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IN-SERVICE EDUCATION AND TRAINING NEEDS OF INSTRUCTORS 

WORKING IN THE ACCREDITATION PROCESS AT VOCATIONAL 

QUALIFICATION TEST CENTERS 

ABSTRACT 

Progression in education is achievable through well-educated teachers, and teacher 

training can be achieved by well-planned in-service vocational training. In this 

research, in-service training needs analysis questionnaires were performed on 99 

instructors who seek to be assigned in vocational exam center accreditation process. 

As a result of the assessment of these questionnaires, it was concluded that nearly all 

instructors have in-service training needs directed at improving their performances. 

ANOVA analysis was used to assess whether the acceptance level for Important 

Factors in Training Needs changed depending on the education level. According to 

the results of the analysis, the importance of the training in terms of "knowing the job 

description and responsibilities of the organization where the individual will be 

assigned in Vocational Test Center" has shown differences depending on the 

education level (F=3.584; p<0.05). When mean values of significance level for 

almost all statements were examined depending on the training status of participants, 

it was determined that post graduates agreed that trainings are important at a higher 

ratio in comparison to other groups. 

Cronbach Alpha confidence coefficients were calculated to estimate the confidence 

level of exploratory factor analysis (AFA) in order for determining the Structure 

Validity and Confidence Analysis of in-service training needs questionnaire. 

Exploratory factor analysis method was used for statistically determining the 

structural validity of the questionnaire. Firstly, Kaiser-Mayer-Olkin (KMO) and 

Bartlett tests were performed to understand whether the questionnaire was 

compatible for factor analysis. KMO coefficient was calculated to test the sample 

size. 

According to the analysis result, statistically significant difference was determined 

for evaluation of the first aspect of the training needs among instructors with 

different training levels, however, no significant difference was revealed for the 

evaluation of the second aspect of training needs. No significant difference  was 

detected at the second aspect of the training needs questionnaire as there were only 

trainings related to assessment and evaluation, and the instructors participated in this 

questionnaire had already attended these trainings.   
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According to the TUKEY test results, which was performed to determine the group 

that caused difference in evaluation of first aspect of training needs, individuals with 

associate or bachelor's degrees showed the least acceptance level for the first aspect 

of the training needs, whereas post graduates showed the highest acceptance level. 

As a result of this, 15 instructors randomly selected among 30, were given 75-hour 

long training in 2014-2015. 

At the end of their training " Evaluation Form for In-service Education and Training 

(EF INSET)" was conducted and results for Training Planning and Program, 

Competence Level of Trainers, End of Training Gains, General Assessment were 

presented. Through open ended and Likert-scale questionnaires, observable 

progression was shown for the benefits of in-service training, Training Planning and 

Program, Competence Level of Trainers, End of Training Gains, and General 

Assessment criteria. Performance Evaluation Form for Instructors who have 

participated In-service Education and Training were filled, demo exams were 

executed, and technical experts completed performance assessment forms 30 

instructors assigned in accreditation process of vocational test center; as a result of 

the questionnaires, differences between trained and untrained were presented. 

Performance form of untrained instructors and demo exams were reviewed by 

technical experts and it was determined that untrained instructors failed to properly 

achieve exam and documentation processes as they lack knowledge about 17024 

accreditation process, don't possess necessary information about National 

Occupational Standards and not familiar with procedures and presses of Vocational 

Test Center; therefore, it was planned to provide in-service training to untrained 

instructors within 2016. 

The results of Wilcoxon test, which was performed to compare scores of pre- and 

post-training knowledge and skill-based performance items in the test group, are 

given in research. According to the analysis results, post-training scores for all 

knowledge and skill-based performance items have shown statistically significant 

increase when compared to pre-training scores (<0.05). Accordingly, the in-service 

training conducted has increased the knowledge and skill-based performance of 

instructors. 

Mann Whitney test was performed to compare pre-training knowledge and skill-

based performance item scores of the control group and post-training scores of the 

test group and as a result, post-training knowledge and skill-based performance 

scores of the test group were statistically shown to be significantly higher than pre-

training scores of the control group. According to performance assessment, when 

pre- and post-training performance assessments compared and demo exams 

conducted before and after the training were reviewed by technical experts, major 

differences were determined. Therefore, the obligation to receive these training 

raised in order for all instructors, wanting to take part in the accreditation process of 

Vocational Test Center, to conduct the accreditation process in healthy, proper, 

reliable and objective way and in conformity with the standards. 

In-service education and trainings are recommended for all current Vocational Test 

Centers and other exam centers planned to be established in the coming years in 

order for documentation processes in Turkey to be conducted according to these 

standards. 

Key Words: In-service education and training, Vocational Test Center, 

Accreditation Process, National Occupational Standard 
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MESLEKĠ YETERLĠLĠK SINAV MERKEZLERĠ AKREDĠTASYONU 

SÜRECĠNDE GÖREV ALAN ÖĞRETĠM ELEMANLARININ HĠZMET-ĠÇĠ 

EĞĠTĠM ĠHTĠYACI ANALĠZĠ 

ÖZET 

Eğitimde ilerleme iyi eğitilmi  öğretmen, öğretmen eğitimi ise iyi planlanmı  hizmet 

içi mesleki eğitim çalı maları ile mümkündür  Bu ara tırmada; hizmet içi eğitim 

ihtiyaç analizi anketleri mesleki sınav merkezi akreditasyon sürecinde görev almak 

isteyen 99 öğretim elemanı üzerinde uygulandı  Bu anketlerin değerlendirilmesi 

sonucunda, öğretim elemanlarının nerdeyse tümünün performansını geli tirmeye 

yönelik hizmet içi eğitim ihtiyaçlarının olduğu sonucuna varıldı  Eğitim İhtiyacında 

Önemli Olan Faktörlere katılım düzeyinin öğrenim düzeyine göre farklılık gösterip 

göstermediği Anova ile analiz edildi  Yapılan analiz sonucuna göre eğitimin 

―Mesleki Sınav Merkezinde görev alacağı kurulun görev tanımlarını, 

sorumluluklarını  ilmede‖ önemli olma durumu öğrenim düzeyine göre farklılık 

göstermektedir (F=3,584; p<0,05)  Katılımcıların eğitim durumuna göre hemen 

hemen tüm ifadeler için önem düzeyi ortalamaları incelendiğinde eğitimlerin önemli 

olduğu görü üne yüksek lisans mezunlarının diğer gruplara göre daha yüksek oranda 

katıldığı  elirlendi  

Hizmet içi eğitim ihtiyaç analizi anketinin Yapı Geçerliliği Ve Güvenirlik Analizi 

 elirlenmesi amacıyla açımlayıcı faktör analizi (AFA), güvenirliğinin  elirlenmesi 

için Cron ach‘s alfa güvenirlik katsayıları hesaplandı  Anketin yapı geçerliğini 

istatistiksel olarak tespit etmek için açımlayıcı faktör analizi tekniği kullanıldı  

Anketin öncelikli olarak, faktör analizine uygun olup olmadığını anlamak amacıyla 

KMO ve Bartlett testi yapıldı  KMO katsayısı örneklemin  üyüklüğünü test etmek 

için hesaplandı  

Analiz sonucuna göre eğitim düzeyi farklı olan personellerin eğitim ihtiyacının 

1  oyutunu değerlendirmeleri arasında istatistiksel olarak anlamlı fark  ulunurken 

eğitim ihtiyacının 2  oyutunu değerlendirmeleri arasında anlamlı fark  ulunmadı  

Eğitim ihtiyacı anketinin 2  Boyutunda sadece ölçme değerlendirme ile ilgili 

eğitimler olduğundan ve ankete katılan öğretim elemanlarının  u eğitimlere daha 

önceden katıldıkları için anlamlı fark  ulunamadı  Eğitim ihtiyacının 1  oyutunun 

değerlendirilmesinde farklılık yaratan gru un  elirlenmesi amacıyla yapılan TUKEY 

testi sonucuna göre ön lisans – lisans mezunlarının eğitim ihtiyacının 1  oyutu için 

katılımları en dü ük iken yüksek lisans mezunlarının en yüksektir  
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Bunun sonucunda 30 öğretim elemanından rastgele seçilerek 15 tanesine 2014-2015 

yılında 75 saatlik eğitim verilmi tir  Eğitimlerin sonunda ―Eğitim Değerlendirme 

Anketi‖ yapılarak Eğitimin Planlanması ve Programı, Eğitimcilerin Yeterlilik 

Düzeyi, Eğitim Sonu Kazanımlar, Genel Değerlendirme sonuçları ortaya 

koyulmu tur  Açık uçlu ve likert ölçekli anketlerle de hizmet içi eğitimin faydaları ve 

Eğitimin Planlanması ve Programı, Eğitimcilerin Yeterlilik Düzeyi, Eğitim Sonu 

Kazanımlar, Genel Değerlendirme kriterleri sonucunda gözle görülür  ir ilerleme söz 

konusudur. 

Anketler sonucunda mesleki sınav merkezi akreditasyon sürecinde görev alan 30 

öğretim elemanının performans değerlendirmeleri eğitim alan öğretim elemanı 

performans değerlendirme formu demo sınavlar yapılarak teknik uzmanların 

incelemeleri ile performans değerlendirme formları doldurulmu  olup eğitim alanlar 

ve eğitim almayanlar arasındaki farklılıklar ortaya çıkmı tır  

Eğitim almayan öğretim elemanı performans formuyla ve demo sınavlar teknik 

uzmanlar tarafından incelenerek eğitim almayan öğretim elemanları 17024 

akreditasyon sürecinde  ilgisiz oldukları Ulusal Meslek Standartlarını  ilmedikleri, 

Mesleki sınav merkezinin prosedürlerine ve süreçlerine hakim olmadıkları için  

sınavları ve dokümantasyon sürecini düzgün gerçekle tirememi  olmasından  dolayı 

2016 yılında eğitim almayanlara hizmet içi eğitim verilmesi planlanmı tır  

Deney gru unda eğitim öncesi ve eğitim sonrası  ilgi ve  eceriye dayalı performans 

maddelerinin puanlarının kar ıla tırılması amacıyla yapılan Wilcoxon testi sonuçları 

ta loda verilmi tir  Analiz sonucuna göre  ilgi ve  eceriye dayalı performans 

maddelerinin tamamında eğitim sonrası puanlar eğitim öncesi göre istatistiksel olarak 

anlamlı düzeyde artmı tır (p<0,05)  Buna göre yapılan hizmet içi eğitim personelin 

 ilgi ve  eceriye dayalı performansını artırmı tır  

Kontrol grubunun eğitim öncesi  ilgi ve  eceriye dayalı performans maddeleri 

puanları ile deney gru unun eğitim sonrası puanlarının kar ıla tırılması amacıyla 

yapılan Mann Whitney testi sonucuna göre deney gru unun eğitim sonrasında  ilgi 

ve  eceriye dayalı performans maddelerinin tamamının puanları kontrol gru unun 

eğitim öncesi puanlarından istatistiksel olarak anlamlı düzeyde daha yüksektir  

Performans değerlendirmelerine göre eğitim almadan önce ve sonra performans 

değerlendirmeleri kar ıla tırılıp önce ve sonrasında yapılan demo sınavları teknik 

uzmanlar tarafından kar ıla tırılıp  üyük farklılıklar ortaya çıktığı tespit edilmi tir  

Bu se eplerden dolayı Mesleki Sınav Merkezi akreditasyon sürecinde görev almak 

isteyen tüm öğretim elemanlarının akreditasyon sürecini sağlıklı, düzgün, güvenilir, 

tarafsız, standartlara uygun yürüte ilmesi için  u eğitimi almaları tavsiye 

edilmektedir. 

Türkiye de  elgelendirme süreçlerinin  u standartlar çerçevesinde yürütüle ilmesi 

için tüm Mesleki Sınav Merkezlerinde ve önümüzdeki senelerde kurulması planlanan 

sınav merkezleri için hizmet içi eğitimleri zorunlu hale getirilmesi tavsiye 

edilmektedir. 

Anahtar Kelimeler: Hizmet-içi Mesleki Eğitimler, Mesleki Sınav Merkezi, 

Akreditasyon Süreci, Ulusal Meslek Standardı 
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1. INTRODUCTION 

1.1 Background to the Study 

The leading of governments for education goes back to the old times in Turkish 

history. This case reaches at a high level during the 15th and 16th century under the 

reign of Ottoman Empire, but this is followed by a lower level starting from 17th 

century. With the effect of European perspectives on governments, a systematic 

approach started to be set. However, INSET, as a term mentioned in this study, starts 

to be mentioned with the Five-Year Developmental Programs first of which was set 

for 1963-1967 including the purpose of constructing educational centres, although 

there was not a specific point for INSET (Peker, 1991). INSET as an educational 

concept has become more physical since then by law. 

Since 1995, INSET has been compulsory in governmental public services by law (the 

Article 657-Devlet Memurları Kanunu-Civil Servants Law, Article 657) which aims 

at developing all professionals working in governmental issues under the categories 

of Basic Training, Preparatory Training, and Practical Applications in Turkey. All 

professionals are expected to attend these courses during their first year and to pass 

the exams. 

When it comes to present time, the case of in-service training for teachers is 

controlled by the department of INSET which serves under the rule of the Ministry 

of Education, in-service training department, for mainstream state school teachers 

today. Founded in 1960 as the Division of Training Teachers on the Job had services 

under different names till 1982 when it was named as the Department of INSET 

(HEDB, MEB, 2010). 

INSET activities are organized and carried by this department in seven different 

regions represented by cities of Ankara, Erzurum, Yalova, Mersin, Rize, Van and 

Aksaray. The Department defines its services as local seminars, foreign language 

courses, computer literacy courses, internship training, pedagogic formation, 
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promoted personnel, avoiding brutal force in family, society and school contexts, 

orientation, education in abroad and international relations and etc. (HEDB, MEB 

2010). 

In addition to the place of INSET Department in Turkey, various matters about 

INSET programs and activities in Turkey are discussed for developing effective 

INSET for teachers, some of which can be generalized as;  

 Further planning needs 

 Development of needs analysis 

 Clarification of course outcomes 

 A model development 

 Development of consistency 

 Launching scientific researches 

 Development of follow-up activities 

(EARGED-MEB 1995, Özdemir 2002, Gültekin and Çu ukçu 2008, Ka akçı (ed) 

2009, Bayrakçı 2009) 

For that reason, it seems that INSET is a lively and challenging topic being discussed 

and studied regarding teachers‘ improvement needs, consistency in INSET and 

initiating systematic research as well as following up existing activities. 

The need for incessant qualified development can be recognized in numerous 

professions in the present day since it is seen as the need for surviving in 

employment route. These needs can be drawn as the upshot of a stretched and 

interrelated course of action starting with a change in understanding the theory of 

education in an aspect, and ending up with a matter-of-fact modification in national 

curriculum of schools, which includes numerous points. Commonly, it is thought it is 

the novice teacher who needs assistance in teaching. They may feel underqualified 

and suffer from being deficient in experience since the pre-service education may 

lack a bridge with theory and practice of teaching. Seeing that teaching at school and 

teaching face-to-face are the basic sides of teaching, novice teachers may need to be 

supported by training, for this reason (Karaca,1999). 

In-service Education and Training can be defined as training made for the purpose in 

order to increase productivities of managers, teachers and personnel working for 

public or private establishments in connection with their duties, from the beginning 
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the duty to retiring, to update their knowledge and skills and to help that they comply 

with new situations (Ministry of National Education, 1988 and Directorate of 

Department of In-service Education and Training, 1988).  

In-service Education and Training Activities are planned by Directorate of 

Professional Development Supporting and Following Department that is one of the 

units of General Directorate of Teacher Training and Development. These activities 

cover professional training of all teachers working in central and rural organization 

within the framework of State Personnel Law numbered 657, Basic Law of National 

Education numbered 1739,  Statutory  Decree of Organization and Duties of Ministry 

of National Education numbered 652 (Ministry of National Education, 2014).  

In line with the general and special purposes of the relevant institution and In-service 

Education and Training, the purposes are as follows:  

a) To arrange activities such as seminar, conference etc. aimed at 

professional development, 

b) To perform In-service Education and Training studies of teachers, 

c) To observe teacher competences and give feedback to teachers, 

d) To conduct studies in order to improve and develop pre-service In-

service Education and Training process, 

e) To make studies aimed at enhancing teacher competences and perform 

studies in this line (Ministry of National Education, 2013). 

Another point of view for continual training of teachers may be discussed as 

developments in science and technology. Taymaz states (1997) that science plus 

technology convey advances into each one field of occupation, which leads to a 

necessity for INSET to keep pace with the change. The advances may well root a 

change in theories of learning and teaching, and these theoretical ideas may turn into 

practical applications in schools. Teachers can need to be informed on these 

innovative systems as in the fullness of time, they may lose their energy and 

enthusiasm. Khan (2005) discusses that some of the reasons for training language 

teachers are the need for updating themselves and the change in education. They may 

sense trapped in instruction and feel aspiration for change in their professional life, 

which makes up a further basis for INSET. 
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An additional reason for such training is to compensate for the fact that teachers may 

need training because the perception of seeing professions more as careers jobs leads 

to a more competitive area of working. This situation may be observed in 

governmental public professions. On the other hand, the safe working status, which 

the career system in governmental public professions provides, does not make it 

possible to differentiate the more a le ones from the less (Çevik a , 2002)  That is 

why teachers may require being trained on certain occasions. The weaknesses may 

not be realized so noticeably. 

The 21st Century signifies grasping and performing better jobs to live to tell the tale 

as tasks and errands change persistently. That is to say, to survive through all the 

developments and advances, teachers may well need to compensate for their 

draw acks of time  Slater (1998 as cited in Küçüksüleymanoğlu, 2006) states that the 

following are imperative reasons for INSET more than ever in this aspect: 

 Cultural, social and economic patterns of societies continually change 

and progress. It is a must to keep up with these changes. 

 Scientific and technological developments require attaining new 

skills. 

 It is possible to encounter problems which cannot be overcome only 

 y means of school education‖  

The need for INSET is understandable as a consequence of the reasons given above 

and it could be recognized and fulfilled so as to keep up with the rest of the world in 

terms of developments, advances, assisting novice teachers and focusing on career. 

1.2 Statement of the Problem  

Today, nations and institutions compete with each other intensely due to 

globalization. Every passing day organizations, as a precondition for providing the 

employment, request staff to submit a certificate of expert as an evidence of their 

qualifications and competences. Management system certificates such as quality, 

environment, food safety and occupational safety are of vital importance for people 

themselves as well as customers with whom commercial activities are carried out.  

Moreover, a process is experienced creating strong effects and called as 

globalization. Within this process, it is observed that there are changes and 
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developments in knowledge, communication and information technology in all areas 

related to gathering, processing, transmission, use of information as well as new 

knowledge production. Depending on this change and development process, 

countries need to develop their human resources. Also globalization process in 

question takes effect on Turkish education system in recent years. The parallel 

effects caused by this process on the education system of our country, training 

programs are developed on the basis of a constructivist understanding. Especially 

when applications that have occurred since the beginning of the 20th century are 

examined, it is possible to see the effects of behavioral approach. The behavioral 

approach considers the individuals as a product of environment where they live and 

continuing its existence independently from them  Şim ek (1997; 146) uses the 

following expression associated with  ehavioral approach: ―Individuals react to 

stimulus‘ from the outside  y means of using methods and ways controlled 

mechanically.  People react to environmental impacts and they are seen as passive 

participants reacting environmental controlled events independently of their own 

will".  According to understanding based on constructivist, reality is not objective 

and cannot be discovered, but reality can only be achieved with the active 

participation of individuals. In this context, learning means the reinterpretation and 

regeneration of our old information in the light of new experiences. Constructivism 

separates from understanding adopted by behavioral approach that there is only one 

correct and there is a limited number of ways to reach right information and it adopts 

the approach that there is not only one correct and active contribution of individual 

must be in interpretation and formation process to reach right information (Özden 

and Şim ek, 1998)   

In the preparation of vocational training programs renewed according to opinions of 

experts, EU harmonization studies and globalization fact become effective as well as 

reforms made in countries such as Australia, England, Ireland, USA, New Zealand, 

Spain, Finland, Israel, Canada and Singapore. It is stated that above mentioned 

countries achieve positive results from training reform realized by them in 

accordance with structuralism and under economic axis. 

(http://www1.worldbank.org, accessed on 10 October 2015). Following the 

proclamation of the Republic, reform studies were carried out in the training field at 

various times in Turkey. When analysed studies made in the primary school field in 
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Turkey, it is seen that these studies are performed in 1924, 1926, 1936, 1939, 1948, 

1968 and 1997 to improve the training programs   According to Öztürk and Tuncel‘s 

statements (2006), today, it is possible to say that a comprehensive change is made in 

program understanding and all courses through studies starting in 2004. It is known 

that the change carried out in programs in recent years is made in the scope of 

Training Support Project signed between Council of Europe and Turkey in 2000 

(Hazır, 2006)  In studies where results related to these exams are demonstrated 

(A kar and Olkun, 2005; Koca Özgün and Şen, 2002; Savran, 2004), it is declared 

that our training system is a classic learning system based on role-learning and 

templates. Based on these results above mentioned, it is expressed that learning 

methods and learning process passivizing the student in the classroom and not 

providing another learning style except listening is set aside and the constructivist 

understanding moving the student to central position and enabling to make research 

and to voluntary learning through learning methods complying with student‘s level 

(Karadağ, Deniz, Korkmaz and Deniz, 2008)   

The Vocational Test Centre accepts to deliver quality services to applicants as a basic 

principle, and therefore this test centre establishes to reach to these purposes and to 

certify the qualification and competence of the applicants.  

