety among teachers who have the 

impression that others do not trust their ability to convey the required knowledge and skills 

needed for teaching. To be under evaluation is frustrating by nature causing embarrassment 

to the teacher regardless to his professional teaching capacities. When diligent teacher’s 

efforts are judged by students, administrators or evaluators who know little about the day to 

day hard teaching activity, the situation is really threatening.  

Unfortunately, instead of receiving constructive feedback and assistance, teachers who 

demonstrate unsatisfactory performance in some evaluation criteria like attendance and 

supervision are threatened by salary and performance bonus discount. In fact, being aware 

of what teaching mission implies and updating one’s knowledge and proficiency help 

teachers build positive attitudes towards their evaluation looking for improvement directions 

for them and their students.  

The relationship between evaluators and teachers as subjects for evaluation is hierarchical. 

Accordingly, teachers understand classroom realities and needs, transfer knowledge, assess 

students’ performance and constructively collaborate with other teachers who are 

responsible for assuring teaching quality to foster more creative, high-quality instruction. It 

is essential to understand evaluation within the mentorship frame of having both teachers 

and mentors reporting teaching performance limitations, giving suggestions for constructive 

feedback and improvement. Moreover, they can request university managers to guarantee 

equal opportunities for all teachers to be evaluators in order to exchange professional 

experiences. Similarly, exchanging information and sharing teaching experiences through 

academic training, workshops and conferences with teachers from other universities at 

national and international levels is quite helpful for teaching quality improvement.  

5. Teacher’s Evaluation: Mentoring vs. Monitoring 

Ideally, teacher’s evaluation aims at diagnosing teaching performance difficulties and 

strengths to provide assistance for teachers in their professional pedagogical improvement. 

This target is shared by the two main types of teacher’s evaluation: Mentoring and 

monitoring. Mentoring as a system of evaluation encourages accountability for learner 

progress and can offer opportunities for teachers to maintain strong relationships and 

reformulate and enrich their teaching experience (Schwille, 2008). Usually, the term 
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“mentoring” is associated with coaching and training pre-service and junior new teachers 

(Liu, 2014).  

In this paper, mentoring means providing assistance and evaluative feedback by 

experienced and qualified practitioners on teacher’s performance. In ideal situations like 

world-class universities, mentors must undertake an approved mentorship preparation 

programme organized by the academic institution where they work before evaluating other 

teachers. They are supposed to be familiar with the teaching learning situation including the 

syllabus, input, objectives, classroom assessment as well as evaluation aims and principles. 

Mentors usually are those teachers who have a large experience in teaching, who employ an 

advanced range of strategies and methods, and most importantly, they are ready to provide 

assistance to colleagues (Koki, 1997). 

Research indicates that teachers may feel more comfortable with evaluation that depends 

on mentoring partnerships where mentors (evaluators) and mentees (teachers) interactively 

demonstrate a number of specific skills and relations that contribute to the teaching quality 

improvement in free-stress working environment. Mentoring- based evaluation is non-

judgmental by nature targeting teaching practice improvement as such (Koki, 1997; 

Schwille, 2008) depending on strategies like teacher’s self- evaluation reports, teaching 

practice portfolios, peer rating, and evaluators’ conferences with the teacher.  

The activity can be a team- work to balance views, infer accurate information about 

teacher’s practice, and create opportunities for sharing and cooperation. Mentors’ role, 

however, is to assist teachers and use manageable flexible procedures to evaluate their 

performance in order to identify professional development needs, and provide formative 

feedback for future improvement. Furthermore, some would expect mentors to behave as 

models of professional behaviour for other teachers (Liu, 2014).   

The second type of evaluation is monitoring-oriented. It entails implementing a number 

of tools to collect data about teacher’s performance. The most common ones as listed by 

OECD (2009, p. 29) include:  

• Classroom observations made by managers, other teachers or external evaluators. 

• Value-added models that try to measure learning gains in student achievement. 

• Student evaluations and ratings of their teachers.  

• Judgement made by the teacher’s line manager or principal  

• Teacher self-evaluation  

Some university teachers may perceive this kind of evaluation as a different model of 

inspection that belongs to middle and secondary schools’ educational system. Monitoring 

heavily relies on observation procedures to make definite judgement about teacher’s 

performance and competency (Jacob et al., 2015). Individualized, specific information about 

one’s performance seems especially scarce in the teaching profession (Weisberg et al., 2009). 

Teacher performance evaluation models that are monitoring- based seem to create tensions 
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 as evidenced in the studies conducted by Mare (2021) and Gómez et al. (2025). It is no 

wonder then that such procedure leads to stressful experiences where teachers feel frustrated, 

inhibited, and in need to adjust and frame their performance into a particular model of 

“good teacher”. 

It is clear that mentoring tends to give teachers precious opportunities to build 

professional relations, share experiences and construct their own learning experiences 

through cooperation and negotiation with the teachers. Within this frame, evaluators can 

function as facilitators and co-constructors of pedagogical knowledge (Morales, 2022). 

Monitoring, however, makes teacher’s performance more susceptible to evaluation 

procedures. Monitors, who are conceptualized as prescribing rules of perfect performance, 

can unintentionally create a climate of frustration and resistance among teachers. 

