
 
 

Outcomes of the Working Session II  
“How to build a culture of Evaluation in Schools” 

 

 
The following working definition of Internal Evaluation was agreed for the 
purposes of the discussion:  
 
“Internal Evaluation is a framework for school improvement that begins 
with the individual teacher and impacts throughout the whole school 
community. The process begins with the question, ‘Where are we? ”  
 
Some General Conclusions on Methods, Outcomes, and Barriers.  
Using S.W.O.T.* analysis criteria, groups undertook an assessment of 
Internal Evaluation. There was general agreement that the process provides 
opportunities for schools to improve. It begins by asking certain questions, 
such as, “How do we make the school a better place for pupils?” “How can I 
improve my own teaching and learning?” The focus must always be on the 
pupil and on school improvement. Typically, the process moves through the 
following stages: it begins with the individual teacher, it then progresses to 
individual teams and finally it encompasses the whole-school community.  
 
It was also agreed that the process can have a very positive impact on staff 
development – it does, after all, imply that each teacher must take 
responsibility for his or her self improvement, with the result that it 
enhances skills and develops leadership within each individual participant.  
 
It was felt that in schools where Internal Evaluation is conducted, the 
positive impact on teaching and learning becomes apparent very quickly. 
Good quality feedback from assessors contributes greatly to embedding the 
positive impacts into the school’s systems.  
 
However Internal Evaluation can present challenges. This can arise in a 
number of ways. In some schools views may be entrenched, especially at 
senior level. This can be reflected in suspicion about or perhaps antipathy 
and hostility towards a culture of change. Schools that have had a negative 
experience of External Evaluation may develop a negative perception of 
assessments. A dominant school leadership that is strictly top-down will give 
little opportunity for self-empowerment and self-improvement.  
 
The group felt that the greatest challenge to Internal Evaluation was the 
provision of Time, Tools, Training and Resources. It was commented that 
the practice in Lithuania of training teachers to become evaluators was an 
innovative and creative development that may be relevant to the 
development of school evaluation elsewhere.  
________________  
*SWOT (Strengths/Weaknesses/Opportunities/Threats) 



 
Recommendations for establishing a culture of internal evaluation in 
schools.  
A culture of Internal Evaluation cannot be established in schools until the 
practices associated with Internal Evaluation are embedded in all aspects of 
the school’s life. The group therefore believes that the following elements 
must be in place, 
Vision: Management has a major role to play. It must formulate a vision of, 
have a belief in and commitment to Internal Evaluation. This vision must in 
turn be communicated to all parties within the school community. 
Understanding: An understanding of the process of Internal Evaluation is 
essential if its value is to be appreciated by all parties in the school 
community. Acquiring that appreciation will allow schools implement 
programmes and respond more quickly to societal changes in a way that is 
meaningful and practical.  
Belief: Schools must believe that Evaluation leads them in a continuum of 
improvement and nurtures reflective practice.  The group felt that Internal 
Evaluation requires a paradigm shift in the school’s understanding of its role 
and function and that when beliefs and thinking change, actions will change 
as well. 
Trust: Staff must be trusted by all levels of management, so that when the 
proper circumstances are created and appropriate supports are given, they 
will do the right thing.   
Key Players: The importance of an enlightened approach by management 
has already been stressed. In addition, school leaders, typically, senior staff 
members, play a critical role as agents for effective change. There is, 
therefore a need for “top down” dimension that is, above all else, 
supportive, as well as a “bottom up” dimensions to the development of a 
successful evaluation regime.  
Development: While leaders at all levels of educational management will 
be the key conduits for initiating change, classrooms are key arena for all 
change. It is therefore imperative that the classroom teacher understands 
the process and that their work is endorsed by management. The group felt 
that in-service training for teachers should be provided at University level 
and that the importance and contribution of experienced teachers should be 
encouraged and highlighted  
Risks: The challenge of change cannot be underestimated. Sustaining and 
implementing modification in practice will always be a great test and will 
require enthusiastic endorsement and long term commitment. 
Skills: As school personnel become more skilful at implementing Internal 
Evaluation, for example designing their own criteria for conducting a school 
audit, so this type of evaluation will become more deeply embedded in the 
culture of schools. 
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