The Vocational Test Centre establishes to take equipped and qualified personnel 

concept further, and it is aware of the importance of professional development. The 

Vocational Test Centre aims to constantly go further to certify the qualification of 

staff through qualified staff and boards together with management system where 

certification process is effectively operated.  

The Vocational Test Centre intends to be accredited by a Turkish Accreditation 

Agency and to be authorized by a Vocational Qualification Authority for 

Examination and Certification activities by creating Certification system in this 

subject. The main purposes are described below:  

1. To train staff certified the qualification and having capable of working in 

international platforms 

2. To train the staff who can keep pace with gradually increasing technological 

innovation speed 
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3. To establish the infrastructure of the national and international dimensions in 

concern with knowledge and qualification of staff 

4. To draw a parallelism with developments enabling staff to become 

specialized  

5. To turn theoretical training into practice 

6. To contribute to employment of staff development and renewing themselves 

through continuous training  

7. To ensure the authorization of staff by making evaluations in the framework 

of relevant standards 

8. To balance the changes in education and training field 

9. To prove that staff‘s knowledge and qualification meet specific conditions 

and to secure them 

10. To promote quality assurance in education and training 

11. To ensure the development of the certification programs for new staff 

12. To make exams and certification activities based on independent and 

impartial rules at national and international levels for certification programs  

13. To make exams and certification activities based on national and international 

competencies and independent and impartial rules in the National Qualifications 

Framework system  

14. To prepare question banks, the theoretical and practical questions and to 

revise existing ones in accordance with measurement and evaluation results, relevant 

regulations and accreditation rules. 

In this research, it is considered that it will be important that outcomes of opinions 

appear due to opinions and evaluations received from instructors working in İAÜ 

Vocational Test Center be shared with relevant authorities (Vocational Test Centre 

Director, Vocational Qualifications Authority, Turkish Accreditation Agency and 

other Voc-test centres) to provide data to the employees dealing with these matters. 
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Findings obtained from this study are important for instructors, managers and 

especially professionals working in software development field in the scope of this 

study in terms of providing for information them. It is also expected this study to 

contribute to positively the development of Vocational Test Centre. 

1.3 The purpose of the study 

The main purpose of the study is to find out whether measurement and evaluation in 

the field of training are two interconnected and complementary concepts. In 

scientific studies, measurement and evaluation are of great importance. The 

proposals submitted at the end of this research shall contribute to measurement and 

evaluation area of the training through practices to  e done to enrich the instructors‘ 

experiences and skills by means of providing opportunities to determine the 

experiences and skills about measurement and evaluation of instructors working in 

Vocational Test Centre, how they implement measurement and evaluation practices 

and in-service education and training needs in this field.  

On the other hand, it is thought that it becomes a necessity to develop the training 

programs showing more sensitivity than previous programs to technology and 

economy and addressing it with an integrated approach in a comparative way in 

international field and to raise the training system to European standards in the 

European Union process period that Turkey is a candidate country for European 

Union in this process. It may be said it needs to make changes in training programs 

through this goal-oriented studies (Yapıcı, 2006)  

Characteristics of individuals to whom society requires show change in today's world 

conditions. Developing skills in individuals such as critical thinking, problem 

solving, working in cooperation, effective use of information and communication 

technologies is seen as the target to which programs want to reach. Impossibility of 

reaching these goals with existing structure of our training system based on the 

traditional training approach that is teacher-centered and where the student is 

considered a recorder leaves its place to an understanding moving the student‘s 

interests and needs to central under the guidance of an instructor (Arslan and 

Özpınar, 2008)  Societies endeavor to train the individuals needed  y them during 

life-long training process through programs implemented by them in training 

institutions. Societies face with socio-economic problems (unemployment, poverty, 
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inequality, illiteracy, etc.) in the local and global level in especially this century. It is 

expected individuals to effectively use their skills such as access to information, 

interpretation and new knowledge generation and to have the ability to solve these 

problems. Today usage of these skills by individuals becomes important.  

In line with these changes made in training programs and presented as a reform, 

another important factor is to train the instructor towards programs that will affect 

the success of application. It can be expressed that the program has a wide influence 

area like learning, providing the gains, implementation of content and learning 

activities, execution of measurement and assessment process. The most active role in 

this process will be undertaken by instructors who are in the evaluator and exam-

maker position. From this aspect the program confers new roles (guides, facilitators, 

participators and so on.) and responsibilities to participators (Ayvacı and Devecioğlu, 

2006). The adaptation of new roles and responsibilities by instructors has importance 

in terms of effectiveness of the program. It can be stated that one of the most 

important criteria providing the success of a program is the quality of the training 

environment in which it is implemented. Another important issue is the stability of 

instructors implementing the program in recognition and implementation of 

programs, affective characteristics of instructors towards programs and the level of 

cooperation between their colleagues. It is thought that all of these affect the success 

of the instructors in implementing the program. In other words developed by the 

individuals in the group or the whole group after they are started to implementation 

is as important as the program itself.  Based on these observations, it can be said that 

providing the success of these programs may only become possible by means of 

cooperation with instructors.  

Reconsideration of the program, restructuring of schools or reorganization of goals 

expected to be done by students is not enough to improve the quality of learning 

before providing the development of knowledge and skills of instructors in 

accordance with new expectations. This may only become possible with the 

development of knowledge and skills of instructors in accordance with new 

expectations. People who perceive that knowledge and skills gained by them during 

their training from the date when they started a job are inadequate in practice, who 

do not have adequate professional knowledge about their activity area or who realize 

that   knowledge and skills acquired by them during their training change rapidly in 
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their professional life needs a continuous training (Metin and Özmen, 2010). While 

these requirements of instructors are met, the implementation of this training may 

support to meet and satisfy their needs, which are too important issues to be ignored. 

As a result of this situation, it is accepted that assessing of training needs of 

instructors and training of them in accordance with these requirements shall impact 

on the success expected from the program. It is possible to express that taking the 

instructors‘ opinions as the researchers of the program during the development, 

implementation and evaluation process of the program is of vital importance.  

Another purpose of the study is to determine the training needs for in-service 

education and training and to carry out the needs analysis in this area based on 

experiences related to exam practices of instructors working in Vocational Test 

Centre.  

In this research we aim to determine the opinions of instructors working in 

Vocational Test Centre depending on their experiences in the practice and by using 

qualitative and quantitative research methods. In this research carried out in 

accordance with this general purpose, an answer is sought for secondary problems 

related to the following problems. 

1.4 Research questions 

There are two main issues to be dealt with in this study: 

a) The evaluation of in-service education and training received by instructors 

working in Vocational Test Centre;  

b) The in-service education and training needs of instructors. 

 Basing on these general issues, the following specific research questions are formed: 

1- Do the instructors employed in İAÜ Vocational Test Centre need in-service 

education and training?  

2- What kind of in-service education and training is needed by the instructors 

employed in İAÜ Vocational Test Centre?  

3-What are the opinions and evaluations of the instructors employed in İAÜ 

Vocational Test Centre about the in-service education and training they received? 
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4- How does in-service training received by the instructors working in İAÜ 

Vocational Test Centre affect their performance? 

5-What are the views of the instructors working in İAÜ Vocational Test Centre a out 

in-service education and training needs?  

1.5 Significance of the Study  

This research aims to make a need assessment for the development of in-service 

education and training program to be organized for instructors after their learning 

needs are determined to ensure that instructors may implement the vocational exams 

more effectively based on proposals with regard to giving in-service education and 

training about voc-test center processes of instructors and vocational exams 

(Akdeniz, 2008; Bulut and Arslan, 2010; Dinç and Doğan, 2010; , Sezer, İ gör and 

Sezer, 2007; Turan and Akdağ, 2009)   A need assessment study carried out in the 

scope of this research is of a great important to use in planning and implementing of 

in-service education and training activities performed  y MYK, TÜRK-AK, Istanbul 

Aydın University Vocational Test Centre and other voc-test centres in Turkey giving 

in-service education and training for instructors delivering an opinion especially in 

the scope of the research.  

Therefore, this research aims to determine the opinions of instructors working in İAÜ 

Vocational Test Centre about implementation of vocational exams, innovations 

introduced by vocational exam and central accreditation process and major problems 

encountered vocational exams practices. It is thought that the negligence of needs of 

instructors is assumed as a reason for failure in activities made for vocational 

development in planning of in-service education and training activities to be prepared 

for the instructors (Eri en, 1998; Moeini, 2008)  The results o tained from this study 

are expected to contribute to the training to be made for instructors and to submit 

proposals for the problems encountered in implementation of vocational exams in 

this process.  
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2. REVIEW OF LITERATURE 

2.1. Studies Of Vocational Training In The World And In Turkey 

2.1.1. Studies of vocational training in the different countries in the world:  

By taking into consideration the fact that the most important criterion of quality of 

training is reality having qualified teacher in many countries of the world like it is in 

Turkey, is to give importance to teachers‘ training in all seriousness  In different 

countries, although trainings given by the different departments of universities in 

connection with teaching profession are different from each other, training programs 

where teaching profession is included can be different also.  

Information given about teacher training policies in selected countries based on 

especially OECD reports and PISA successes on the basis of theory and practice is 

purposing to reveal differences among vocational training policies applied in those 

countries as follows.  

Studies of vocational training in China; Contrary to countries being successful in 

some fields in PISA in which it is evaluated reading, mathematics and science 

successes, China is important in terms of being the most successful country in those 

three fields.  As to other factor that makes China more successful it is the fact that 

students being subjected to exams in different regions of China such as Shanghai, 

Hong Kong and Taipei etc were more successful over average of OECD (PISA 

Bülteni, 2013)  In this point it is important to examine training policies applied and 

especially teacher training programs in China. 

In China, teachers graduate from normal universities, colleges or schools generally 

and it is su mitted studies of different vocational development in the fields of ―topic 

information‖ such as psychology, pedagogy and methodology etc here. The 

traditional teacher‘s definition in China is as  elow ―teacher should  e informed‖ 

(Zhong and Wu, 2004).  



 
 

  14 

 

In China where teachers are trained in order to meet requirements in different types, 

teaching constitutes two stages that are pre-service and in-service. In China where in 

service education and training is applied in a widespread manner it is aimed that 

teachers provide their professional developments and develop their abilities (Sezgin, 

2008). 

Studies of vocational training in Singapore; Singapore considers that the basis to 

have a powerful economy passes through training in high quality. For that reason, 

Singapore separates the largest budgets for training after defense budget. In 

international evaluations in which it is seen outputs of support provided training, it is 

not surprising that Singapore is among highly successful countries in every branch. 

The most important reason of this success is to apply decisive training policies 

provided by a consistent management. By means of a system constituted 

comprehensively; it has been aimed to select, train and develop and training students 

in high abilities. Within this system it is expected that individuals to be elected as 

teacher should incline to occupation, be talented and have individual characters 

providing contribution to training of students at the highest level.  It is given 

continuous consultancy service to individuals accepted to teaching profession for the 

first three years. It is evaluated those programs yearly and dismissed unsuccessful 

teachers (Karakelle, 2014). 

When it is evaluated outputs of developing technology, to try to provide training of 

current students by means of training give 10 or 20 years ago is very far to affect 

training at the point of drawing attention of students. Teachers are obliged to catch 

the age with the methods that they use in order to provide an effective training by 

drawing attention of students in this meaning. In the meaning to reach to students it 

is important existence of teachers that use that technology effectively and do not 

remain to keep up with the times. It can be shown that the basic reason that 

Singapore successes in the field of training are continuous vocational development 

practices. Within this context Singapore scans whole world for determination of the 

best training practices and programs and by using practices such as facebook, twitter, 

Skypeetc., shares different practices in training and applied education in different 

countries of the world, establishes vocational teaching communities in order to match 

practices, provides important gains by following lessons applied by its colleagues 

and provides feedback to each other. Thus, it finds opportunity to evaluate and 
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develop itself in national and international scales at the point of ―a  est lesson‖  

(Vitamin Öğretmen, 2012)  

Studies of vocational training in Finland; Finland that has gotten important 

successes in the studies realized in quality of comparing of training outputs of the 

countries in international scale such as especially PISA and TIMSS etc, it is 

important to examine professional development of the teachers having big 

contribution to train those students.  

Also training that teachers get great importance in connection with their professions 

during their services in addition to training that they got before starting their teaching 

professions in Finland. For that reason teacher training process in Finland includes a 

period of internship that is considerable intense and difficult. Especially there exists 

long and difficult period of internship for teacher candidates being subject to 

candidateship. Period of internship constitutes four stages and it is going on two 

years totally. Teacher candidate that is trained in practice schools affiliated the 

universities for three periods and the last period is completed in state school and if it 

is unsuccessful s/he has to get training again. In Finland training system teachers are 

deemed to make teaching lifelong and are obliged to provide their own vocational 

development and to reflect their own vocational identity.  

An individual graduated from bachelor's degree in Finland must get training at the 

level of post graduate in order to become a teacher, and this situation is valid for all 

branches. In the vocational trainings in which teachers must participate compulsorily 

within the year and that continue three days, it is aimed at developing and updating 

sufficiency level aimed at emotional, mental and social developments of children. 

Teachers may participate in vocational studies arranged along school year voluntarily 

in addition to participating in their vocational training (Ekici and Öter, 2010)  

Reinforced training centers in the structure of universities have duty to organize 

vocational training courses and those organizations gets state aid against their 

services on this matter (Demirel, 2000). 

In line with this information, when it is compared teacher development programs 

applied in Finland with those applied in Turkey, certain differences between policies 

draw attention. Especially application duration of intern programs of teacher 

candidates and expectation of academic competence are important in order to reveal 

difference of teacher training policies of both countries.  
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Studies of vocational training in Japan; According to PISA data, Japan is one of 

countries whose OECD average is high meaningfully and statistically. Within this 

context, when it is evaluated averages of PISA (12) countries, Japan falls into 7
th

 row 

in mathematics field and 4
th

 row in reading and science fields.   This situation is 

important in terms of examining development of teachers that are important in Japan 

training system in vocational meaning.  

It is realized teacher training in universities in Japan and universities prepare their 

own teacher training programs. Although there are different types of teacher 

trainings, in general trainings are built on field information.  Within this context; it is 

realized teacher training pedagogy, psychology and application fields mainly 

(A azaoğlu, 2014)  

Studies of vocational training in Switzerland; Units responsible for training in 

Switzerland where it has success with 24.1 % in mathematic field in the highest level 

work with themselves and other cantons in cooperation are obliged to announce 

about giving training in which topics, where and how long those trainings will be 

applied during that year. In addition to increasing information and experience of 

teachers by means of vocational trainings, it has been aimed at learning new 

education methods and techniques. Teachers must participate in vocational training 

studies for two weeks in a year  Teachers must participate in some programs (Yazıcı 

and Gündüz, 2011)  

2.1.2. Vocational Training Studies in Turkey 

Although the situation of meeting requirements of teachers, topics of teacher 

trainings and training of teachers in service in professional meaning in Turkish 

Training System has been a subject for years, it is somewhat a new process at the 

point of passing studies made together to application. When it is examined the 

decisions started to discuss in Ministry of National Education, which is the highest 

consultancy committee responsible for examining topics related to education and 

training and making decisions in the quality of offers since 1939, it is possible to see 

that important decisions related to vocational developments of teachers were made in 

11
th

 National Education Council realized in 1982. In 12
th

 National Education Council 

met in 1988, it was made decisions related to vocational developments of teachers,  

which it would be necessary that all of teachers should be trained professionally at 
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least once in three years and supported with professional publications in order not to 

fall behind vocational developments. Finally it was made decisions under the title of 

training, employment and vocational development of teacher in 18
th

 National 

Education Council met in 2010. The necessity of realizing and evaluating of studies 

made at the beginning and at the end of Education-Training Year with a good 

planning ideally has important decisions in terms of updating vocational 

development activities for developing system based on school where teachers can 

follow training given interactive methods and provide their own developments (11
th

. 

1982, 12
th

, 1988 and 18
th

 National Education Councils 2010). 

It is taken important steps in training teachers in individually and professional 

meaning with new arrangements made in today‘s training system  Within this 

context; accepting teacher training pre-service programs (1994), competences of 

teachers (2002) vocational development based on schools (2006) pedagogic 

formation program started aimed at students of faculties and academies not graduated 

from teaching profession (2009) and studies constituting national teacher strategy 

(2011) are important steps in this meaning. But it is thought-provoking that none of 

those studies was applied. Studies made for the Ministry of National Education in 

order to find a solution for meeting teacher requirements as soon as possible caused 

that individuals that have not been trained in teaching profession without taking 

professional training begin active duty as a teacher or as a manager and this situation 

brought problems of quality together (Gozutok, 2006).   

When taking into consideration all of those data, it is necessary to apply policies and 

applications spent for a long time in order to make qualities expected that teachers 

have gained quickly and carefully (Eurydice, 2010; Eğitim Reformu Giri imi, 2014). 

When it is compared studies of professional developments applied in Turkey with 

studies of professional developments applied in similar countries, mentioned in the 

scope of literature studies, emphasizing that they are effective; it is understood that 

studies of vocational developments applied in Turkey are not effective in a lot of 

researches (Ilgan, 2013). Especially PISA and TIMSS realized in international scale, 

SBS and LYS in national scale and OECD reports lead the way to researches at the 

point of revealing data of this situation.   

When evaluating results of TALIS research realized by OECD, it has been revealed 

that opportunities of vocational training studies realized aimed at teachers in Turkey 
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have not been sufficient, although Turkey is a country whose vocational training is 

mostly supported by the state among the countries participating in research, rate of 

participation to the vocational training and willingness are the lowest level (OECD, 

2009). Some researchers are thinking that the main reason to be unwilling of teacher 

to vocational trainings is related to quality of vocational training and application 

method presented by Ministry of National Education.  

It is evaluated that training given to teacher are In-service Education and Training 

activities, vocational development model based on schools and national teacher 

strategy studies and remote distance training studies in professional meaning. 

2.2. Vocational Qualification System 

2.2.1. Definition of Vocational Qualification System 

Vocational Qualification System means overall system covering all process from 

constituting questions from performance index and learning outputs in connection 

with profession as of definition of profession by benefiting from UMS and UY to 

documenting including measurement and evaluation of candidate.  

In organizations making voc-test centers or personnel documenting authorized by 

Vocational Qualification Authority, in case that he is successful according to results 

of written and applied exams of candidate is documented and the fact that the 

documented certificates that candidates get become valid in international fields 

competence system is revitalized.  

As to another reason of incentive it is to give opportunity to candidates not taking 

formal training but learning it on the job learning that transform their knowledge, 

skill and experience into document.  Vocational Qualification System is a system in 

which representatives of important institutions and organizations are assigned in 

person and provides reliability and objectivity according to TS/EN ISO 17024 

standard (http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru2 ). 

Individual not completing formal training but learning the profession on the job can 

enter to those exams and have certificate.  

Also they are overall activities in which correct relation is established between 

training and employment, it is specified National Occupational Standard and 

http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru2
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National Qualification, it is documented professional knowledge, skill and 

perfections in reliable and transparent system by measuring. 

In MYK base there are to specify names of professions and to constitute UMS and 

UY. When we emphasize what it is composed of necessary knowledge, attitude and 

behavior in order to specify profession standard in the best way, UMS and UY 

become defined.  In other words, experiences, competences and knowledge and skill 

necessitating by profession of an individual constitute UMS and UY of that 

individual (Kilic, 2013). 

Importance of Vocational Qualification; it is important to answer problems of 

working individuals and labor force in order that Vocational Qualification system 

can exist and operate regularly and establish a connection among employment, 

training and education systems in Turkey. It is also important to enlarge the system 

for specifying and announcing necessary measurement and evaluation topics about 

subjects that constitute professions according to requirements continuously renewed 

and technologic and economic structure of labor force market of the world in which 

change fast and that individuals seeking work should know and dominate or for 

institutions and organizations that document personnel.  

Vocational Qualification gives possibility to studies of individuals that do not train in 

any profession in different sectors provided that they perform training condition 

specified in national sufficiency of individuals as well as it is provided to control 

their studies in that relevant profession by employers considerably and facilitates to 

pass.  

Thanks to National Occupational Standard and National Qualification, institutions 

and organizations that are employers can make their own healthy decisions in 

selecting and qualifying personnel, constituting fees and promotions to be made by 

knowing quality necessary to be find in the individuals to be employed (Akbas, 

2014).  

The purpose of National Qualification is establish and operate the system in order to 

specify conditions of sufficiency related to technical and professional fields based on 

occupational standards and sufficiency, realize inspections, specify institutions and 

organizations that will measure and evaluate and realize studies aimed at 
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documenting.                             

(http://www.myk.gov.tr/images/articles/editor/sinavbelgelendirmeyonetmeligi.pdf)  

By depending on the frame of sufficiency of Europe and be by taking National and 

International occupational standards as an example, it should be seen number of 

personnel voc-test centers by realizing necessary inspections by taking applications 

of institutions and organizations that desire to be accredited according to National 

Occupational Standards and National Qualification  to be constituted related to those 

fields in order to specify technical and professional fields required in Turkey 

primarily. Thanks to increasing exam centers or authorization organizations, more 

individuals can take exams and certify and thanks to this it can be seen number of 

qualified elements.  