Nevertheless, Effective evaluation whether mentoring or monitoring-oriented has to 

encompass the principal features and strategies of effective evaluation as illustrated in the 

figure below. The process would first familiarize teachers as evaluators or subjects for 

evaluation with what is expected of them for purposes of assessment or knowledge transfer 

and delivery. After collecting relevant information from valid sources, evaluators will 

identify strengths and weaknesses in teaching practice with the potential to make practical 

suggestions for performance improvement. 

6. Suggestions and recommendations 

Drawing from the conceptual analysis developed in this paper, the following suggestions 

are made to guide policy makers, faculty members and academic staff responsible for 

quality assurance in higher education to design efficient evaluation models that serve 

teaching and learning sustainable development. This paper suggests thatto ensure 

transparency and objectivity in teacher’s evaluation process, the selection of the academic 

committee in charge of the task whether teachers, students, administrators, or evaluators 

from inside or outside the university in question should be subjected to adequate and 

rigorous moral, psychological, scientific and professional criteria. That is, evaluators 

themselves should be first evaluated on these criteria to guarantee transparency and 

effectiveness. Most importantly, experts in higher education quality stakes, evaluators and 

teachers should work within their context to provide a framework for teacherevaluation. The 

team efforts should focus on designing a clear conventional analytic rubric and setting 

practical evaluation procedures that use appropriate mechanisms to respond to the target 

need of improving effective teaching performance.  

The study recommends that teacher evaluation at university should bementoring- oriented 

and carried out in more collaborative and less threatening environment. In this respect, it is 

suggested that a committee of qualified teachers in charge of teaching improvement can 

make use of an online system that considers teacher’s self- evaluation, mentors’ reports, and 

students’ surveys. This board of mentors should use valid and reliable assessment rubric 

articulating professional standards like teacher’s knowledge, attitude, materials, 

performance, availability, and scientific research contribution. The evaluation grid, however, 
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should be developed in consultation with a range of practitioners and faculty who are staff 

already familiar with the local teaching learning situation and the academic quality 

requirements. 

Higher education policy makers, university managers and evaluators have to understand 

that all teachers need, as subjects for evaluation, is a meaningful professional and objective 

feedback in a non-threatening environment. The desired evaluation would offer the 

following: 

• Accurate fair appraisal of the effectiveness of teacher’s performance  

•  Beneficial and constructive feedback for unsatisfactory performance 

•  Reward and motivation to the work of good teachers. 

• Opportunities for negotiation and cooperation between teachers and evaluators 

Researchers maintain that the well-designed and targeted evaluation system is not limited 

to the excellence qualities of teaching performance, learning outcome and scientific 

achievement. It rather exceeds to create a culture in which quality teaching is greatly valued 

and evaluation is meant for teacher’s progress and performance improvement. 

7. Conclusion  

This paper examines teachers’ evaluation in higher education in terms of need, role, 

methods, and criteria. It discusses the notion of evaluation and its two main purposes: As a 

means for mentoring and monitoring. Evaluation is an invaluable tool for professional 

improvement, from which instructors can identify the strategies and skills required for them 

and their students to reach the targeted goals and standards. As for the first research question 

regarding who is supposed to evaluate teachers and on what basis, the study stresses that the 

evaluation of teachers’ performancecannot be isolated from the social-cultural context of 

university where evaluators can be perceived as mentors or monitors. If evaluators are not 

practitioners they are likely to be perceived as outsiders and administrators who need first 

develop a kind of familiarity with the teaching principles, process and focus. Therefore, we 

suggest a board of mentors that considers teacher’s self-evaluation, students’ surveys, and 

mentors’ report based of clear relevant criteria for teaching excellence at higher education. 

Concerning the second research question about whether teacher evaluation should be 

mentoring-oriented or monitoring- oriented, the current study indicates that evaluators are 

neither monitors nor supervisors since those they evaluate are neither company employees 

nor students or pre-service teachers. Instead, they are required to be practically involved in 

teaching at university, to have some expertise in the subject field, and to be qualified in 

problem solving, negotiating and teaching methods. The evaluators’ role indeed needs not to 

be changed or reduced but rather rethought and redefined as a mentor, facilitator and co-

operator.  

Teachers, in their turn, do not need prescribed frame to learn how to teach just as they do 

not need a typical model of how to be “good teachers” in order to reconstruct themselves 
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 accordingly. However, teachers cannot operate solely and consider themselves as being the 

sole power source at university. To avoid tensions, both teachers and mentors should work 

in a joint activity to establish academic excellence qualities and stakes, provide necessary 

resources and tools, and make the required remedies and improvements for an effective 

teaching. 

 While the present study is not based on empirical evidence, it provides a theoretical 

synthesis and a structured basis for policy makers and evaluation committees to develop 

efficient models for teacher evaluation. In addition, it offers a conceptual foundation for 

understanding who is supposed to evaluate university teachers and on what basis. However, 

further research is needed to test the suggested evaluation criteria and to examine how 

mentoring-based evaluation models can be implemented in universities and how they affect 

teachers’ performance and professional development. Such empirical studies can validate 

the conceptual work of this paper and lend support to the accumulated efforts to develop an 

efficient evaluation system in higher education. 
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