Profession necessitating education and training at license level at least and whose 

conditions of entering into profession are arranged with law such as medicine, 

dentistry, nursing, midwifery, pharmaceutics, veterinary medicine, engineering and 

architecture are out of scope of this law (MYK Kanunu, 2006) 

European Qualification framework in Vocational Qualification; Meeting based on 

cooperation that members of European Council and government representatives 

realized in November 2014 in connection with professional training and education by 

means of Copenhagen Manifesto will cover training and education and it will be 

given priority to develop AYC.  

Within this scope studies in connection with constituting and developing AYC were 

started among state, employers, worker‘s representatives and other partners in 2004  

The present commission prepared a draft constituting from 8 levels based on 

education output aiming to help transparency and portability of competences with 

supports of AYC expertise group and to support lifelong learning.  

Those drafts presented to view were evaluated by expert individuals participating 

from 32 countries and necessary revisions were made and it was accepted Formal 

AYC for Lifelong learning in April 2008.  

(http://www.myk.gov.tr/index.php/tr/ulusal-meslek-standartlar-ana/218-avrupa-

yeterllk-cerceves-ayc-referans-seviyeler) 

http://www.myk.gov.tr/images/articles/editor/sinavbelgelendirmeyonetmeligi.pdf
file:///P:/Users/ugurdiler/Downloads/(http:/www.myk.gov.tr/index.php/tr/ulusal-meslek-standartlar-ana/218-avrupa-yeterllk-cerceves-ayc-referans-seviyeler
file:///P:/Users/ugurdiler/Downloads/(http:/www.myk.gov.tr/index.php/tr/ulusal-meslek-standartlar-ana/218-avrupa-yeterllk-cerceves-ayc-referans-seviyeler
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 AYC; it was foreseen to use it as common comparison means among 

country sufficiency by establishing connection among country 

sufficiency in order that sufficiency systems of different countries in 

Europe could be more explanatory and understandable. 

 AYC; change of work power among countries by incorporating 

different sufficiency among member countries in a common frame 

will give possibility for work change and vertical and horizontal 

passing among present works. 

In AYC scope it was foreseen to constitute their UYC of all countries. Within this 

context it was constituted Belgium, France, Ireland, Malta, United Kingdom and 

Estonia UYCs (Gozubuyuk,2013). 

In lifelong learning AYC means as follows: To provide to understand sufficiency and 

systems among different counties in Europe more easily and to provide possibility 

for vertical and horizontal passing by establishing links among sufficiency systems 

of the countries. For example, it is necessary that two different vocational 

qualification in Turkey and United Kingdom and national qualification different 

from each other for those institutions are more understandable and comparable  

There are eight sufficiency levels in AYC scope. While it is expressed basic learning 

(Level 1) from those qualification levels, it is expressed the highest learning (Level 

8) from them. It is expressed as Level 1: elementary school, Level 2: Basic 

Professional Sufficiency, Level 3: Half effective intermediate element, Level 4: High 

school, Level 5: two-year degree, Level 6: bachelor's degree, Level 7: Post graduate 

and Level 8: Doctorate from sufficiency levels having wide area. There are not 

National professional standard and National sufficiency that are 7th and 8th levels 

published by Professional Sufficiency Institution in Turkey. The more the levels 

increase, the more the expected knowledge and skill increase. European sufficiency 

frame provides to perform in concord with each other within the frame of Level 1 

and Level 8 called common European reference. European sufficiency frame hosts 

all sufficiency obtained as a result of higher education, general training and 

professional training within a structure supporting lifelong learning.  
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Besides, AYC addresses national sufficiency revealing as a result of continuous 

training and education.  

AYC emphasizes importance of learning outputs in order to create comparison and 

cooperation environment among institutions and organizations in countries where 

many differences reveal in the structure of training and education in Europe and 

accepts them. Success criteria in European Sufficiency Frame qualify conditions that 

candidates whose knowledge, skill and competence will be measured should know. 

By taking into consideration outputs of learning, questions prepared by expert 

individuals are applied to candidate and in case that candidate becomes successful as 

a result of realized assessment and evaluation, it is realized certification 

(http://www.myk.gov.tr/index.php/tr/ulusal-meslek-standartlar-ana/218-avrupa-

yeterllk-cerceves-ayc-referans-seviyeler)   

 

 

Figure 2.1 : European Qualification‘s Framework Levels 

 

http://www.myk.gov.tr/index.php/tr/ulusal-meslek-standartlar-ana/218-avrupa-yeterllk-cerceves-ayc-referans-sevyeler
http://www.myk.gov.tr/index.php/tr/ulusal-meslek-standartlar-ana/218-avrupa-yeterllk-cerceves-ayc-referans-sevyeler
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Benefits of European Qualification’s Framework; 

EQF shall provide support to the individuals who have learned national 

qualifications. For those who have learnt, it shall facilitate the recognition of their 

own qualifications and competences in process of recruitment process at another 

country. In consequence here of, the institutions and organizations shall offer 

assistances to the persons who shall apply for being recruited in expressing their 

qualifications so it shall allow mobilization of the European labour market.  EQF; 

has a position supporting Europass, Erasmus and ECTS mobilities and making 

aids.(http://www.VQA.gov.tr/index.php/ayc ) 

EQF provides support to the persons by informing and guiding the persons in 

lifelong learning. It shows in what ways and in different situations it shall be united 

like acquisition of learning outcomes and performance criteria as a result of certain 

studies or acquisition hereof from certain country upon preparation of its common 

reference point by European Qualification Framework. Thus, it helps removal or to 

be removed of the obstacles between post-graduate, graduate, vocational colleges 

and vocational high schools and education and training institutions which are likely 

to work in connection with each other. As a result, it ensures contribution to the 

development and the people and the persons who have learnt are not supposed to 

learn the same things you again. 

EQF, while it supports the individuals, education and training institutions and 

certified qualifications outside the national system. By creating a common structure 

based on learning outcomes and performance measures, it shall allow comparison 

and associating possibility between the certificates or documents issued outside 

national system. Thus EQF shall allow worldwide spread opportunity to the 

qualifications. EQF is an important structure enjoying high influences in the field of 

education and training, industry and commerce and the labour market 

(http://www.VQA.gov.tr/index.php/ayc). 

The possibility of introducing the National Qualifications can be ensured to the 

organizations which carry out certification outside EQF, National Vocational 

Standards and National Qualification Systems being supported by EQF and so that 

contributions can be provided in recognition, encouragement and spread of the 

national qualification systems.  

http://www.myk.gov.tr/index.php/ayc
http://www.myk.gov.tr/index.php/ayc
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Table V.1 : Descriptors defining levels in the European Qualifications Framework 

(EQF) in Appendix 

 

 Compatibility with the Framework for Qualifications of the European Higher Education Area 

The Framework for Qualifications of the European Higher Education Area provides descriptors for cycles. Each 

cycle descriptor offers a generic statement of typical expectations of achievements and abilities associated with 

qualifications that represent the end of that cycle. 

1. The descriptor for the higher education short cycle (within or linked to the first cycle), developed by the Joint 

Quality Initiative as part of the Bologna process, corresponds to the learning outcomes for EQF level 5. 

2. The descriptor for the first cycle in the Framework for Qualifications of the European Higher Education Area 

corresponds to the learning outcomes for EQF level 6. 

3. The descriptor for the second cycle in the Framework for Qualifications of the European Higher Education Area 

corresponds to the learning outcomes for EQF level 7. 

4. The descriptor for the third cycle in the Framework for Qualifications of the European Higher Education Area 

corresponds to the learning outcomes for EQF level 8. 

(https://ec.europa.eu/ploteus/content/descriptors-page ) 

2.2.2. Vocational Qualifications in Lifelong Learning Concept  

In the report of 15
th

 National Education Council published in 1996, attention has 

been drawn to the fact that information that is quickly produced and spread in the 

same speed. In addition, it has been stated that the perception of having completed 

the Education had also remained in back. The requirement of creating a school 

structure where the persons would be able train themselves throughout their lifespans 

in the field of education on every day and hour of the year has been stated. In this 

context; to enable fulfilment of the needs of individuals, it has been emphasized that 

formal education and non-formal (mass) education should be in interaction with each 

other by making new modelling and arrangements related to the mass education for 

enabling constantly fulfilment of the individual needs (MNE XV
th 

National 

Education Council). 

As for the 17
th

 national education council report published in 2006, it has been 

composed of 3 sections. These are; 

 Turkish Education System in Process of Globalization and European Union 

 Lifelong Learning 

 Vitality and quality of education 

https://ec.europa.eu/ploteus/content/descriptors-page
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Furthermore, during 17th council meeting, it has been stressed on that education 

should be 12 years and lifelong learning opportunities is to be improved (MNE 

XVIIth National Education Council). 

By 60th Government‘s Council of Ministers, arrangements found in the policy and 

priorities and compliance program to the European Union acquis have been 

converted into action plan and the action plan to be completed in 2007 to be actuated 

has been foreseen. In this context, preparation of lifelong learning strategy has been 

decided by NEM. Preparation process of this document has been initiated by the 

Project for Strengthening Vocational Education and Training System (VESP).  

Sector committees related to this topic has gathered and topic has been discussed and 

a drafted text has been set forth by incorporation of the opinions in the previously 

prepared policy and new opinions emerged at the meeting. In order to improve and 

modify this draft, a commission has been formed at NEM. The last state of draft text 

has been put into a final draft by being presented to the pertinent industrial 

organizations, private sector and public organizations and taking necessary opinions 

and suggestions. In Turkey, Lifelong Learning Strategy has been commissioned upon 

having been approved on date June 2009.    

With the lifelong learning strategy put into effect, all persons living in the country 

shall be incorporated into existing systems and the enhancement of their 

developments in line with the needs and demands of the individuals shall be ensured, 

so that the chance of being able to use these skills and competence such individual 

has obtained in the international arena shall be granted. To enable accomplishment of 

all these processes, it is expected that the competent people perform their duties 

within a sense of responsibility (Gozubuyuk, 2013). 

In front of information and technology concepts which have shown rapid growth and 

change in 20th century, for the individuals to be able to keep up with these changes 

and the developments, training requirement has come to light. In line with these 

requirements, the lifelong learning concept has revealed and rapidly spread. Lifelong 

learning can be gained with the knowledge, skill and experiences obtained outside 

the general education or technical training which might be acquired from the 

educational institutions (Sahin, Murat, 2011).  
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Lifelong learning is the fundamental principle of EU states in the field of education. 

The first article of EU states regarding education related to the training within the 

scope of lifelong learning is the ―Green Bulletin‖ pu lished in 1993 The purpose of 

this text was to emphasize that the education had to be within a systematic structure 

for the unemployed to find job in the market. EU countries have published another 

report in year 1995 under the name of ―White Bulletin‖  The o jective of the White 

Bulletin has been stressed on in the objectives of lifelong learning and what LLE 

should do. In addition, European Parliament Council has accepted in 1996 to be 

lifelong learning year (Gozubuyuk, 2013). 

During Year 2000 –European Council Meeting held in Lisbon, it has been stressed 

on that enhancement of qualifications and transparency in line with the demands of 

information society was one of the necessary elements for adaptation of the 

education and training system. 

In 2002 – Copenhagen Declaration, it has been emphasized that the vocational 

education and training required to be developed for progression of lifelong learning 

and ability of EU countries to compete and turn into a society enjoying active 

accumulation of knowledge and create a highly knowledgeable qualified workforce. 

2.2.3. National Qualification Framework 

National Qualification Framework (NQF) conceptually is the integrity of principles 

and rules consisting of the first (base) and eighth (top) levels used to be able to 

define the national qualifications belonging to the country itself and to make 

classification according the fixed criterion and criteria and carry out inter-

qualifications comparison. Ensuring the integrity of the existing national 

qualifications systems between countries, National Qualifications Framework 

provides coordination between each other in coordinating the national qualification 

systems. VFA is open and defining the scope of quality standards, Qualifications 

frameworks facilitating transition of the individuals who have learned the 

qualifications being open and  descriptive within the scope of NQ standards have 

been developed and used in many countries in Europe. 

NQF provides possibilities like necessary arrangements, modification, extension to 

be made or new qualifications to be added to the National Qualifications or National 

Occupational Standards belonging to their own countries and existing qualifications 



 
 

  27 

 

to be recognized in the international areas and to be in interaction with those of other 

countries. 

According to Clause – 23/A of Vocational Qualification Authority Act Numbered 

5544, ―The transactions related to constitution, development and maintaining 

topicality of the National Qualification Framework are carried out  y the Authority ‖ 

Based on this clause of the law, in August 2010, Vocational Qualification Authority 

(VQA) has established NQF Preparation Commission responsible for the decisions 

required to be made for composition of VQ and NQF consisting of Ministry of 

National Education (NEM), the Presidency of Higher Education Council (HEC) and 

the representatives of VQ and NQF. The activities related to the planning and 

development process have been carried out by NQF Preparation Commission– 

formed working groups and NQF Advisory and Evaluation Platform. 

(http://www.VQA.gov.tr/images/articles/editor/5544_sayl_VQA_Kanunu_Deiiklikle

r_lenmi_26.01.2012.pdf ) 

National qualification frameworks addresses to the objectives stated below. 

 To ensure that arrangement and layout of qualification systems belonging the 

countries themselves is provided, 

 To create environment to be successfully derived and developed for New types 

of qualifications,  

 To ensure that the learners progress more easily in education – training system 

as a part of lifelong learning, 

 To ensure that the validity of existing country‘s qualifications is facilitated and 

put into recognized state,  

(http://www.VQA.gov.tr/images/articles/editor/5544_sayl_VQA_Kanunu_Deii

klikler_lenmi_26.01.2012.pdf ) 

 To ensure mobility of learners and available workforce mobility, 

 To support integration of international education services with labour market 

(Adiguzel, 2009). 

Vocational Qualification Authority;  

http://www.myk.gov.tr/images/articles/editor/5544_sayl_MYK_Kanunu_Deiiklikler_lenmi_26.01.2012.pdf
http://www.myk.gov.tr/images/articles/editor/5544_sayl_MYK_Kanunu_Deiiklikler_lenmi_26.01.2012.pdf
http://www.myk.gov.tr/images/articles/editor/5544_sayl_MYK_Kanunu_Deiiklikler_lenmi_26.01.2012.pdf
http://www.myk.gov.tr/images/articles/editor/5544_sayl_MYK_Kanunu_Deiiklikler_lenmi_26.01.2012.pdf
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It has been established by Law numbered 5444 dated 21 September 2006 in order to 

constitute establish and operate the national qualification system in compatible with 

the qualification principles of European Union. 

The purpose of Act;  

To determine NQ rules related to the technical and vocational areas taking NOS and 

international vocational standards as basis, in addition; establishment of VQA  for 

constitution and operation of IQ system required for realization of controls, 

measurement and evaluation to be performed, documentation and certification – 

oriented activities to be carried out and carried out and as a result of determination of 

its operating procedures and conditions, regulating the principles related to IQ 

framework is being provided. 

The professions stating outside this law; 

They are physician, dentistry, nursing, midwifery, pharmacy, veterinary, engineering 

and architecture requiring at least a bachelor's degree and the entry requirements 

regulated by law. 

 
 

Figure 2.2 : Structure of Vocational Qualification Authority 

(http://www.VQA.gov.tr/index.php/en/teskilat ) 

http://www.myk.gov.tr/index.php/en/teskilat


 
 

  29 

 

 

VQA Powers and Duties include the following; 

 To organize national progression plans related to NVQ and NQ system, ensure 

development, implementation of these plans and realize arrangements related 

here with, 

 To determine the professions for which standard shall be created and compose 

standards related to fixed professions and specify sector committees, 

 For the purpose of enabling the education and training to be carried out at the 

technical and vocational training – offering higher education institutions 

subject to Higher Education Act numbered 2547 in accordance with the 

national vocational standards and appropriate education and at the Higher 

Education Council (HEC) and vocational and technical education at the 

secondary – level education institutions in accordance with the national 

vocational standards, to make collaboration with National Education Ministry 

(NEM)  

(http://www.resmigazete.gov.tr/eskiler/2006/10/200610071.htm), 

 Taking NVQ as the basis,to determine NQ standards related to technical and 

vocational areas, 

 To take applications of and accredit the organizations which shall accomplish 

personnel certification following realization of necessary supervisions at the 

institutions and organizations deemed eligible and monitor the process of 

certification of the organizations which shall carry out qualification 

certification,  

 To determine accuracy of VQ certificates pertaining to the citizens of different 

countries and allow them to work in Turkey, 

 To design NVQ and NQ so as to technological progressions,  

 By increasing NVQ and NQ, to cause their recognition in the world, 

 By making coordination with VQA and the similar institutions operating at 

another country; to carry out may activities like generation of projects, 

realization of researches and to get involved with rendering training and 

conferences, 

 To improve lifelong learning by making contribution and support. 

http://www.resmigazete.gov.tr/eskiler/2006/10/200610071.htm
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2.2.4. Turkish Accreditation Agency 

Accreditation is the supervision and approval of institutions that will Conformity 

Assessment by official institutions or enterprises that they carry out such activities 

adhering to the internationally recognized technical criteria. The institution which 

performs these inspections in Turkey is Turkish Accreditation Agency (TAA) 

established by Law No. 4457.The product or service certificate issued by the 

accredited enterprises proves that such products or services carry conditions required 

so as to be internationally valid. 

The benefits provided by Accreditation; 

 Requires a systematic structure, 

 Improves and supports the concept of quality, 

 Ensures national and international – level recognition, 

 Provides support in recruitment of individuals, 

 Ensures change and innovation in sense of institution. 

Turkish Accreditation Agency has begun accreditation service in 2001. In 2008,it has 

executed agreement with European Accreditation (EA) and International 

Accreditation Federation (IAF). 

(TSEN) ISO/ IEC 17024 standards are the international standard which specifies the 

requirements the organizations that want to carry out personnel certification and 

certification transactions should carry. The objective of 17024 standards is to ensure 

and promote internationally recognition of the certification programs accomplished 

by the organizations which intend to make personnel documentation. 

Turkish Accreditation Agency grants its right of using own logo by letting it be used 

by the personnel certification organizations they have authorized. Therefore, the 

organization which shall perform the personnel certification must take all measures 

in the name of preventing the incorrect application to emerge. These measures are 

clearly stated in the clause of Logo and Brand use in 17024 standards (Bayraktar, 

Yigit, Saral, 2011). 

References: International Standard ISO/IEC 17024:2012 

 Creation of certification programs, 
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 Preparation of examination calendar and announcement to the candidates, 

 Assessment of candidates applied to the examination, 

 Realization of Theoretical and Performanceexaminations, 

 Certificate to be issued to the successful candidates, 

 Surveillance monitoring to be accomplished, 

 Monitoring certificate validity term. 

The organization which shall carry out personnel certification are required to 

accomplish internal audit prior to be subject to supervision by Turkish Accreditation 

Agency within the extent of 17024.Through pre-audit internal supervision to be 

performed, the institutions and the establishments can see their shortages (Bayraktar, 

Yigit and Saral, 2011). 

1. Scope 

2. Normative references 

3. Terms and definitions 

4. General requirements 

4.1. Legal matters 

4.2. Responsibility for decision on certification 

4.3. Management of impartiality 

4.4. Finance and liability 

5. Structural requirements 

5.1. Management and organization structure 

5.2. Structure of the certification body in relation to training 

6. Resource requirements 

6.1. General personnel requirements 

6.2. Personnel involved in the certification activities 

6.3. Outsourcing 

6.4. Other resources 

7. Records and Information requirements 
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7.1. Records of applicants candidates and cerfied persons 

7.2. Public information 

7.3. Confidentiality 

7.4. Security 

8. Certification schemes 

9. Certification process requirements 

9.1. Application process 

9.2. Assessment process 

9.3. Examination process 

9.4. Decision on certification 

9.5. Suspending, withdrawing or reducing the scope of certification 

9.6. Recertification process 

9.7. Use of certificates, logos and marks 

9.8. Appeals against decisions on certification 

9.9. Complaints 

10. Management system requirements 

10.1. General 

10.2. General management system requirements 

 References: International Standard ISO/IEC 17024:2012 

Based on Personnel Certification Organizations within Scope of 17024, the 

institutions and organizations which shall deal with personnel certification activities 

are required to be constituted within an independent structure and carry out its 

activities within this independency framework.  

 Personnel Certification organizations are required to issue their documents 

they shall prepare based on 17024 standards, 
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 The personnel certification bodies which shall be subject to the supervision of 

Turkish Accreditation Agency are required to have a ―Quality Manager‖ possessing 

the qualifications to represent quality, 

 It is required that all documentations to be prepared should be in nature of 

covering all individuals and all procedures should be drawn up paying attention to be 

fair, transparent and impartial for all individuals, 

 Certification organizations must prove its independency with required 

documents and make them felt by the candidates, 

 Certification organizations are supposed to establish the management systems 

harbouring all conditions of 17024 standards. 

For fulfilment of all requirements above and fair, transparent and the personnel 

certification bodies to be able to perfectly carry out the examinations and 

certification activities within the framework of fairness, transparency and honest, 

they are to constitute required committees (Bayraktar, Yigit, Saral, 2011). 

These are respectively; 

- Neutrality Committee: Duties; To control the impartiality of certification 

activities,  protect the impartiality of certification activities, ensure that it remains 

away from commercial and other pressures, the founders transfer their authority to 

employees and to be independent from auditing actions, monitor whether or not it is 

within the confidentiality and impartiality rules, review, amend, correct, approve 

general working conditions of the committee and ensure it is implemented (Diler, 

2012). 

- Program Committee: Duties; To evaluate and analyse the suggestions and ideas 

arriving in line with the program development efforts and plan program development 

efforts and the feasibility studies for the certification program to be newly initiated 

and develop, review and put into effect of the certification programs and develop and 

improve existing certification programs and technically examine, control and 

approve the question bank (Diler, 2012). 

- Certification Board: Duties; To examine the application forms and documents of 

the candidates to be certificated at the stage of approval, look through examination 

results of the candidates to be certificated at the stage of approval, take decision on 

the candidates to be certificated, to conclude certification activities for the candidates 
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to be certificated and supervision / monitoring activities for the certificated 

candidates and finalize the recertification activities (Diler, 2012) 

- Appeals, Complaints Committee: Duties; to evaluate, evaluate the appeals and 

complaints of candidates related to the examinations, produce solution suggestions 

and when deemed necessary, get in touch with the candidate for the solution efforts 

(Diler, 2012). 

 
Vocational Qualification Authority and Turkish Accreditation Agency 

 

 

 

 
 
 

Figure 2.3 : Structure of Turkish Accreditation Agency 
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3- Examination and Certification Tentative Application MYK / VQA = Vocational Qualification Agency    

4-Safe Area Examination Halls–Examination Hardware and Software, Examination Materials(Examination Guides, Checklists)–Examination Infrastructure 

5- Questions Bank (Question Confirmation, Association within Qualification Framework-Advisors (Teachers Measuring, Evaluation Specialists) 

6- Performance Tests - Profession Specialists, Teachers, Measuring, Evaluation Specialists 

7- TSE17024 Personnel Certification Accreditation – TUKAK / TURKACR – TURKAK / TURKACR 

8- Examination and Certification Approval - MYK / VQA = Vocational Qualification Agency     

 

Figure 2.4 : Vocational Qualification Authority and Turkish Accreditation Agency 

(Bayraktar, Yigit, Saral, 2011,p.24) 

By completing the required application requirements, the institutions and 

organizations that shall carry out personnel certification shall convey them to 

VQA.Theinstitutions and organizations that shall carry out personnel certification 

create necessary documentation according to 17024 personnel certification standard. 

These documentations consist of manuals, procedures, job definitions, forms and 

examination specifications belonging to the enterprise. Later, the personnel 
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certification organizations are subject to supervision by Turkish Accreditation 

Agency and the documentations and documents prepared according to 17024 

standards are scrutinized. The personnel certifications organizations whose 

supervision are successfully completed by TURKAK are subject to audit by VQA 

and following successfully completion of Personnel Certifications Organizations by 

VQA, examination and certification process can be initiated. 

National Occupational Standards are the professional qualification requirements in 

Turkey, it has been taken into agenda once again in order to produce a new approach 

and solution in years (1985 – 1995) Vth Five – Year Development Plan.  

Necessary studies have been completed under Coordination of Industrial Training 

Development Center (ITDC) connected to Ministry of Industry and State Planning 

Organization (SPO) has initiated the efforts of setting forth a certain system. MNE 

that attaches importance to the development and improvement of vocational training 

system has published the studies it has done at SPO in 1989 and presented it to 

XIIIth National Education Council. 

Formation process of Occupational Standards has emerged with Training and 

Employment Project initiated under coordination of Ministry of Labour and Social 

Security (MLSS) in 1993. Following this stage, Examination and Certification 

system has been started to be realized. The agreement related to Employment and 

Training Project signed between Turkish Government and World Bank has been put 

into effect by being published in Official Gazette in 1993.  

Also one of the important topics of Training and Employment Project initiated 

through coordination of Turkish Labour Institution (TLI) has been determined to be 

―National Occupational Standards, National Qualifications, Testing and 

Certification‖  In connection with Occupational Standards, Testing and Certification 

sections; acting in conjunction with the representatives of Government and sector, 

establishment of Occupational Standards Commission (OSC) and conversion of OSC 

into Vocational Standards Authority within two years and creation of 250 

occupational standards, determination of measuring and assessment rules according 

to the standards determined, certification to be realized to the candidates who have 

been successful in consequences of the theoretical and practical exams to be 

conducted in consideration of determined rules (Tezcan, 2010). 
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In VIIIth Five – Year Development Plan strategy, determination and setting down the 

Vocational Standards and constitution of Examination and Certification system 

according to the standards created have been contained. The studies related to 

creation of question bank have been foreseen.  

Occupational Standards Protocol which made contribution to the constitution of VSA 

has been executed between the government and the employers in 1992.Upon 

activation of the protocol, Research and Technical Services Unit (RTSU) has been 

established under the frame of VSA and occupational standard creation process has 

been initiated. All public institutions and industry representatives related to the 

education and employment areas have taken place in VSA (Tezcan, 2010). 

Ministry of National Education (MoNE), Ministry of Labour and Social Security 

(MLSS), Turkish Labour Institution (TLI) State Planning Organization (SPO), 

Turkish Tradesmen and Arts Federation (TTAF), Turkish Chambers and Exchanges 

Union (TCEU), Turkish Employer Syndicates Confederation (TESC) and Turkish 

Labour Syndicates Confederation (TLSC) and Vocational Training and Small 

Industry Support Foundation (VTSISF) have attended to be observer members. 

NOS are the minimum norms the world of education and business have composed by 

making joint decisions showing what and professional skills, professional 

knowledge, behaviours and attitudes should be for a profession to be able to be 

successfully set forth. In the name of enabling to ensure necessary togetherness at the 

phase of forming the NOS, namely in order not to allow any dilemmas, by ensuring 

that enterprises of the relevant sector and public opinion participate in the process 

and their opinions and suggestions are applied. The standards play an important role 

in preparation of educational curriculum and development of professional knowledge 

of people (Tezcan, 2010). 

In this way, the vocational training is able to respond expectations of the labour 

markets and has been making contribution for training personnel possessing certain 

qualifications. Furthermore, by setting forth the occupational standards needed by the 

markets, it helps training sector in preparation of curriculum. By constituting 

connections between training and labour world, it enhances the contribution of 

labour world to the training. It can provide possibility of changing job for an 

individual who is not satisfied from her / his profession (Tezcan, 2010). 
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NOS drafts constituting the foundation of the system are made available by (VQA) – 

appointed leading representatives of the sector or VQA – determined working groups 

in sense of joint participation. Drafted standards prepared are presented in VQA 

website to the opinion of people as well as opinions of educators, private sector 

representatives and public representatives. Following consideration of opinions and 

suggestions, drafted standards are being examined by VQA Sector Committees and 

upon completion of necessary arrangements, it is published in the Official Gazette 

following approval by VQA Management Board and it gains NOS quality. 

Determination of  Occupation; The occupations which shall form the standard are 

determined by the Management Board in consideration of expectations and 

requirements of labour market and educational institutions and applying opinions of 

sector committees  and considering the opinions and suggestions of committees. 

Format of Occupational Standards; ―Format of Occupational Standard‖ approved  y 

the Management Board is determined or updated in consideration of data and 

evaluations obtained from VQA Applications and changes in the international areas.  

NOS and NQ– oriented levels for which standard shall be createdare set down being 

adhered to EQF criteria in a way to be conforming to EQF level definitions. NOS 

and NQ being broadcast in VQA website has been prepared by taking EQF levels as 

the base. 

The occupational standards which are published in VQA and being in effect are 

updated at latest within five years considering the requests and feedback coming 

from sectoral organizations, public and private sectors and the needs of the business 

world.  

NOS Recognition Process is as below; 

 Drafted occupational standards developed by VQA – authorized institutions are 

submitted to the interested parties to get their opinions and they are evaluated with 

their feedbacks received.  

 Drafted occupational standards configured with the feedbacks come from 

pertinent parties are submitted to VQA Committee for their opinion.  

 Following perusal and verification of drafted occupational standards by VQA 

sectoral committees is submitted for approval by VQA.    

 Following its publication in the Official Gazette, it gains the quality of NOS.  
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(http://www.VQA.gov.tr/index.php/skca-sorulan-sorular#Soru8 ) 

National Occupational Standards are provided advantages for employers; 

 Having pre-information owing to NOS regarding what qualities an individual 

should have in when a new recruiting is being carried out by the employer, the time 

which might be lost in recruitment of a person not knowing the work or not having 

the command here of is decreased. 

 Recruiting the individuals bearing the job-entailed characteristics, work efficiency 

is enhanced. 

 An individual who dominates the current job makes more contribution to the 

production and promotes competition of employer in the market.  

 HR provides the significant source to the Human resources department of the 

employer; in selection of employees, determination of duties and responsibilities of 

personnel to be employed, identification of their knowledge and skills, personnel 

performance assessment etc.  

 Once the staff being VQA certificate holders and qualified labour was augmented 

in employment, the employer organization or institutions can offer higher quality 

goods and services to the consumer. 

(http://www.NQep.net/web/Portals/0/mesleki_yeterlilik_kurumu_brosur.pdf) 

Many criteria expected from the candidates such as measuring and evaluation 

criteria, the competencies expected from the candidates who shall take exam, 

learning outcomes and performance measures, etc. published by VQA in NQ and 

NOS standards are presented to the employers in advance. By hiring the individuals 

knowing the job, she / he does not only reduce the loss of time but also has had 

saving in terms of cost. 

National Occupational Standards are provided advantages for individuals; 

 The vocational standard shows knowledge, skills and qualifications required to be 

carried by an individual to be able to actualize her / his job successfully according to 

the criteria specified in the international areas. 

 When an individual shall be employed after having participated in the measuring 

and evaluation processes and received certificate from VQA– authorized voc-test 

centres, she / he can demonstrate her / his knowledge, skill and experiences in 

process of accession to the job in question. 

 (http://www.NQep.net/web/Portals/0/mesleki_yeterlilik_kurumu_brosur.pdf) 

http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru8
http://www.uyep.net/web/Portals/0/mesleki_yeterlilik_kurumu_brosur.pdf
http://www.uyep.net/web/Portals/0/mesleki_yeterlilik_kurumu_brosur.pdf
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National Occupational Standards are provided advantages for educators;  

 Occupational standard gives information on the qualities required by the market to 

be found in the labour force. 

 The programs the educators have prepared depending on the framework when 

preparing the training programs ensures that the individuals are trained depending on 

the standards.  

 Establishing linkages between training and business world, it ensures participation 

of business world to the training. 

 With the impacts of occupational standard in the long term, when decrease 

unemployment decreased, employment increased, increase productivity and 

competitiveness increased, economy of country can get strengthened and 

competitiveness enhances (Tezcan, 2010). 

 Names of Major Sector Committees in Preparation of NOS in Turkey in terms 

National Occupational Standards; 

- Turkey Construction Industry Employers Syndicate (TCIES) 

- Window and Door Industry Association (WIDIA) 

- Ankara Industry Chamber (AIC) 

- Istanbul Chamber of Commerce (ICC) 

- Turkey Confederation of Tradesmen and Craftsmen (TUCTC) 

- Turkey Green Crescent Association (TUGCA) 

- Ministry of Culture and Tourism, Turkey Travel Agencies Association (TTAA) 

- Alanya Chamber of Commerce and Industry (ACCI) 

- Turkey Health Employers Syndicate (TUHES) 

- Turkish Association of Pharmacists (TAP) 

- Turkey Exporters Assembly (TEA) 

- Technology Training Development Foundation (TEDEF) 

- Electricity Distribution Services Association (EDISA) 

- Turkey Metal Industrialists Syndicate (TUMIS) 

- Ankara Chamber of Industry (ACI) 

- Turkey Chambers of Agriculture(TUCA) 

 

http://www.aso.org.tr/
http://www.ito.org.tr/
http://www.tesk.org.tr/
http://www.yesilay.org.tr/tr/
http://www.tursab.org.tr/
http://www.altso.org.tr/
http://www.seis.org.tr/index2.html
http://www.teb.org.tr/
http://www.tim.org.tr/
http://www.tegev.org.tr/
http://www.elder.org.tr/
http://www.mess.org.tr/
http://www.mess.org.tr/
http://www.aso.org.tr/
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(http://www.VQA.gov.tr/index.php/tr/sektor-komiteleri) 
 

Figure 2.5 : Relevant Sector Committees in Preparation of Occupational Standards 

 

National Qualification (NQ) are the documents that are prepared by such 

qualification - associated VQA – empowered sectoral organizations in consideration 

of national professional standards then submitted for approval by  and following 

completion of necessary perusals and approval by VQA, they turn into being 

http://www.myk.gov.tr/index.php/tr/sektor-komiteleri
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comprehensively informative documents giving information what knowledge, skill 

and qualifications NQF – defined persons should have and what kind of measuring 

and assessment shall carried out. 

NQ is prepared considering NOS. NOS also includes the criteria such as performance 

criteria, learning outcomes and assessment criteria. Performance criteria and learning 

outcomes show depending on what criteria the questions of theoretical and 

performance criteria the certification organizations shall accomplish. As for the 

candidates, it is in character of giving guidance to the candidates regarding how they 

should study for the examinations the certification organizations shall realize. As for 

the assessment criteria, it describes what criteria the specialist persons who shall 

actualize the examinations should have. 

The name of qualification contained in the national qualifications, name and 

reference code of the area in which exam shall be realized, Vocational Qualification 

Authority – determined code related to that area, level of EQF constituted depending 

on the exam difficulty level, revision number, recording standard – oriented changes 

to be made, compulsory units, the exams candidate must take should be chosen and 

the exams should be left to preference by the candidate. 

For example; Name of Qualification: has been defined in the national qualifications 

to be Computer Hardware Element, Reference Code: 12NQ0045, Level: 4, 

Compulsory Units: 12NQ0045 – 4 / A4, Optional Units 12NQ0045 – 4 / B1. The 

format of creating the National Qualifications is as follows. 
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1 QUALIFICATION NAME  

2 REFERENCE CODE  

3 LEVEL  

4 
PLACE IN THE INTERNATIONAL 

CLASSIFICATION 
 

5 TYPE  

6 CREDIT VALUE  

7 

A) DATE PUBLISHED 
 

B) REVISION NO 
 

C) DATE OF REVISION 
 

8 PURPOSE  

9 VOCATIONAL STANDARD(S) CONSTITUTING SOURCE FOR QUALIFICATON 

 

10 ACCESSION REQUIREMENT(S) FOR QUALIFICATION EXAMINATION 

 

11 STRUCTURE OF QUALIFICATION 

11-a) Compulsory Units 

 

11-b) Optional Units 

 

11-c)   Grouping Alternates of Units and Additional Learning Outcomes 

 

12 TESTING AND EVALUATION 

 

13 CERTIFICATE VALIDITY  

14 
FREQUENCY OF 

SURVEILLANCE 
 

15 
MEASURING AND EVALUATION METHOD 

TO BE APPLIED IN DOCUMENT RENEWAL 
 

16 
ORGANIZATION(S) DEVELOPING 

QUALIFICATION 
 

17 
SECTOR COMMITTEE VERIFYING 

QUALIFICATION 
 

18 
DATE AND NUMBER OF VQA 

MANAGEMENT BOARD 
 

(http://www.VQA.gov.tr/index.php/tr/klavuz-ve-formlar ) 
Figure 2.6: National Qualification Preparation Format 

http://www.myk.gov.tr/index.php/tr/klavuz-ve-formlar
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NQ can be prepared by the institutions and organizations engaged in formal 

education, NOS preparing sector committees, personnel certification organizations.  

 National Qualification makes contribution to purpose of learning and 

development or introduction of common and informal education to be used, 

 National Qualification recognizes certification opportunity to the individual who 

has learned the job in place,  

 National Qualification the employers may increase their power of competition 

making selection of personnel who hold qualification certificate and conform to the 

job structure and requirements. 

 They can ensure employment of persons depending on their knowledge acquired 

and experiences, 

 Creating diversity and awareness, they facilitate the career opportunity.   

(http://www.NQep.net/web/Portals/0/mesleki_yeterlilik_kurumu_brosur.pdf) 

 

Differences between National Qualifications and Occupational Standards; while 

National Occupational Standards concern accredited certification organizations, 

National Qualifications concern certification organizations and the candidates. In 

NOS, profession definitions, institutions preparing and approving and profession 

related legislation are contained. Furthermore, the details like in what grounds the 

space and environmental information related examinations the certification 

organizations shall effectuate and which equipment are required to be employed 

during theoretical and performance exams are included. At the introduction section 

of NQ, the purpose, code, level, date of publication and structure of qualification – 

related data are contained. NQ is in nature of guidelines that points out on what 

criteria the questions which shall be applied to the candidates shall be prepared 

regarding theoretical and performance exams. These criteria have been determined as 

the NQ performance criteria and learning outcomes. 

In addition, NQ is divided into 2 as the compulsory units and preference units. While 

the compulsory units show candidate must-take exams, as for the preference units, 

they show variances according to the selection of the candidate. An example of the 

studies accomplished for Occupational Standards and National Qualifications is as 

follows. 

 

http://www.uyep.net/web/Portals/0/mesleki_yeterlilik_kurumu_brosur.pdf
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Table 2.1 : Joint Operation Accomplished in the Area of Vocational Qualification 

and   National Qualification Area  

 
Name of Certification Program 

Construction Painter, Level 3 certification program has been taken as an example. 
 

Purpose of 
Specification 
 
Definition of 
Occupation 

This qualification is written for the purpose of determination and certification 
of qualifications of Construction Painter. 
Construction Painter (Level 3): is a qualified person who carries out work 
organization related to his profession within the quality systems framework 
taking the environmental measures and realizes pre-painting surface 
preparation operations and applies paint to all elements and surfaces of the 
building and makes varnishing and performs post-varnish / paint works and 
carries out activities related to professional improvement.  

 
Code of Occupation 

 
ISCO 08: 7131 (Painters and ones working in the relevant works)  

Reference of 
Qualification 
Compulsory 
Qualifications 
Evaluated in the 
Examination 
Preference Units  

11UY0023-3 CONSTRUCTION PAINTER NATIONAL QUALIFICATION 
11UY 0023-3/A 1 Work Health and Safety, Work Organization to be Done 
11UY 0023-3/A 2 Overall Vocational Knowledge and Practice Skill in 
Construction Painter 
 
- 

 
Grouping of Units 

 
- 

Prerequisite for 
Participating in the 
Exam 

 
None 

Documents Wanted  
During Application 
 

- Filling in theCertification Application Form, the candidates who shall 
apply the exam should convey it together with the documents requested 
to the address of Istanbul University, Voc-test Center, Inonu Cad. No: 38 
– Sefakoy – Besyol – Kucukcekmece / ISTANBUL by mail or individually 
preferably 10 (ten) days earlier than the date of exam. Information note is 
made to the candidates whose application was accepted with Candidate 
Information Form. The details related to how the candidates are 
supposed to behave during the exam have been detailed in the Candidate 
Information Form and also web – broadcast Instruction for the Rules 
Required to Be Abided during the Exam. 

- CV 
- Certificate of Education (Diploma) 
- Vocational training certificate (If any) 
- Photocopy of Identity Card 
- 2  Photograph 

Measuring and 
Evaluation 

The exams are realized bot in theoretically and practically as well. The 
personnel who shall evaluate the exams shall be selected according to the 
evaluator criteria specified in the national qualifications.  
It is obligatory to be successful in the examinations required to be taken for 
receiving certificate within 1 year. In the event of exceeding 1 year, the 
applicants are to retake other exams he has been previously successful as 
well. From the candidates at this stage, initially collected papers are not 
requested as long as their information remained unchanged.  
- To be able to obtain a qualification certificate, it is required to be 

successful in all of Group – A compulsory qualification units. Other than 
this, according to the above-specified qualification unit groups, persons 
who wish may also prefer receiving Group – B qualification units. 
Assessment of achievement is performed according to the criteria 
specified in the measuring and evaluation sections as per unit. The exams 
may be conducted successively or independently. 
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Table 2.1 : Joint Operation Accomplished in the Area of Vocational Qualification 

and   National Qualification Area (continue) 

 
 
 

  

 
Theoretical 
exam 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
The theoretical exams are realized in accordance with the following 
requirements. 
Every question is equally evaluated. 
Theatrical exam should be actualized outside the practical exam and it is 
conducted without any access to the educational tools without interruption. 
Wrong answers are not considered during evaluation. 
Scoring is done over the correct responses. 
 

 
11UY0023-3/A 1 WORK HEALTH AND SAFETY, QUALIFICATION UNIT 

FOR WORK ORGANİZATION TO BE MADE 

UNITS TIME QUESTION SUCCESS LEVEL 

THEOROTICAL 15 MINUTES 10 60% 

PERFORMANCE - - 80% 

TOTAL 15 10  

 
11UY0023-3/A 2 GENERAL VOCATIONAL KNOWLEDGE AND 

PERFORMANCE SKILL QUALUIFICATION UNIT IN CONSTRUCTION 
PAINTERSHIP 

UNITS TIM QUESTION SUCCESS 
EVEL 

THEOROTICAL 38 MINUTES 25 60% 

PERFORMANCE - - 80% 

TOTAL 38 25  

 
A1 Written exam:  

Within the scope of this unit, a at least 5 – question with 4 – options multiple 
choice test including gap-filling questions should be implemented in writing and 
at least a 60% success must be obtained by the candidate. Average time as 
per question is to be foreseen as 1.5 – 2 minutes. The questions of exam 
should be drawn up so as to be able to measure all statements foreseen to be 
measured within the scope of theoretical exam and data section of BG-
Knowledge Control List contained Annex – 2. 

 
Performance Exam: 

Performance – based exam related to the work done shall be given 
considering BY-Skill and Qualification Control List contained Annex – 2.At least 

an 80% success must be obtained from the exam. All of the performance 
criteria foreseen with (P1) to be measured must be measured with said 
performance exam. The candidate is required not to exceed the period of time 
given for the action taken.  
 
A2 Written Exam: 

Within the scope of this unit, a at least 20 – question with 4 – options multiple 
choice test including gap-filling questions should be implemented in writing and 
at least a 60% success must be obtained by the candidate. Average time as 
per question is to be foreseen as 1.5 – 2 minutes. The questions of exam 
should be drawn up so as to be able to measure all statements foreseen to be 
measured within the scope of theoretical exam and data section of BG-
Knowledge Control List contained Annex – 2. 
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2.3. Vocational Qualification System in Europe and Turkey 

2.3.1 Vocational Qualification System in Europe  

In England, national vocational qualification is recognized by the government and by 

(OFQVAL), being the new governmental establishment. Namely, its operation from 

start to end is totally under the administration of the state. The operation of the 

vocational qualification is the same in the countries such as England, Wales, 

Scotland and Northern Ireland. The levels of qualification are being determined by 

(NQF), (QCF) and (FHEQ). 

 (NQF) means national qualification framework, 

 (QCF) means qualification and credit framework, 

 (FHEQ) means higher education qualification framework. 

There is a practise under the name of apprenticeship in England. The apprenticeship 

consists of 3 stages. These are occupational qualification (section related to job), 

theory, basic knowledge and qualification. An individual who has accomplished 

these three stages becomes having actualized the stage of apprenticeship. It totally 

consists of 5 levels. Level – 1 is the basic level and named as being quite simple. As 

for Level – 5, it is named to be relatively difficult level and counted to be a level 

corresponding higher education level  ‗‗Uk skills and city guilds‘‘ is the leading 

institution offering the best service to this system in England (Bartley, 2009). 

In France, vocational education has turned into school training. It is based on full-

time principle. Professional information and also the skill training are being 

theoretically provided as well as allowing transition from technical high schools to 

higher education as well. 

The certificates of graduation obtained from the technical high schools in France; 

Cap (comprises 202 branches), Bep (comprises 411 branches) and Bacpro 

(comprises38 branches). 

Being characterized to be a speciality certificate, (CAP) is the bottom – level 

professional title which includes the lowest stage of foreman, specialist, element or 

officer classes. Being characterized to be a professional certificate, (BEP) is practical 

training - oriented. It is one higher stage of speciality certificate (CAP). Being 

characterized to be the professional maturity certificate, (BACPRO) has stipulated 

(CAP) and (BEP) certificate in training. It contains a 69 – week theoretical education 
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and a 16 – week internship program which is carried out within coordination with the 

operations and employers association (Ozsoy, 2007). 

In Spain, the vocational training consists of two models. The first one is the 

institutions providing short – term vocational training. They are open to students who 

have completed their eight – year compulsory education and training and later on do 

not go on their general and secondary training. 2 – Year general education and basic 

education and training – oriented systems are being provided and such candidate 

receives a technical assistant diploma. Second one is the institutions providing long– 

term technical and vocational training. At these institutions, certain speciality areas – 

oriented trainings are being offered and vocational qualification certificate is being 

granted to the persons who have successfully completed these trainings. The 

provision of having received a short – term vocational training is sought for attending 

to this program. 

In Germany, being called as ‗‘Dualist System‗‘, German Vocational Qualification  

has been established over a system where theatrical education and practical training 

are carried out together. What makes Dualist System also shown as the most 

powerful vocational qualification of the European societies powerful is the tight bond 

between education and employment. Vocational qualification in which the 

theoretical education in schools are jointly carried out with practical training in 

operations has been ensuring profession – related knowledge, skill and experience 

which shall be kept on later on and the opportunities of being employed increase for 

the young who have received this training.  

In brief, while the individual fids facility to be able to make practice at the profession 

– related operations 4-5 days a week, she / he has been able to learn the theoretical 

part of the job at the vocational schools for 1 – 3 days a week. In this way, an 

individual who has completed current education is able to easily find job due to 

having necessary experience in the business life and furthermore can comfortably 

perform her / his work (Ozsoy, 2008) 

In Denmark, creation process of National Qualification was initiated in 2005. DNQF 

studies where the sense of inter-educational levels transfer would be easy and of 

transparency and globalization efforts have been likely to be completed between 

years 2006 – 2007. 



 
 

  49 

 

The studies related to Denmark National Qualifications Framework (DNQF) 

covering all levels and qualifications started in 2009. As a result of operations carried 

out by Ministry of Science and Technology, Ministry of National Education and 

Ministry of Culture and Economy, it was associated with the European Qualification 

Framework in 2011. DNQF has been designed within a structure which might 

respond sectoral requirements where the participant opinions are dominant. The most 

important characteristic of Denmark qualification system is the full harmony 

principle creating difference between the levels. DNQF consists of eight levels. 

While maximum harmonization approach is dominant between levels 1 through 5, 

full compliance understanding is dominant between levels 6 through 8.The difference 

between maximum harmony and full compliance understanding is as follows; In 

maximum harmony, while a harmony is not be expected between knowledge, skill 

and qualification approach in terms of loyalty or unity, full compliance is expected in 

the area of knowledge, skill and qualification. 

In Holland, the efforts covering all levels and qualifications related to Holland 

National Qualification Framework (NLQF) started in 2009.Accepting the framework 

in 2009, governmental authorities of Holland associated it with European 

Qualification Framework again in the same year. Since the formal and non-formal 

education system existing in other countries is also available in Holland, it has been 

foreseen that difficulties would not be experienced in teaching and extending this 

NLQF system. 

Since NLQF implementation is a new framework as in Turkey, it is seen that it could 

be extended with participation of the stakeholders. Association of NLQF with the 

European Qualification Framework happens to be a little bit different from other 

countries. While the bachelor degree holders are being associated with level – 4 in 

most of the European countries, this case has been associated with level – 5 in 

Holland. Namely, while bachelor degree holders correspond to EQF level – 4 in 

Turkey, it corresponds to level 5 in Holland. 

This situation has led to criticism of the Dutch qualification framework and NLQF is 

suggested to be non-transparent (Atay, 2012). 
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Table 2.2 : Comparison of Qualifications Frameworks in the European Countries 

Europe 

Qualification

s Framework 

England 

and 

Norther

n 

Ireland 

 

Scotlan

d 

 

Wales 

 

Irelan

d 

 

Hollan

d 

 

Franc

e 

 

Denmar

k 

 

Malt

a 

EQF 8 QCF 8 
SCQF 

12 

CQF

W 8 

NFQ 

10 

NLQF 

8 
CdN 1 DNQF 8 

MQF 

8 

EQF 7 QCF 7 
SCQF 

11 

CQF

W 7 
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(Atay, 2012) 
 

2.3.2   International Negotiations Accomplished in the Area of Vocational 

Qualifications 

In March 2000 – Lisbon Council emphasized that the education is the 

complementary  asic element of the European Council‘s economic and social policy; 

a guarantee in ensuring the harmony of European Union societies and development 

of individuals in the strict sense and its role and importance in the existing system to 

enable enhancement of ability to competitiveness power of EU countries in the 

world. When explaining 2010 targets during Lisbon Summit, European Council 

determined that EU is converted into an information – based most dynamic economy 

of the world to be a strategic target. Development of quality vocational education and 

training; is the very crucial and an integral part of this strategy from the perspective 

of social harmony, mobility, employability and enhancing competitiveness. 
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The Council has been invited to realize following targets; 

 Up to 2010, all member countries  should adjust the rate of individuals who leave 

their schools at early age to lower below 10% being the average of EU, 

 Up to 2010, all member countries; considering also the gender differences of 

individuals who have graduated from mathematics, science and technology 

education, should bring above  the graduation rate stated in 2000, 

 Up to 2010, all member countries; should make a planning in a way to ensure the 

individuals who are in the age group of 25 and 64 having secondary education level 

below secondary school shall be secondary school education or above and the target 

hereof is disclosed to be 80% until 2010.  

 Up to 2010, all member countries; the rate of age group of 25 – 64 adults and 

working population who take part in lifelong learning activities should increase it up 

to at least EU average, 15%.  

Copenhagen Declaration: Vocational education and knowledge; until 2010, shall 

play an effective role in growth of lifelong learning strategy and in reaching at 

Lisbon council – determined targets. For ensuring required collaboration, making 

and execution of joint operations, four targets have been identified in European 

community. 

 Expansion of activities in Europe 

 Revision of information and guidance stages 

 Introduction or spread of vocational qualification and content 

 Quality assurance 

In this context, ensure that a solid quality assurance is provided for development of 

vocational qualifications and increasing its efficiency and the credit system is 

recognized in the vocational qualifications system and a system is formed and the 

information requirement of educators are determined and required applications are 

initiated are also shown between the targets. In the stage of development of 

vocational qualification in Europe, important progressions have been achieved 

together with the Copenhagen process. 
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EUROPASS has been accepted by European Council and European parliament. 

EUROPASS means that the qualifications were compiled in a single extent in terms 

of clarity, quality and accuracy. Regardless in what country and under what 

conditions any qualification was obtained; its being made precious is one of the 

significant progressions in the Copenhagen process as well.  

In 2004, improvements have been targeted by EU Council within the extent of 

―Common Quality Assurance Framework in Vocational Education and Training‖. In 

this context, giving assistance to the renewal, arrangement and assessment of 

national structure, it shall make contribution for creating a common reference 

system. 

ECVET namely, a decision related to creating and implementing a credit transfer 

system has been prepared and submitted to the meeting of Maastricht Council of 

Ministers. 

(http://euroguidance.iskur.gov.tr/Portals/1/Kaynaklar/ulkeornekleri/Kopenag%20Sur

eci.pdf) 

Maastricht Declaration: The steps taken within the frames of Lisbon and 

Copenhagen Declarations have been taken for assessment and new approaches, plans 

and strategies oriented toward the developments in Vocational Education and 

Training cited in Copenhagen Declaration have been materialized. As a matter of 

fact, it is in nature of continuation of the decisions taken in Lisbon and Copenhagen. 

In consideration of decision taken in Lisbon and Copenhagen and the progressions, 

new approaches and arrangements have been brought in with Maastricht Declaration. 

Mainly the topics taken into agenda are as follows; 

 Vocational Qualifications– oriented educations to be made attractive, 

 New standards to be brought in the areas of vocational education and training,  

 Vocational education and training to be harmonized with the requirements of the 

labour force, 

 Credit system in the vocational education and training to be revised and put into 

effect, 

 To promote educational levels of the students in the vocational education and 

training. 

http://euroguidance.iskur.gov.tr/Portals/1/Kaynaklar/ulkeornekleri/Kopenag%20Sureci.pdf
http://euroguidance.iskur.gov.tr/Portals/1/Kaynaklar/ulkeornekleri/Kopenag%20Sureci.pdf
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2.3.3 Vocational Qualification System in Turkey 

The political and economic developments revealed by the constant improvements 

and globalization experienced in the age of information and technology in the world 

have not only taken the world under its influence but also Turkey. The progression 

and innovations lived in the management and technology areas oblige being ready 

for the innovation and transformations to be able to get adapted with these 

progression experienced. At the same time, this structure reveals the competition 

power and competitiveness too. These developments is being felt remarkably much 

in the world where the change of information and technology is felt against the need 

for qualified staff and for augmentation of competition power and increasingly 

continuation of the developments(Arslan, 2014). 

Employer Institutions and Organizations have been employing the people who are of 

high – level professional knowledge and possessing required professional 

experience, open to competition, refurbish themselves in sense of professional 

techniques and technology, able to exercise what they have learnt into practice and 

can add competition power to the institution or organization there they work. 

Nevertheless, finding such labour force is quite difficult because the existing 

workforce is mainly composed of the people trained as direct-entry or within the 

master-apprentice relationship.    

In place of showing the certificates or documents obtained by attending to formal or 

non-formal vocational training courses and the knowledge an individual has had in 

vocational sense, these people have been presenting only the education an individual 

has received because post – individual education made measuring and assessment 

has failed to be based on a certain standard. For this reason, employer institutions 

and organizations have been hiring an individual by means of references or putting 

her/him through trial term, not considering certificate or diploma in process of 

recruitment. By applying this practice, the operations have been exposed to loss of 

both time and material damages.  

It has not been possible for the individuals who do not have formal or non-formal 

vocational and technical education and have failed to prove herself / himself 

regarding qualification to be able to work in the pertinent vocational area in the 

developed countries.  As for Turkey, the exact opposite is in question; it has not been 

possible to distinguish one who does not know the job to be done form other who 
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knows it due to the individuals acting with the logic of ―I can handle whatever the 

might  e‖ in order not to remain unemployed. The most substantial issue regarding 

vocational education and training in Turkey is the failure to carry out measuring and 

evaluation according to a certain standard on the matter of vocational information 

acquired at the educational institutions, which constitutes the important problems.  

All these developments are considerably important for ability to create a high – 

validity and reliability measuring and evaluation certification system. Therefore, 

rather than where, under what conditions the education is furnished to the people, 

under which method and considering what conditions the qualifications acquired, the 

post – education completion measurement and assessment are realized is important. 

No matter how much quality the vocational and technical training offered to the 

people possess, if a structure which could measure and certicate such training 

accurately and reliability is not available, affirmative outcomes expected from such 

training would fail to be set forth.  In fact, such structure reveals the expectations of 

employer from the workforce.    

In line with the above – mentioned issues and requirements, in the name of ability to 

carry out measuring and evaluating the knowledges and skills of the individual 

residing in Turkey according to occupational standards, Vocational Qualification 

Authority (VQA) has  een esta lished and ―National Qualification System 

Strengthening Project‖ has  een activated to  e applied  With VQA and NQSSP 

process, a new structure has been initiated in our country. For applicability of this 

process, establishment and operation of the Measuring and Certification system 

within harmony with the European Union Countries by preparing NOS and NQ bears 

importance. Personnel Certification Organizations occupy quite an important place in 

the existing structure.  

Up to now, 578 each NOS and 278 each NQ have been prepared by VQA and 

protocol has been signed with professional organizations and non-governmental 

organizations close to 70 and moreover Vocational Test Centres (Voc – Test) have 

been established in 30 different sectors. 
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2.3.4 Preparation of Vocational Standards and Establishment of Examination 

and Certification System in Turkey  

In Turkey where it has entered the cohesion process with EU, the young population 

to be equipped with knowledge, skill and experience in the international areas has 

been determined to be one of the prioritized topics and staff certification process 

through examination has been initiated in Turkey in 1980 taking qualification – 

based system as a model in the vocational education and training accepted in EU 

countries. The subject has been comprehensively addressed to in the period of Fifth 

Five – Year Development Plan between years 1985 – 1990 and it has been decided 

that an institution bearing the name of Vocational Standards Institution is created 

until end of 1993 by signing a Vocational Standards National Protocol with the 

representatives of the topic – related private sector, public sector enterprises and the 

employers (Demirezen, 2002).  

In coordination with the Ministry of Labour, a decision has been made for 

preparation of NOS and NQ in the area of Employment and Education between years 

(1993 – 2000) by supplying finance from World Bank and national budget and 

certification and exam centres to be established based on these standards and 

qualifications. Regarding preparation of NOS, Ministry of Labour, Research and 

Technical Services Unit (RTSU) have been assigned and 250 each NOS has been 

developed by constituting a commission in RTSU. However, Turkish Standards 

Institute (TSI) has sued RTSU stating that the duty of preparing occupational 

standard was granted by law to TSI and the duty of preparing the vocational standard 

has been to given to TSI with the decision of court.  

Following the court decision, TSI has prepared 300 each vocational standard. 

However, due to NOS creation format of TSI was not found suitable for 

establishment of the education and training system and preparation and establishment 

of a question bank and being able to carry out required measuring and evaluation, 

TSI – created NOS has failed to be valid  (Gultekin, 2011). 

Based on decisions taken at EU Helsinki Summit in 1999 in order to support the 

efforts of Turkey to create vocational standard and measuring and evaluating 

endeavours, Project of Strengthening Vocational Education and Training System in 

Turkey (PSVES) was  composed between Government and EU.  



 
 

  56 

 

With PSVES project, a new formation process has been entered based on standards 

and qualifications in vocational education and training and a new structure where 

individual learning model was minded has been created. The most important 

development put forward with PSVES project is that it allows horizontal and vertical 

transitions between formal and non-formal educational institutions and equivalence 

opportunity in many countries in Europe and recognition of opportunity to individual 

to get the information and experiences she / he has learned outside school certificated 

are being shown to be one of the major developments of PSVES project (Dursun, 

2008). 

As a result of all these positive developments, VQA has been created and began 

carrying out its activities in 2006 with law numbered 5544. VQA is a public 

establishment connected to Ministry of Labour and Social Security which means it is 

able to determine NQ rules related to the technical and vocational areas taking the 

NOS and international occupational standards as the base, furthermore; realization of 

controls, establishment and operation of NQ system for execution of measuring and 

evaluation, documentation and certification – oriented activities. 

(http://www.VQA.gov.tr/images/articles/editor/5544_sayl_VQA_Kanunu_Deiiklikle

r_lenmi_26.01.2012.pdf ) 

The most important objective of VQA is to constitute a National Vocational 

Qualification System (NVQS) in harmony with EU and prove it. For this purpose, 

with participation of institutions and organizations in in the private and public sectors 

through coordination with VQA and Project of Strengthening Vocational Education 

and Training System in Turkey (PSVES) has been established in Turkey. VQA and 

PSVES project has constıtuted an EQF – compatible measuring and evaluation 

system and has been actualizing personnel certification. In addition, depending on 

national qualification system, development of NOS and establishment of the 

examination centres have been intended.  

Up to now, 578 each NOS and 289 each NQ have been prepared by VQA. There are 

23 sectoral committees in VQA. A protocol has been signed regarding preparation of 

NOS between more than 60 workers and employer organizations, professional 

establishment and non-governmental organizations connected to these sectoral 

committees. Some of the VQA sectoral committees are construction, information, 

http://www.vqa.gov.tr/images/articles/editor/5544_sayl_VQA_Kanunu_Deiiklikler_lenmi_26.01.2012.pdf
http://www.vqa.gov.tr/images/articles/editor/5544_sayl_VQA_Kanunu_Deiiklikler_lenmi_26.01.2012.pdf
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automotive, tourism, electricity - electronics, transportation, chemical industry, 

textiles and leather industries.  

In addition, up to now, 33 Personnel Certification Organizations have been 

accredited thus measuring, evaluation and certification process has been activated. 

VQA – Authorised establishments; 

 

(http://portal.VQA.gov.tr/index.php?option=com_kurulus_ara&view=kurulus_ara#&Itemid=322a) 

Figure 2.7 : Personnel Certification Establishments in Turkey 
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2.3.5 Vocational Qualification System Turkey Tries to Be Integrated 

Turkey is in effort of revising its vocational qualification system within the scope of 

lifelong learning adopted by EU and many countries in the world. Mobility of 

professional labour in European countries has been realized according to some 

conditions. For example; the measures are taken for enabling the individuals 

graduated from the national qualification systems pertaining to different countries 

within the structure of EQF to enjoy equal conditions the mobility of job seekers are 

encouraged. In sense of spread and encouragement of this mobility, a lot of tools and 

policies are being tried to be developed (Arslan, 2014). 

The most crucial study made within this extent is the Europass movement. Creation 

of a structure allowing every each individual found in Europass EQF body and 

having national qualification to have free movement in EU countries to be able to 

attend more comprehensive training or enter a job in another country is considered. 

National Europass Center in Turkey is VQA. (http://europass.gov.tr/index.php) 

In addition to Europass, EQF which establishes links between inter-countries 

qualifications for the qualifications belonging to different countries in Europe to be 

understood more easily gives the students of a chance to use own country‘s 

qualification of the workforce in another country by ensuring that the qualifications 

belonging to different countries to be more easily understood by the workforce and 

the employer. 

(http://www.VQA.gov.tr/index.php/skca-sorulan-sorular). 

In Turkey, VQA has been determined to be EQF National Coordination Center.  

Duties of National Coordination Center are as follows; 

 Countries to create their own NQF based on EQF, 

 Countries to explain creation and transparency in referencing for their 

qualification levels contained in NQF versus EQF levels, 

 People to be enlightened by publishing a guide regarding what kind of linkage is 

made between NQF and EQF (Arslan, 2014) 

Being a tool for development of the lifelong learning, EQF covers the qualifications 

at all levels obtained as a result of general and vocational education and training of 

higher education.  

http://europass.gov.tr/index.php
http://www.myk.gov.tr/index.php/skca-sorulan-sorular
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One other important element of the vocational qualification system is to constitute 

the National Qualifications Framework (NQF), as for the purpose of NQF designed 

and prepared according to EU – recognized qualification conditions; a qualification 

system easy to be understood and effectiveness and sustainability of which is high is 

put forth. Due to the existing system, the recognition of knowledge and skill 

competency of persons shall be ensured within the national framework (structure) 

regardless without discrimination and regardless where and how it was obtained shall 

be provided. The levels to be determined with NQF shall be prepared and designed 

so as to allow harmonization with EQF and its quality shall be taken under assurance. 

As for the National Vocational Qualification System (NVQS), taking NOS standards 

as base, it is defined as determination, development of national standards and 

accreditation is provided upon conducting supervisions according to these standards. 

The certification organizations accredited constitute their question banks based on 

NOS and NQ and make certification to the candidates who have made application to 

the examination and upon completion of necessary measurement and evaluations 

with successful outcomes. 

Objectives of NVQS; are defined as the construction of a strong link between 

education and training, determination of National Qualifications, formation of 

learning outcomes, enhancement of quality in education, ensuring inter-qualifications 

horizontal and vertical transition opportunity, increasing the comparability in the 

international areas and ensuring easy reaching to learning and progress in learning, 

recognition and comparability in learning and the promotion of lifelong learning to 

be provided (Arslan, 2014). 

Turkish Qualification Framework (TQF) is the national qualification system 

belonging to our country which was prepared in harmony with EQF and comprising 

all qualifications gained through elementary, secondary and higher educations and 

vocational or another learning way (www.VQA.gov.tr/index.php/skca-sorulan-

sorular#Soru21). 

With the lifelong learning strategy entered into effect in Turkey within 2009, 16 

priorities were determined for enabling necessary arrangements to be made for 

changing the structure of education. One of these priorities is the establishment of 

Vocational Qualification System. In this context, on 7 September 2006, Vocational 

Qualification Authority was established with law numbered 5444. The duty of 

http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru21
http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru21
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Vocational Qualification Authority(VQA); stayed connected to EQF, is to determine 

the National Qualification Standards and National Qualifications, perform the 

necessary controls in this context, to carry out documentation and certification – 

oriented activities by conducting required measuring and evaluations (Gozubuyuk, 

2013). 

Establishment of such a structure in Turkey has been shown to be a future – oriented 

significant investment tool in terms of arrangement and development of the 

qualifications whose shortage is being felt in our country. 

TQF Development stages are as follows; 

 Political analysis to be made in order to assess international policies and 

determine additional political decisions needed, 

 Being from the elements of NQF, realization and determination of the elements 

like varieties of qualifications, quantity and level of qualification, 

 Determination of policies and decisions to be followed regarding function of TQF, 

 TQF implementation – oriented planning to be done, 

 Inclusion of available qualifications into the framework, 

 Revision of existing qualifications and realization of designing the qualifications 

to be newly composed.  

To enable TQF to answer the social expectations, consultation is realized with 

participations of all stakeholders related to the topic. The frame shall be officialised 

with feedbacks obtained and later on be associated with EQF. 

(http://www.NQep.net/web/Portals/0/mesleki_yeterlilik_kurumu_brosur.pdf ) 

In Turkey, EQF has been determined to be the coordination center. It shows EQF 

Coordination center to be determined, the levels contained in the national 

qualifications to be formed by taking the levels contained in EQF as the base, a 

transparent method was followed formation of NQF levels, what kind of connection 

was constructed between EQF and NQF and ensures participation of stakeholder to 

the process in making and using comparison at European level. In this context, NQF 

is an explanatory system which comprises occupational standards, measuring and 

evaluation, accreditation and qualifications and allows free movement of labour 

force; fulfil expectations of employers from the market and gives support to the 

http://www.uyep.net/web/Portals/0/mesleki_yeterlilik_kurumu_brosur.pdf
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lifelong learning and enables horizontal and vertical transitions in the international 

areas and promote employment and backs up competition (Gozubuyuk, 2013). 

Turkish Qualification Framework (TQF) has been prepared in a way to assist the 

qualifications existing in our country to be divided into classes and to create all 

qualifications obtained through elementary, secondary and higher educations and 

vocational or another learning way. It is being addressed to within the scope of TQF  

 MNE – dependent qualifications, 

 VQA– dependent national qualifications, 

 HEC – dependent higher education qualifications.  

Turkey Vocational Qualifications System Strengthening Project; NQSP project is an 

important structure for existence of vocational qualification system in Turkey and for 

enabling it to be operated in a healthy way and tries to fulfil the expectation of 

employers from the labour force and the expectations of labour force from the market 

and in addition, to be able to maintain the linkage between education and 

employment in a sound way. It determines new professions which newly emerge for 

the labour force market in the international areas according to rapidly changing 

social, economic and technological conditions and level of knowledge and skill 

required to available with the individuals who work or want to work in connection 

with these occupational areas and bears a great importance in order to ensure that this 

system is constantly renewed and remain updated. 

By establishing a vocational qualification system in a way to in harmony with 

European Union, VQA wants to operate and improve this qualification system in 

European terms. For the purpose of this structure to be able to be ensured and 

developed, VQA has decided to carry out an EU – funded project. 

The financing Vocational Qualification Authority and "National Qualification 

System Strengthening Project" initiated in November 2010 and carried out by VQA 

are being provided by EU and TR government. It is estimated that the project shall 

last 3 years and the budget allocated to the project is Euro 10,900.00 Euro 200.00 

Euro is being met by VQA. 

(http://www.VQA.gov.tr/index.php/tr/component/content/article/731) 

 

 

http://www.myk.gov.tr/index.php/tr/component/content/article/731
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Project targets that the domestic market – needed formal and non-formal vocational 

education and training system to be developed and lifelong learning concept to be 

supported and the linkage between education and employment to be strengthened and 

to be linked EQF. 

In order to establish and operate an effective and sustainable qualification system 

based on accepted professional standards with an EQF – compatible evaluation, 

measuring and certification structure, project aims that VQA and Occupational 

(Vocational) Standards are augmented and improved and Personnel Certification 

Organizations (VOC_TEST) is supported.  

Three significant aspects intended to be accomplished with projects are as 

follows; 

 Establishing National Qualification System that operates with high performance 

in a way that can be constantly sustained, to determine priority sectors needed and 

vocational standards related to these sectors to be drawn up, 

 To enable VQA to offer a sustainable service to all individuals, vocational 

standards to be determined, developed and Personnel Certification Organizations to 

be increased, 

 All government agencies, private sector organizations, employees and employers 

syndicates and non-governmental organizations to be enlightened about National 

Qualification System and their NQS dominances are ensured. 

(http://www.VQA.gov.tr/index.php/tr/component/content/article/731 

2.4. Vocational Education in the Development Plans 

In the First Development Plan, upgrading the educational level of society and the 

society requirements– compatible individuals to be brought up presenting 

importance. In this context, the topics of employment, education and manpower are 

considered in conjunction with each other. Studies  have been conducted regarding in 

which areas existing labour force would or could work and in consequences of these 

studies, in formation has been acquired about what education should be given by the 

educational institutions to the individual (labour force) and which characteristics 

should be owned by these individuals. For enabling transition of individuals who 

http://www.myk.gov.tr/index.php/tr/component/content/article/731
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have graduated from the schools which have dedicated themselves to bring up 

individuals in specific professional areas to a higher school, it shall be ensured that 

the individual shall make due practice and get experienced by utilizing the facilities 

which shall be provided by such area of work. As for the targets determined from the 

aspects of employment; are to find a solution to eliminate unemployment issue, to 

improve the knowledge and skills of employees related to their occupations, to 

follow up qualification – based working policy and to bring in certain arrangements 

by preventing distribution of employees into different occupational groups. For 

example; an individual graduated from accounting functioning as a sales 

representative at any store (Akcekoca, 2013); (Ozsoy, 2008). 

In the Second Development Plan, it has been identified that the persons graduated 

from Girls Technical High School did not work at the works related to the areas 

where they had graduated from. For the graduates of girls technical high school to be 

able to work at the areas related to their occupations within the framework of the 

education and information they had received from the schools where they had 

graduated from, necessary studies have been accomplished and this situation has 

been specified in the second Development Plan. Despite the importance paid to the 

technical education, the issues such as inability of the graduate individuals in the 

industrial sector and dissatisfaction of those who found job from their current job and 

non-conformance or inadequacy of theoretical knowledges the individual has 

received from the schools they have graduated with the realities of business life, 

mismatching training to the facts of industry, lack of practice training, distrust of 

employers to the individuals they would employ, salary and authority have been 

identified and determined. To enable the schools training individuals in certain 

occupational areas to meet the requirement for technicians in the market, it has been 

stressed on that duration of education would be increased from three years up to four 

years, thus the technicians needed by the market would be trained. It has been 

specified that the transition of individuals graduated from these schools to Higher 

Education would be facilitated (Akcekoca, 2013). 

In the third Development Plan, as with the first and second development plans, it has 

been emphasized that the importance would be paid to the occupational and technical 

educations and although formation of linkage between education, environment and 

business life has been adopted to be the first priority, it has been emphasized that it 

has failed to reach at success. It has been stressed on that the collaboration between 
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private and public institutions cited in the first and second development plans had not 

actualized and the problem in employment art school graduates have been ongoing. 

The unity and togetherness in the technical high schools and vocational high schools 

shall be ensured by ministry of national education. As for the theoretical education to 

be developed by taking and including studies received from technical and vocational 

high schools to the relevant sectoral establishments, necessary unity and togetherness 

shall be ensured through accomplishment of due collaboration with the ministry of 

national education and necessary audits shall be likely to be applied. Furthermore, 

transitions of vocational and technical high school graduates to Higher Education 

shall be facilitated. Transitions of students from technical and vocational high 

schools to general high schools shall be allowed according to their achievement 

status and transition of students who failed in general high school to the technical 

and vocational high schools shall not be allowed, yet the facilities shall be provided 

for training the technicians needed by the market from the technical and vocational 

high schools (Ozsoy, 2008). 

In the Fourth Development Plan, the increases in the numbers of students from the 

technical and vocational high schools mentioned in previous plans have reached at 

desired levels nevertheless it has been emphasized that the knowledge, skills, 

qualifications of the students have failed to be achieved. In the fourth development 

plan, it has stated that the individual mainly at the technical and vocational high 

schools is supposed to materialize to convert her / his theoretical information into 

skill with the power of thinking and consequently shall be able to set forth successful 

works and that these persons – oriented practical courses should be increased by 

allowing persons who are happy and love her / his job to be trained. By improving 

the collaboration between industrial area and vocational education and technical 

education, contribution shall be made to the increase in the qualified labour force and 

for the formal and non-formal educations to be improved and the contribution of 

public sector, private sector organizations and industrial sector organizations to be 

able to ensured, necessary studies shall be initiated. The assessment of information 

and skills learned in the area of business shall be ensured to be realized with credit 

system(Akcekoca, 2013). 

In the Fifth Development Plan, vocational high schools and technical high schools 

both of which offer formal and non-formal education shall be in a structure to be 

encouraged against general high schools to allow distribution to the universities by 
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bringing up qualified individuals required by the market to enter the business life 

through easy way. Thus moderate – level technical individuals shall be trained. For 

enabling the students who are vocational high school graduates or vocational Higher 

School graduates to be brought up in a way appropriate to their targets, required 

curriculum, training programs and courses are prepared. In this way, technical and 

vocational high school graduates and vocational school graduates shall have become 

more skilful. Formal and non-formal education shall be carried out with similar 

curriculums by the same training institutions. The business branches needed by the 

market shall be determined and educational contents shall be prepared and carried 

out depending on these business branches. In addition, a common curriculum shall be 

prepared in formal and non-formal education and those who graduated from formal 

and non-formal education shall equivalent certificates (Ozsoy, 2008). 

In the Sixth Development Plan, for the development of the formal education, the 

economic developments lived in the international area, improvements lived in the 

areas of science and technology and rapid transformations experienced in the 

professional area and expectations of labour force market shall gain importance in 

the sixth development plan. In line with these developments and transformations, the 

budget allocated to the education system shall be increased and it shall be jointly 

developed together with private institutions and public organizations.  

The education system will be divided into 3 parts: 

 Formal education which shall ensure acquisition of a profession, 

 Primary skilled labour force, 

 Highly qualified labour force. 

To ena le enhancement of students‘ achievements, guidance activities shall  e 

increased by considering the abilities and wills of the students thus the students shall 

be redirected to the professions with their wills and abilities. Incentives shall be 

provided to enable vocational school graduates to go on Higher Education related to 

their own areas. 

(http://www.kalkinma.gov.tr/Lists/Kalknma%20Planlar/Attachments/4/plan6.pdf ) 

In the Seventh Development Plan, formal and non-formal education in vocational 

education and technical education have failed to train manpower in line with 

expectations of economy and non-formal education has stayed inadequate in 

http://www.kalkinma.gov.tr/Lists/Kalknma%20Planlar/Attachments/4/plan6.pdf
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comparison to formal education.  Efforts of creating joint cooperation between 

vocational and technical educations go on also in this seventh development plan. 

Failure to produce solution regarding the topic like failure to develop an effective 

guidance in the education and training system particularly secondary training, 

namely failure of labour force in responding to the expectations of the business life, 

difficulties an individual is encountered in finding job, salary expectations, etc. 

eventually redirects a graduate individual to Higher Education. So, as it shall be seen 

in recent years, densities increase at the universities. Moreover, once lack of quotas 

at the universities is added also to this situation, accumulation in the university is 

further increased. In addition, The fact that individuals who attend to special training 

centres upon graduation from the secondary training institutions to get ready for 

Higher Education exams with the hope of being successful at the exam and failure to 

become successful during such exam cause them to get a start in business without 

having any profession. In this development plan, the education sector has been 

shown between the priority topics. Turkey shall be in the first row among the 

European countries with its young population in the age groups 0 – 14 and 15 – 30 

during 21
st
 century and this development shall economically yield significant 

advantages in Turkey. In this context; bringing up manpower who are qualified, open 

to thinking, problem solving, innovative ideas and have high responsibility 

determined as the target. Importance shall be paid to the applied vocational training 

to be provided at the workplaces thus, individual shall be able to learn the practical 

part of the work when operating the loom. It has been foreseen that to enable ideas to 

be converted into implementation, necessary arrangements shall be made and the 

same shall be turned into legislation. Making collaboration between the institutions 

offering vocational training and leading institutions and organizations of the business 

market, reconciliation shall be ensured. Vocational standards shall be determined and 

according to these standards, measuring and evaluations shall be materialized and 

successful candidate shall be granted with a certificate to ensure equivalence. 

(http://www.kalkinma.gov.tr/Lists/Kalknma%20Planlar/Attachments/3/plan7.pdf)  

In the Eighth Development Plan, due to inability of establishing an effective 

guidance system at the secondary training, spread is ongoing from the Higher 

Education. In this context, importance shall be paid to formal and non-formal 

training at the secondary training institutions offering technical and vocational 

http://www.kalkinma.gov.tr/Lists/Kalknma%20Planlar/Attachments/3/plan7.pdf
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training and the difference between general high schools and vocational high schools 

in entering universities shall be removed and the vocational and technical training 

shall be drawn up based on the vocational standards thus, coordination shall be tried 

to be ensured with the realities of the labour market. Making coordination between 

universities, Vocational Higher Education schools and Vocational High Schools and 

Vocational High schools, vocational – applied education shall be focused on for the 

ability of training individuals needed by the labour force market. For enabling 

Vocational education and Technical education to respond the expectations of the 

business life and vocational and collaboration with the industry in technical 

education to be increased, necessary arrangements shall be made in law numbered 

3308 (Akcekoca, 2013). 

In the Ninth Development Plan, it has remained inadequate in fulfilment of qualified 

personnel needed by the labour markets in the vocational and technical education 

labour force. Increases have happened at the unemployment rates of the young 

university graduates. To bring up individual who knows the job, and are skilful, 

establishment of necessary system has been foreseen. Business market; even though 

difficulties have been experienced in finding intermediate elements, it has been 

observed that the rises in the unemployment rates go on with the graduates of 

technical and vocational high schools. As for the causes of this increase, it is 

suggested that it originated from non-preference of vocational education by the 

highly qualified individuals and the educational curriculum at the technical and 

vocational high schools do not happen from the facts of business market. It has been 

talked about failure to fully develop the examination centres where the knowledge 

and skills learned outside the education institutes would be evaluated and measuring 

and evaluation would be carried out in accordance with the occupational standards. 

Nevertheless, it has been cited that the studies related to establishment and spread of 

examination and certification centres adhered to the vocational standards jointly 

continue within collaboration with the state, employee, employer public and private 

institutions and the institution which shall realize this collaboration is the national 

Vocational Qualification Authority. 
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The measures to be taken for the improvement of vocational and technical 

education are as follows: 

Studies oriented towards bringing up individuals with qualifications and promotion 

of vocational and technical information of working individuals to be made, 

The practical education occupying an important place in vocational and technical 

education to be supported, 

Vocational standards – based qualifications shall be determined, developed, 

certification organizations shall be determined and vocational qualification system – 

related studies shall be completed. 

In the Ninth Development Plan; between years 2007-2009, medium-term plan has 

been implemented. Its most essential objective is to develop human resources and 

increase employment. And consequently, we should prepare lifelong learning 

activities and enable the qualified labour force requested by the employers to be 

brought up, development of collaboration between training and the employer. 

The plans and programs to be made in training for enabling the qualified labour force 

requested by the employers, acceleration of the plans and programs to be made is 

being foreseen (Ozsoy, 2008). 

2.5.  Vocational Qualification Authority – Oriented SWOT Analysis 

Strong aspects of Vocational Qualification Authority are National Qualification 

System to be supported by government VQA is connected to the Ministry of Labour 

and Social Security. VAQ has collaboration to be made with Educational and 

Training Organizations. 

VQA prepared National Occupational Standards by signing a protocol with 

ministries, vocational chambers, associations, universities, and sectoral 

establishments and collaboration between them. It has close collaboration with 

worker and employer syndicates. European Union supports VQA financially and 

gives EU projects. 

With the law numbered 6111 dated 01.03.2011, support for insurance premiums up 

to 2016 has been brought in by the State. For example, if a newly employed 

individual is between the ages of 18 and 29, she / he shall be likely to make use of a 
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48 – month insurance premium. If the insured is 29 years old and above and has a 

vocational qualification certificate, she / he shall be likely to make use of a 24 – 

month insurance premium. In addition, a 12 – month insurance incentive is being 

provided to the individuals who have received vocational qualification certificate 

when working at an institution. 

Collaboration with the education and training organizations, the unemployment rates 

of the young population are considerably high in our country. One of the basic 

reasons of unemployment is the market expectations and non-formation of 

knowledge, skill and qualifications of existing labour force. Therefore, it is possible 

to bring up qualified elements by making collaboration with particularly MoNE – 

affiliated schools and regarding educational curriculum. For example; in case where 

a high school – graduate individual cannot attend to her / his higher education, she / 

he has to be equipped with a good knowledge and skill to have a vocational 

qualification certificate, if such individual has learned this information and skill from 

her / his school where she / he has received through formal education, she / he can 

get her / his own knowledge and skill by entering VQA exams. Thus, VQ certificate 

– holder individuals may be primarily preferred by the employers in our country 

where there is a lack of qualified labour.  

Preparation of occupational standards with the relevant sector organizations knowing 

the job, considering market expectations and shortages, preparation of standards 

increases competitiveness power of Turkish industry. 

Collaboration to be carried out with Employer and labour unions allows the 

employer to have information on labour force and market expectations and the 

individuals may be trained in this frame and have them gained by the business 

market. 

Week aspects of Vocational Qualification Authority are shortage in the structure of 

adds, promotion, newly graduate individuals in the application area. It has no 

existence of theoretical and application exams – oriented education offering 

organizations, and lack of experience from the accredited certification organizations. 

Advertising deficiency having been established in our country in 2006, VQA is not 

yet fully recognized in our country. It is required that the authorities of Vocational 

Qualification Authority enlighten the individuals about the vocational qualification 

system and occupational standards by organizing seminars at the universities, MoNE 
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schools and leading institutions and organizations of the market. In addition, giving 

necessary advertisements at various media organizations, the individuals should be 

encouraged. The survey outcomes accomplished by ITU test center coordinator 

Arslan in April 2014 in quality of justify above – explained information. Survey data 

obtained by Arslan have been acquired over the operations employing employees 

between 1-9, 10 – 49 and 50 and above. 

 

Table 2.3 : Recognition Levels of Vocational Standards by Owners of Operations  

 

 

Table 2.4 : Recognition Levels of Vocational Qualification Authority by Owners of 

Operations  

 

 

Table 2.5 : Recognition Levels of Vocational Standards by Employees 
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Table 2.6 : Recognition Vocational Qualifications Authority by Employees 

 

( Aslan,2014) 

Mainly, the theoretical training is being offered and major deficiencies have been 

experienced in the practical education area in the Turkish education system. For 

example, an individual graduated from secondary or higher education has been 

taking mainly theoretical training and the internship opportunity once a week. These 

individuals may be successful in the theoretical exams taken however, to be 

successful in the performance exams is very difficult exam for them due to having 

had less practical training in the institution where they have graduated. Within this 

framework, they may not prefer taking the vocational qualification exams with the 

idea of they would not be successful in the professional competency exams. 

New graduates to take Vocational Qualification Authority examinations do not have 

the direct-entry – brought up persons – oriented or other individuals – oriented 

documentations to study or they do not have education institutions where they could 

receive training of this job. Unique document the individuals may use to study and 

get prepared for the exams is shown to be the Vocational Qualification Authority– 

published national qualifications standards. For example; newly graduated individual 

take mainly theoretical training from the education institution and she / he has 

shortages in practical education areas. As for a direct-entry brought up individual, 

knows the performance part of the work very well yet experiences deficiencies in the 

theoretical areas. It is required that obligation for taking education is to be brought in 

the in the field of application and examination requirement of Vocational 

Qualification Authority– published occupational standards and national 

qualifications.  

The application to be accomplished should be as follows taking education on the 

work health and safety qualification unit cited in all national qualifications must be 

made compulsory for all candidates and as for the newly graduated individuals, the 
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practical education must be made mandatory and theoretical education should be left 

to preference by the candidate. As for the direct – entry persons, theoretical 

education must be made compulsory and practical education should be left to 

preference by the candidate. Because, newly graduated individual has been mainly 

learning theoretical part of the work from the MoNE schools, as for the direct – entry 

brought up individual, she / he has learned the performance part of the work at the 

loom. 

In conclusion, it is quite difficult for the candidates who fail to find the 

documentation to study or institution where she / he can take education to be 

successful during occupational qualification exams. These achievement ratios may 

create uneasiness with the candidates who would enter other VQA exams and lead to 

their staying away from VQA exams. 

Vocational Qualification Authority has a lot of opportunities. For example, Turkey is 

in the first row in terms of young population in Europe, and VQA is supported by 

Turkish government. It exists of need for qualified labour force by operations to be 

able to be competitive in the sector. In addition, people brought up within the master-

apprentice relationship find opportunity to get themselves certificated. VQA 

certificate enables individuals to open their own workplaces, and individuals with 

VQA certificate are able to give course as a master educator at the technical and 

vocational high schools where there is a staff vacancy. 

Individuals who have got trained and learned the job at the loom within master-

apprentice relationship can obtain the chance of having what they have known and 

learned by themselves certificated. In expression of people brought up as direct – 

entry may find the opportunity of getting the knowledge and skills they have learned 

certificated by entering VQA exams. 

According to secondary schools regulation published by MoNE in the Official 

Gazette numbered 28758 and dated 7 September 2013,authorization to be able open 

own workplace for the persons who are holders of vocational qualification certificate 

has been brought in. 

VQA certificate holding persons are allowed to open their own workplace according 

to secondary training institutions regulation published by MoNE in the Official 

Gazette numbered 28758 and dated 7 September 2013, the individuals holding fourth 
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– level and above VQA certificate are granted the facility of functioning at the 

MoNE schools which are in need of teacher under the title of a master educator. 

Thus, it has made possible for VQA certificate holding persons to be able to be 

employed in the area of training.  

In respect to young population, Turkey occupies the first row in Europe. 

Continuation of this ratio is expected to be maintained until 2025. Furthermore, in 

terms of young unemployment, Turkey is contained in the first row in Europe. 

Despite existence of this much young workforce, the fundamental cause of such 

young unemployment state is the lack of qualified labour force and the employer 

who do not demand labour force of this nature. In case where the young labour force 

in our country is educated in line with the market expectations and certificated 

accordingly, it can be turned into the biggest power of the country and domestic 

market competition power can be promoted. 

Table 2.7 : 2000 – 2013   Education – Based Young Population Unemployment Rate 

 

Reference: Tuik, http://www.tuik.gov.tr/HbGetirHTML.do?id=21577 

 

Besides the opportunities of VQA, it has some threats which can be summarized as 

labour and employer apathy, higher material cost for performance examinations, 

presence of a difference between the knowledge, skill and experiences of labour and 

the expectations of employer, and lack of support to vocational test centres by 

government. 

http://www.tuik.gov.tr/HbGetirHTML.do?id=21577
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2.6. Essential Views on Inset of Recent History 

In a very broad sense of the term, teacher development could be seen as any activity 

that teachers collaborate in for learning (De Sonneville, 2007), but this definition 

covers a very broad spectrum and a more concrete definition is necessary. Taylor 

(1997) defined teacher development as ―a process of reflecting on experience, 

exploring the options for change, deciding what can be achieved through personal 

effort and setting appropriate goals‖  Farrell & Richards (2005) define teacher 

development as general growth that ―serves a longer-term goal and seeks to facilitate 

growth of teacher‘s understanding of teaching and of themselves as teachers‖  From 

these three definitions, we can understand that collaboration, reflection, change, 

personal effort and long-term goals are all important aspects in facilitating teacher 

development. 

The focus now of many Teacher Education programs is social practice (Freeman, 

2009)  It has refocused equally on the participants‘ evolution in their professional 

identities and on the ways they learn and how things are done in the classroom 

(Freeman, 2009). Social constructivism guides teacher education in a way that helps 

teachers understand their own knowledge and understanding, how that knowledge 

has developed and the effect of their understanding on their actions (Richardson, 

2005). As such, Doolittle, (1999) summarizes eight factors that are essential in a 

socially constructed learning situation. 

1. Learning should take place in authentic and real-world environments. 

2. Learning should involve social negotiation and mediation. 

3. Content and skills should be made relevant to the learner. 

4. Content and skills should  e understood within the framework of the learner‘s 

     prior knowledge. 

5. Students should be assessed formatively, serving to inform future learning 

experiences 

6. Students should be encouraged to become self-regulatory, self-mediated, and self-

aware. 

7. Teachers serve primarily as guides and facilitators of learning, not instructors. 
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8. Teachers should provide for and encourage multiple perspectives and 

representations of content. 

Strategies for teacher development include many things, some of which are reflecting 

on teaching practice, documenting different kinds of teaching practices, examining 

beliefs, values and principles, conversations with peers on core issues, and 

collaborating with peers on classroom projects (Farrell & Richards, 2005). (Mann, 

2005 p.106) also gives a wide-ranging list of teacher development possibilities that 

includes ―language development, counselling skills, assertiveness training, 

confidence  uilding, computing, meditation and cultural  roadening‖  Of course, 

many things can be learned from these kinds of strategies, but it is also necessary for 

professional development to go beyond observation and reflection. Initiation by the 

teacher is necessary in teacher development, since exploration into subject-matter 

knowledge, pedagogical expertise and understanding of curriculum and materials are 

also necessary in teacher development (Mann, 2005)  ―Self-direction is as important 

in teacher development as it is in language learning‖ (Mann, 2005 p.107). When 

teacher development is self-driven, long-term learning and change can be seen 

(Mann, 2005; Burns, 1999; Borg, 2009). 

As previously stated, ongoing teacher development is vital to the success of long-

term language programs. Being an effective teacher is a combination of professional 

knowledge and specialized skills, along with personal experiences and qualities. 

―Many English language teaching experts  elieve that ongoing professional 

development is essential, especially in today‘s world of constantly changing 

technology‖ (Murray, 2010 p.7)  However, technology aside, teachers‘ needs and 

research in the field of language teaching, linguistics, educational psychology and 

language learning are constantly changing. Teacher empowerment is an important 

step in this process of teacher development. Murray (2010 p.9) points out, ―one of 

the main reasons to pursue professional development is to be empowered – to have 

the opportunity and the confidence to act upon your ideas as well as to influence the 

way you perform in your profession‖  Teacher empowerment can be defined as the 

process though which teachers become skilled in engaging in, sharing control of and 

influencing events that change their lives (Murray, 2010)  When students‘ learning 

begins to change after teacher development, significant changes begin to happen in 

teachers‘ attitudes and  eliefs (Mann, 2005)  This kind of empowerment can lead to 
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the manifestation of leadership skills, and also leads to improvement in students‘ 

performance and attitude (Murray, 2010). 

2.6.1. The Characterization of INSET as a Concept 

In a shifting social order, the role over and above the competencies of a teacher is 

relentlessly changing, as well. This is an indicator that four-year training of schools 

of education may not prepare a teacher for a life-time career seeing that on the 

minute they walk into the stage, things start to change. That is to say, a teacher may 

face different levels of challenges from the moment they start teaching. New types of 

expertise may be required of teachers in order for them to keep abreast of the 

emerging knowledge base and be prepared to use it to refine their conceptual and 

craft skills continually (Guskey & Huberman: 1997, as cited in Kim, 2008). 

Furthermore, following a certain period of experience, even supposing they feel 

contented on teaching after a long stay, they may possibly have to face new 

challenges as being far from the recently developed ideas on their teaching areas and 

teachers need numerous opportunities and means to learn new approaches in order to 

stay professionally current‖ (Kim, 2008)  

In this aspect, teachers may well need to transfer of new skills or knowledge supplied 

by accessible in-service activities. INSET shows up as a way of bridging the gap 

between teachers and their professional training needs. Stated as such, it has a 

modest practical meaning. Thus, definitions of training and INSET are required at 

the outset. According to Laird (1985), training is an experience, a discipline, or a 

regimen which causes people to acquire new, predetermined behaviours. That is, 

training requires some changes in the behaviour of the teacher in terms of teaching 

skills as an outcome of the process. This is also the case for INSET seeing that 

simply and far-reaching aim of it is that, they need to engage an alteration in teacher 

and student performance in the classroom (Kennedy, 1996 as cited in Evans 2000) 

Harris (1989) uses the term INSET as any planned activity of learning opportunities 

afforded staff member of schools, colleges, or other educational agencies for 

purposes of improving the performance of the individual in the assigned position. 

Kasula (2003) continues narrowing it down for the case of teachers by specifying it 

as INSET can be tailored to respond to specific problems after a careful needs 

analysis of the participants‗ teaching situations including their needs and 
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expectations (using ethnographic techniques such as interviews, questionnaires, 

participants observation et cetera). For the most part, it refers to the In-service 

Education and Trainings after the formal, undergraduate, pre-teacher preparation has 

been completed with the aims of adaptation, practically solving problems and 

covering various needs of teachers. Thus, no matter what the definition is, it is 

comprehensible that all forms of teacher development, whether effective or not, have 

at their core the no le intention of improving student learning‖ (Diaz-Maggioli, 

2004), and it is identified that the improvement of student learning as the ultimate 

aim and rationale for continuing professional development (Bolam, 2000 as cited in 

Onderi and Croll, 2008). 

2.6.2 Two Dimensions: INSET or Professional Development 

There have been various terms used for the process of training teachers including but 

not limited to teacher training, INSET, teacher development or professional 

development. These terms may possibly include teacher improvement, teacher 

empowerment, in-service education and professional growth activities. 

Even though they can be used interchangeably, while professional development can 

refer to ―the opportunities offered to educators to develop new knowledge, skills, 

approaches, and dispositions to improve their effectiveness in their classrooms and 

organizations (Colburn, 2003); to  e more precise, ―in-service training is education 

for employees to help them develop their professional skills in a specific discipline or 

occupation  This training takes place after an individual  egins work responsi ilities‖ 

(Loucks-Horsley et. al. 2003). 

Then again, Day (1999) defines INSET as an intensive learning over a limited period 

and it may be planned with a designated leader(s) whose role is not to smooth the 

progress of but also vigorously inspire learning. With reference to teacher 

development as professional development, ―the impact of INSET is teacher 

development, a strategy whose goal is to foster independent teachers who know what 

they are doing and why (Freeman 1990, as cited in Kasula 2003), which presents 

INSET as a strategy of teacher development. 

Professional development is much more than training, though technology training 

may be one part of TPD. Professional development—including the ongoing 

workshops, follow-up, study, reflections, observations and assessment that comprise 
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TPD—accommodates teachers as learners, recognizes the long-term nature of 

learning, and utilizes methods that are likely to lead teachers to improve their 

practice as professionals. Professional development takes many forms: when teachers 

plan activities together; when a master observes a young teacher and provides 

feedback; and when a team of teachers observes a video lesson and reflects on and 

discusses the lesson (Gaible and Burns, 2005). 

Albeit there are various explanations of INSET; for the context of education, these 

definitions orbit around certain key words and phrases akin to activity, putting into 

practice, adaptation to a new environment, change in teacher behaviour, change in 

student behaviour, change in in-class performance and success, overcoming 

challenges, the sensation of renewing oneself, building esteem for career and 

realization of personality. 

However, when the concept of INSET and professional development are compared, 

INSET is seen to be the education of professionals (primary English teachers within 

the compass of this study) over a limited period of time as a planned action; whereas 

professional development requires a life-long, incessant and wide-range process. 

With this aspect, INSET falls under the heading of professional development as a 

subcategory. Thus, it can be argued that INSET is a limited action of training in 

specific times of education throughout profession, while professional development 

continues a life time and as it is more than training, it cannot be limited to specific 

periods of time. 

2.6.3. In-Service Education and Training in Turkey 

As a developing country, during the past couple of decades, Turkey has been making 

significant efforts to establish an education system that is capable of providing 

students with a broad range of knowledge and skills. In the last two decades, the 

Ministry of National Education (MoNE) has been in the front line in ensuring that 

the quality of education in the schools is up to the European Union standards. The 

efforts to increase the quality of teaching occur in all dimensions of education INSET 

included. Although there are limited researches carried out regarding the effective of 

INSET in Turkey, various shortcomings have evidently surfaced via teacher's 

complaints and the reflection in performance (Aydin & Baskan, 2005) 
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Studies have pointed out that despite the efforts towards the in-service training, 

models offered to the teachers are very centralized. Furthermore, the INSET 

programs are institutionalized in patterns of organizations, resource allocation, and 

management. Other factors that affect the teacher professional development include a 

change in process and incentives to motivate the teachers. Also, most teachers 

describe the program as unengaging and irrelevant, and they tend to forget the largest 

portion of the teachings. 

INSET takes different forms in its process of achieving its various objectives to bring 

the required change in the in the education system. Professional developments fall 

under three titles: namely, professional education, support, and training. Professional 

education is meant to widen and deepen teacher's theoretical perspective using 

advanced studies (Eacea. ec. europa. eu, 2015). Professional support aims at 

advancing the job experience and performance. Professional training, on the other 

hand, refers to the development of skills and knowledge directly applicable to a 

teacher's day to day experience (Cavkaytar, 2006). 

The classifications as mentioned earlier seem only to focus on teachers‘ 

development. However, the ultimate aim of the INSET program is to help teachers 

improve personal and professional skill for better delivery of knowledge to all 

students.  Undoubtedly, INSET offers a broad range of opportunities to teachers for 

their continuous development (Buyruk, 2015). However, the question regularly asked 

is whether these developments reflect in the teaching and learning in the classrooms. 

And how it impacts the student. Contemporary researchers have indicated that there 

is relatively little systematic evidence on the extent to which INSET bring about the 

required difference in the classrooms (Ozer, 2004) 

A survey conducted in 2011 provided useful insight into the strengths and 

weaknesses of the INSET in Turkey which includes as explained below. 

The standard of competence that teachers acquire in the INSET program have proven 

insufficient to handle challenges that emerge as they carry out their teaching job. 

Low standards of education directly affect the in-service education and training 

requirements of the teachers as they engage in the INSET program. The study 

considered fields such as tutoring, didactics, psychology, assessment on learning 

acquired, and the methods of teaching. To solve the problem of posed by non-

continuous learning, cooperation between the elementary education and the INSET 
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program. Clear policies pointing out development guidelines need to be implemented 

in the education system if apprenticeship, primary education, and continuous in-

service training (Shahmohammadi, 2013). The INSET also needs to invest in 

research and developments to gain necessary insight required in the process of 

making reform decisions regarding the improvement of the INSET program. The 

government need to emphasize on improving the level of competence that teachers 

acquire, informed by the agreed competence policies, on the levels of both the 

beginner and experienced teachers.    

The funds allocated to the INSET system has proved to be insufficient over time, 

which is a major weakness in the INSET system. The financial resources assigned to 

the various schools are decreasing, with the current economic crisis persistently 

playing its part too. The money invested is not enough to invite experts who can 

provide quality education and training to the teachers especially experts from outside 

the country. To curb this problem financing should be provided for INSET (Barbieri, 

2012).  The government should also include a personal account of the INSET 

program that will enable teachers to have flexibility in deciding the kind of training 

they prefer. The reform in the INSET programs should include setting aside funds to 

sustain the process towards achieving the development to attain EU standards.   

The objectives of the INSET and the program followed by the teachers are 

inconsistent in Turkey. Without setting long-term targets and strategies for INSET 

system, there is a lack of coherence in the activities of its program. It is, therefore, 

important that INSET adopts a model change, in all the levels of the traditional ways 

and forms that still exist the in-service education and training of teachers. There is a 

need to establish a clear strategy that will be part of implementing lifelong learning 

to the INSET system (Uysal, 2012).  The policy needs to have distinct vision and 

objectives to ensure consistency within the in-service education and training. 

There is a lack of a quality assurance system in Turkey's INSET program. Currently, 

the INSET program is not well developed monitor the process of quality assurance in 

the provision. Therefore, no evaluation is done regarding the effect of the program. 

There is a need for a quality assurance review in all phases of the INSET program to 

analyse the feedback on quality added (Aydin & Baskan, 2005). The system should 

also ensure that the curricula are relevant and assist in the future planning of the 

INSET events. The government of Turkey should fully support the development of a 
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system that evaluate the effectiveness of INSET program on the final outcomes as 

reflected  y the student‘s performance  

Studies have pointed out that there is a significant imbalance in the ratio of experts in 

the INSET system to teachers who enrol in the training program. There is a need to 

correct the deficiency in the workload  y minimizing the occurrence of teachers‘ 

training events held for large groups.  The in-system education and training should 

explore other options such as e-learning programs, newsletters, video-conferencing, 

and other online-based teaching platforms (Cavkaytar, 2006) 

There is a mentoring system in Turkey, but it is very formal. Teachers need a 

mentoring program that is engaging and interactive so that they can express their 

feelings. Contemporary studies have pointed out that effective mentoring leads to 

increased quality in the induction process that is passed on to the manner of teaching 

in the schools. The mentoring program in the INSET system needs revision and 

further development to provide the required training to new teachers and school 

directors. It is, therefore, important that the mentorship is tailor-made to meet 

specific needs in the INSET program (Shahmohammadi, 2013). Teachers need a 

mentoring system that is not very formal; they need to feel like a part of the solution 

and not as part of the problem.  

The INSET plan and the school plan tend to clash; the school plan is per the 

academic calendar while the INSET plan concurs with the yearly calendar. There is 

no system to analyse the training needs at the school level that results in the clash. 

Due to this reason not all objectives of the INSET are realized in most schools 

(Barbieri, 2012). Coordination is therefore needed to assess the needs of the schools 

and the need for the INSET system. MoNE should regularly assess training 

requirements or the schools, on the other hand, should provide MoNE with their 

training needs to ensure that both systems are in harmony. MoNE should, therefore, 

implement strategies that adequately address teacher's needs, whether individual or 

generated within the INSET system.   

MoNE and the Higher Education Commission of Turkey (HEC) manage INSET's 

primary system. The system aims at helping both the organizers and teachers in the 

course of the teachers training programs. The system needs reforms that to include 

various analytical tools, and online surveys to determine the training shortcomings. 

Full insight into the shortcomings will enable the stakeholders to address optimally 



 
 

  82 

 

the requirements of the different groups participating. The system also needs to be 

further developed to provide support tools like analysis and reporting. A good 

information system will enable INSET to have data for comparative analysis that is a 

significant step towards quality assurance in the education sector. 

Information about the training programs and events, currently entered manually in 

the INSET catalogue, can be entered by digital means, using keywords as indices 

with drop-down options comprising fixed choices. The support tools will enhance 

efficiency and accountability that allow preparation of statistical analysis, using 

information captured in the system. Application to the training programs also needs 

to be integrated into the system, where one can register to the program without 

having to download and fill out various requirements forms. The conventional tools 

used in the analysis of periodical reports can also be installed to generate evaluation 

reports automatically. However, to make all these happen it is important to ensure a 

constant supply of the necessary funds and for the continuous updating of the system. 

There is very minimal research conducted on the performance of the INSET, which 

restricts the capacity of the system to perform better due to lack of monitoring by 

survey organizations. There is a need for the INSET to establish cooperation with 

universities and colleges, particularly, areas that conduct teacher education and 

training, research agencies and other teachers‘ organizations  Through partnerships, 

it is possible to establish a platform that will enable joint projects that will steer the 

change needed in the INSET program. 

Currently, teachers have not yet accepted plenary sessions conducted as part of the 

INSET program in Turkey. According to contemporary studies, there is a need for a 

change in the existing plenary model to motivate teachers to attend these sessions. 

The stakeholders should amend the curricula of these conference sessions to be more 

engaging to attract more teachers. Currently, the preferred methods of training are 

mostly programs that focus on workshops, fieldwork, and pedagogical with the 

conference sessions being least preferred. 

The preference of the training programs varies with different teachers. It is, therefore, 

important that the INSET program be reviewed to meet the varying needs of 

teachers. The program should, therefore, be tailor-made to be more interactive and 

engaging. By use of this approach, the INSET will be able to address more precise 

needs by considering particular subjects and issues regarding the program. 
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Currently, only 12% of the training is conducted by use of e-learning approach, but 

its importance in the education system in gaining popularity in Turkey. There is a 

need to embrace this approach more in the INSET program as it is cheaper compared 

to other forms and extending to remote areas is easy. E-learning will allow for high-

quality provision, an individual approach, and flexibility in the in-service education 

and training system. E-learning will enable teachers to choose the pace and education 

level that they are comfortable with in handling. 

It is evident that there are some shortcomings in the in-service education and training 

system in Turkey. The government of Turkey is putting much effort towards 

reforming the education sector INSET included. The government, however, the 

ministry of national education should, however, shift efforts towards addressing the 

real issues. There is urgent need to change the INSET system to fit the teachers and 

not the other way round. Teachers, therefore, need to be more involved in 

determining what program will so that every teacher will develop professionally and 

realize their full potential.  

2.6.4. In-Service Education and Training in the European Union 

The last ten years have witnessed significant challenges, reforms, and developments 

in all aspects of life in the European Union. Education, inevitably, has been 

reconstructed and reshaped in line with international standards. Teachers training is 

always in the middle of these reforms. The structure, the training periods and the 

institutions are the central concern of these of these reforms. Although most of these 

reforms have been in the In-Service Education and Training (INSET), there still 

exists some shortcomings in the INSET system.  This paper aims at analysing the 

needs of the INSET in both Turkey and the European Union, their similarities and 

differences and recommendations. 

Since there are many member states of the EU with slightly differing in-service this 

analysis will use Italy as an EU representative. In-service training for teachers has 

come a long way facing major reforms mainly in the latest decades. In Italy, the 

tradition of in-service teacher training was established during the Conferenze 

Pedagogiche in the end of the 19th century. The Conferenze pedagogiche refers to 

initiatives was established to develop teachers professionally, mainly in preliminary 

schools (Teachers Training Italy, 2013). Due to the slow pace of the development of 
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early teacher‘s training, INSET acquired a significant importance and had  een 

growing for the past 50 years in Italy. 

Although Italy has changed its INSET program through several reform processes 

since the 19th century, it still has some shortcomings in the education sector.  In 

Italy, INSET has been criticized over time due to various reasons including short-

term nature, poor planning, minimal influence and lack of evidence on impact. 

INSET has also faced criticism of missing relations with teachers' cognitive process. 

Other shortcomings include poor management with many unresolved challenges and 

uneven distribution of funds (Cedefop, 2015). 

In response to the shortcomings named above Italy has invested a lot in the education 

sector specifically in teachers training. An example is the e-learning area in the 

INSET program. Italy implemented an e-learning project costing 500 Million Euro in 

the period 1997 that introduced technologies in the education system, teacher 

training included. There is a training process for teachers that is conducted via a 

virtual campus and is established nationwide (Bozkurt, Kavak, Yamak, Bilici, Darici 

& Ozkaya, 2012) 

In collaboration with the national television broadcasting company, education and 

training courses are carried out via satellite television. Centers, where in-service 

education and training happens have digital equipment to facilitate e-learning. There 

is also pilot a platform for videos available on demand that acts as a hub where 

teachers can choose a lesson (mainly ten-minute sessions) among a large variety and 

get it via satellite. Most of these training centers have a particular integral element, at 

least an online library to facilitate e-learning (Piwowar, Thiel & Ophardt, 2013) 

Another example of such developments is the professional workshop. Italy lays 

significant emphasis on setting up of locally-based professional opportunities. 

Instead of creating a planned network of centers, Italy has established a series of 

training and learning opportunities within based locally. In collaboration with the 

local governments, art galleries, museums, and various public libraries, INSET 

continues to offer teachers a broad range of initiatives (Archives, 2015). Educational 

authorities also play a significant role in promoting this policy by setting up local 

units. 
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Amid all the reforms and developments, Italy still falls short of the required 

standards to be termed as successful in its provision of services in some areas of its 

INSET program. Several shortcomings in Turkey are begging to be dealt with in 

Italy's in-service education and training system as discussed below. 

Traditionally, Italy geared public investments towards promoting the providers of in-

service education and training. Currently, there is a policy aims at promoting 

teachers professional growth rather than the existence of the INSET program. In Italy 

the primary focus is supporting schools so that individual schools decides on training 

services required to deal with their structural changes. Although this is a sound 

system, the rate of adherence to this policy is subtle and, therefore, need to be 

addressed.  Also, the schools needs to implement a more integrated to reduce the cost 

of training. Moreover, there is a need to apply new approaches through ICT and 

hybrid system of financing to facilitate the current administrative regulations in the 

INSET. 

The high number of courses established in Italy's INSET are not useful in developing 

teachers' career professionally as most of them are theoretical in nature. It is, 

therefore, necessary for Italy to shift from theoretical courses to professional 

learning. Turkey needs to change the perspective of the in-service training from 

being a tool for implementing innovation to a system that addresses teachers‘ needs 

to enhance professional development. The INSET should work at giving 

international standards status to teachers' professional development (Piwowar, Thiel 

& Ophardt, 2013) 

Italy implemented policies that aimed at moving from the hierarchical delivery 

system of the INSET towards adaptive learning framework. Rather than wholly 

abolishing the old structure Italy has only modified the delivery system. Italy needs 

to shift fully from the current system INSET to a fully accredited system with 

international standards. Fully accredited system will improve the quality of training 

offered and ensure the reliability of teachers training programs. The INSET need to 

adopt new ways of matching teachers with quality promising programs in the in-

service education and training curricula.  

The in-service education and training program lacks adequate research not only in 

Italy but almost every country. Research is a primary component of development and 

the initial step towards quality assurance as it points out areas that require 



 
 

  86 

 

addressing. Italy has been investing in research through universities and private 

organizations but still there is less to show in these research success as the 

researchers do not involve themselves proactively. To rectify this problem, the 

government of Italy should invest in projects such as pilot schemes for research 

grants to promote a culture of research. Another approach that can be used to address 

this problem is encouraging cooperative research projects in universities and research 

centers (Cedefop, 2015) 

Although the INSET system in Italy invests more on teachers, individual teachers 

have been neglected. There has been a long carried out tradition of collegiality in the 

Italy‘s in-service training and education system. Italy's INSET need to start 

supporting individual through special programs to enhance an innovation culture in 

the system. It is important for the INSET is restructured to accommodate the 

professional autonomy of teachers. The initiative should commence by asking 

schools to support individual teacher professional development by offering grants 

aimed at individual teachers research.  

The in-service education and training program in Italy almost seems to be uniform 

for all teachers which should not be the case. For teacher's professional development, 

there is a need for a holistic approach. A holistic approach will lead to diversification 

of the opportunities and personal, professional growth of the teachers. It is, therefore, 

important that the courses offered to be of more quality and focused on specific 

initiatives  In this way, the courses will consider teacher‘s needs, professional cycles, 

life cycles, and career length, to enhance a constructive approach that is vital to 

teacher's career growth (In-service-training. eu, 2015) 

The INSET shortcomings mentioned above for the EU countries need to be 

addressed to provide a continuously interrupted training and education to the 

teachers. To be able to provide lifelong learning, all involved stakeholders have to 

play their part. The government has to disburse the required funds to enhance the 

seamless flow of the operations of the INSET. The teacher on their part has to face 

the program with the required enthusiasm determined to better themselves 

professionally (Tandfonline.com, 2015). Involved governing bodies in the education 

sector on their side are obliged to ensure that the program offered by the INSET 

system is professionally benefitting and operates in line with the school calendars. 
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The needs of in-service in both the European Union and Turkey seem to be almost 

the same apart from the fact that European Union countries have addressed most of 

their needs at a larger proportion than Turkey. It is evident that both Turkey and the 

European Union have the same objectives, and they are putting in efforts to 

restructure the systems though they have not adequately addressed these needs. The 

needs of INSET for both the EU and Turkey can be generalized under four themes 

namely; Lifelong learning, modes of learning, ownership and effect, and research. 

2.6.5. Differences between Turkey and the European Union 

There exists a difference between these two cases related to ownership of the INSET 

or sharing the responsibility of teachers' INSET. Although, in both instances, 

government (or ministry) seems to be very much in the power of INSET provision, in 

the EU, certainly school-initiated INSET programs take a lot of space in the whole 

INSET provision (Tandfonline.com, 2015).  

The other significant difference is the aspect of correlation between teachers' 

professional development activities taught in the INSET program and the careers and 

economic levels of the teachers with Turkey having the least correlation.  

Constituting conditions to professionalize teaching job in EU countries necessitate 

continuing effort for professional development, depends on a performance based 

career system, which starts with the pre-service training of teachers within the scope 

of profession progression criteria. 

In the EU, e-learning has been well established in the in-service training and 

education and is widely implemented as compared to Turkey's INSET with only an 

approximate rate of 10% utilization of e-learning its in-service education and training 

program. Though Turkey is putting measures in place to embrace e-learning in its 

INSET system, it still has a long way to go to achieve the levels of EU countries. 

There is also a difference between these two systems regarding evidence on 

increased level of competence in teachers as a result of the training. The competency 

of teachers in Turkey compared to their counterparts in the EU seems to be a bit 

lower, this may  e  ecause INSET in Turkey focuses on teacher‘s knowledge  

However, teachers training in the EU is more holistic and committed to the 

continuous learning policy (Cedefop, 2015). The EU program treats teachers not just 

as workers who provide services to students but as individual with dynamic 
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relationships. Teachers in the EU, therefore, seems to improve their competence 

level more than their counterparts in Turkey after going through the program. 

The importance of a teachers‘ role in INSET, as well as the utilization of the value of 

school-based curriculum and school-centered INSET, has gained sufficient 

recognition in the EU. The awareness has reinforced the need to put teacher 

development more explicitly into the context of the school-based INSET. EU also 

has ela orated its framework for INSET, which recognizes teachers‘ continuing 

needs as learners in a changing society (Oecd.org, 2015). In Turkey, however, 

school-initiated INSET activities are yet to  e implemented through teachers‘ 

participation. The whole INSET system is centrally officiated and due to the limited 

resources in schools, it seems that there is still a long way to go in promoting an 

efficient INSET model; where every teacher can develop professionally and realize 

their full potential. Also, participate with confidence in a collaborative management 

structure. Lastly, where every teacher can share collective responsibility for the 

development of the school. 

The EU INSET system has been restructured to change the role of school 

administration from a training channel to a planning and monitoring body. As a 

result, school administrations are the steering force that is turning things around in 

the EU. In-service training accreditation and outsourcing are becoming popular 

practices with gradually reinforced monitoring (Eacea.ec.europa.Eu, 2015) Turkey, 

on the other hand, the practice of outsourcing teachers‘ trainers has proved to be 

quite a challenge due to limited funds allocated to the INSET program. 

Another notable difference lies in the planning and decision making between the two 

systems. INSET in Turkey is centralized while in most countries in the EU use a 

decentralized INSET system  For example in the UK, teachers‘ networks mandated 

to work on developing curriculum in various areas of the UK‘s INSET have  een 

established, in cooperation with school administration. The networks are a form of 

lean management that provide development platforms and technologies like 

enhancing technology implementation and exchange of ideas. 

Lastly, there is an evident difference in the financing system in these two programs. 

The EU countries most of them being developed countries can fund the INSET 

program in their respective countries quite comfortably. Turkey, on the other hand, 

being a developing country does not disburse enough funds to steer INSET to the 
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levels that it ought to attain. Insufficiency of funds is evident in the ICT and research 

programs. EU countries have invested heavily in technology through e-learning and 

research through grants and combined efforts with universities and research 

institutes. Turkey on its side seems to be trailing behind in these two aspects. 

2.6.6. Action Research 

Action research concept has been defined by various authors. It is also possible to see 

this type of research in literature as a ―researcher‖  The reason  ehind this is that the 

instructor assumes the role of researcher during this research.  

Action Research has a long history; it emerged as a means for social scientists in 

Europe and America to solve some pro lems during war (Köklü, 2001)  Being one of 

the founders of modern social sciences, Kurt Lewin is considered as the creator of 

action research. Lewin mentioned these (action) research strategies in one of his 

articles in 1946. Later, research was developed by social scientists such as Stephen 

Corey (Mayring, 2000). 

Action research is performed by people that are personally involved in the research 

such as principal, instructor, educational specialist in a school or engineer, manager, 

planner, human resources expert in other type of institutions. It is a research 

approach that is performed directly by the practitioner or together with a researcher, 

and includes revealing the problems related to practice process or data collection and 

analysis to understand and solve a pro lem that has already  een revealed (Yıldırım 

and Şim ek, 2005)  

Action  research is a self-reflecting research way of participants in a social situation 

that is performed to a- discover their social and educational practices, b- understand 

these practices and c- improve the rationality and accuracy of situations in which 

these practices are performed (Köklü, 1993).  

Education dictionary defines action research as 1- systematic research that is used by 

instructors to collect data on their own teaching methods, how the students learn 

better, and how measurements are performed, 2- research that aim to develop school 

and class based educational practices, and are generally developed by instructors 

(Demirel, 2005).  
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Action research is the process in which participants (instructors and education 

principles) carefully review their own education practices systematically by using 

research techniques. Watts based the action research on the following assumptions 

(Ferrance, 2000): 

Instructors and education principals; 

 They work on problems that they have defined to themselves, 

 They become more successful when they are encouraged to review and evaluate 

their own studies, and take different study methods into consideration, 

 They help each other by cooperation, 

 Working with their peers help their career development. 

Lewin (1947) has defined the action research as a three-stage spiral process. These 

stages are a- Planning that involves research of points to be explored, b- Taking 

action, and c- Obtaining findings about results of the action (in Aydın, 2005)   

2.6.6.1. Purpose of Action Research 

Action research can be conducted for many reasons. This is a type of research that 

might be used to find solutions in almost every field; it is a process built upon 

practitioners' review on their own practices to solve any kind of problem. In general, 

action research is a cooperative activity aimed at solving problems. Action research 

is based on through critics made by participants on the subject of study as well as 

their practical experiences, and aims to develop a theory that will guide the 

researches and action (Köklü, 2001)   

Action research has three main goals (Mayring, 2000): 

1. Direct approach to concrete social problems,  

2. Turning results into practice during the research process, 

3. Equality between researcher and the affected parties. 

Action research is used for school based program development, career development, 

system planning, school restructuring, and as an evaluation tool (Ferrance, 2000). 

In action research, research group provides support to share problems, questions and 

results. Participants make recommendations to each other and share their comments. 
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Action research is based on through critics made by participants on the subject of 

study as well as their practical experiences, and aims to develop a theory that will 

guide the research and action. Action research can also be used as an evaluation tool 

regardless of individual or institutional purposes.  

Types of Action Research; 

It is possible to find several types of action research in resources. Action research can 

be conducted on class basis individually, group basis including a few classes, and 

team basis if the research is school-wide or regional (Ferrance, 2000).  

Gathering different approaches, he categorized action research in three groups as 

―technical/scientific/colla orative action research‖, ―practical/mutual collaborative/ 

deli erative action research‖ and ―emancipating/enhancing/critical action research‖  

These are descri ed  riefly  elow (Yıldırım and Şim ek, 2005)  

Technical/scientific/collaborative action research. In this approach the aim is to 

test or evaluate a particular practice based on a pre-specified theoretical framework. 

Approach seeks to describe the practice process. Practitioner might apply a new 

approach under the guidance of a researcher that has full knowledge of the 

theoretical framework, and this process can be analyzed by the researcher and an 

evaluation can be made on the practice. There is a close interaction between the 

practitioner and researcher during the practice process. Problems encountered during 

practice are notified to the researcher, and researcher provides the ways of solution 

as part of his/her expertise. Practitioner keeps the practice in line with the 

recommendations.  

Practical/mutual collaborative/deliberative action research. Researcher and 

practitioner work together to determine possible areas of problem in practice, 

potential causes of these problems, and possible ways of intervention. Approach is 

also known as ―practical action research‖ since it aims to develop the practice. This 

approach is more flexi le as compared to the ―Technical/scientific/colla orative‖ 

approach. Interaction between the researcher and practitioner might change the 

course of research. However, this change in course might lead to difficulties in 

systematic data collection.  

Emancipating/enhancing/critical action research. This approach aims to assist 

practitioners in gaining new knowledge, skills and experiences as well as a critical 
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perspective against their own practices. Thus, the practitioners will see their own 

practices as a problem solving process, and question their role within this process 

constantly. They will also develop an understanding to see their practices through a 

critical perspective, and bring rational explanations for problems that are confronted 

frequently in practice.  

2.6.6.2. Characteristics of Action Research 

Carson, Smits and Ripley (1989 cited in Aydın, 2005) listed the general 

characteristics of action research as follows: 

Action Research; 

1. Is based on cooperation, 

2. Allows the employees to make self-criticism,  

3. Is a systematic learning process, 

4. Requires the employees to review their thoughts about work, 

5. Requires to be open-minded, 

6. Requires keeping a personal journal about work experiences, 

7. Is a process aimed at policy development, 

8. Is a critical analysis of work place, 

9. Emphasizes characteristics, 

10.  Is cooperative work of small groups, 

11.  Is realization of work practices. 

In action research, instructors can work alone as well as with other instructors, 

students and researchers at university. In such researches, various techniques and 

approaches are used such as experimental designs, systematic observations, 

descriptive research and case studies. In action researches, qualitative research 

methods based on exploration and interpretation are used rather than testing 

hypothesis, correlative studies and statistical analyses ( Köklü, 2001)   

Thorough interviews, participative observations, case studies and narrative 

descriptions are preferred in action researches. Documents consist of thorough and 

detailed descriptions of problems made by participants, field notes, photos, films, and 
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tape recordings. Validity is realized when multiple perspectives are provided in 

action researches (Köklü, 2001)  

Action researches have a specifically important role in correcting educational 

practices. Educational action research is performed to understand, evaluate and then 

change and improve the educational practices (Köklü, 2001)  

Stages of Action Research; 

Action research is a type of research that is used for school improvement and 

initiated especially by the instructors at school that have an administrative role. He  

divided the action research in eight stages  ased on three key questions (Köklü, 

2001). These three questions, stages and brief descriptions can be found below. 

1. What is happening in our educational situation now? (From Stage 1 to 4) 

2. What changes are we going to introduce? (Stage 5) 

3. What happens when we make the changes? (From Stage 6 to 8)  

 

Figure 2.8 : Eight steps in Action Research 

Quoted from Bassey  y Köklü, (2001 p. 18) 
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Stage 1. Defining the research. What is the topic of interest? What are our research 

questions? Who will it be about? When and where will it be performed? 

Stage 2. Describing the educational situation. What do we need to do here? What 

are we trying to do here? Which ideas support what we do? 

Stage 3. Data collection and analysis. What is happening in our educational 

situation now, as understood by various participants? What can we learn about it by 

using research methods? 

Stage 4. Reviewing data and looking for contradictions. What are the 

contradictions between what we desire and what seems to have happened? 

Stage 5. Tackling a contradiction by introducing change. Which changes will we 

start which we believe to be useful on contradictions by reflecting as creatively and 

critically? 

Stage 6. Monitoring change. What has happened since the start of change?  

Stage 7. Analyzing the evaluative data concerning change. As a result of change, 

what is happening in our educational situation now, as understood by various 

participants? 

Stage 8. Reviewing the change and deciding what to do next. Was the change 

useful? Will we continue it in the future? What will we do next? Is change sufficient? 

What will we say to whom about the results of this research?  

2.6.6.3. Use of Action Research in Teaching 

Opinions of Lewin on action research later started to be applied in social sciences in 

general, and education in particular. As a result of studies conducted by Stephan 

Corey, action research became a research model that started to be applied in 

educational institutions (Aydın, 2005). Action research contributes significantly in 

developing practices in education via researches by bringing together teaching and 

career development of instructors, program development and assessment, research 

and thinking. Aydın (2005) suggests that action researches are suitable for instructors 

that perceive the presence of problems in their own practice processes and want to 

take action to solve these pro lems (Yıldırım and Şim ek, 2005).  
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Action research not only provides knowledge and skills about research methods and 

practices to the instructors but also enables them to be more aware of their 

opportunities of change and options. Instructors that take part in action research can 

be more critical and rigorous about their own practices. Instructors participating in 

action research are more careful about their own methods, perceptions and 

understandings as well as all approaches on teaching processes (Köklü, 2001).  
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3. METHODOLOGY OF THE RESEARCH 

3.1. Introduction 

This chapter gives details about the methods, design, procedure, participants, and 

measuring tools that have been evaluated throughout the research process. The 

purpose of the study is to explore whether instructors employed at İAÜ Vocational 

Test Centre need in-service education and training or not. 

There are two main issues to be dealt with in this study: 

a) The evaluation of in-service education and training received by instructors 

working in Vocational Test Centre;  

b) The in-service education and training needs of instructors. 

 Basing on these general issues, the following specific research questions are formed: 

1- Do the instructors employed in İAÜ Vocational Test Centre need in-service 

education and training?  

2- What kind of in-service education and training is needed by the instructors 

employed in IAU Vocational Test Centre?  

3-What are the opinions and evaluations of the instructors employed in IAU 

Vocational Test Centre about the in-service education and training they received? 

4- How does in-service training received by the instructors working in IAU 

Vocational Test Centre affect their performance? 

5-What are the views of the instructors working in IAU Vocational Test Centre about 

in-service education and training needs?  

3.2. Research Methods  

Conducted with the purpose of assessment by the instructors of In-Service 

Vocational Trainings and Studies, this study has been carried out via mixed method 

based on the principal of using quantitative and qualitative data together. Mixed 
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method has been designed to collect, analyze, compare and integrate data by 

benefiting from both the qualitative and quantitative data simultaneously regarding a 

research. The main distinction of the mixed method is using qualitative and 

quantitative data together in the research, and thus setting out the research question 

in a much more detailed way rather than through data obtained via a single method 

(Dede&Demir, 2014). 

Design of research is the sequential exploratory design, which is one of the mixed 

method research designs. Sequential exploratory design initiates by prioritizing 

collection and analysis of qualitative data. Quantitative stage starts upon the explored 

results, and primary results are tested and generalized. Quantitative data are built 

upon the qualitative data (Creswell & Plano Clark, 2007, Dede & Demir, 2014). 

Sequential exploratory design is shown as follows.  

 

 

 

 

 

1)Needs analysis questionnaire of In-Service  

Vocational Trainings and Studies (NAQ INSET) 

2)Assessment Inventory for In-Service  

Vocational Trainings and Studies (AI INSET)  

3)Evaluation Form for In- service  

Education and Training (EF INSET) 

4)Performance Evaluation Form for Instructors 

who have participated In-service Education and 

Training (PEF INSET) 

 

1)Interview Form for Assessment of In-Service 

Vocational Trainings and Studies 

 

 

Figure 3.1: Prototype Model of Mixed Method Research Design: Sequential Exploratory 

Design (Adapted from Sevi,2014,p.32) 

3.3. Participants 

The number of the population of the study out of which the sample is drawn is 99. 

They are the instructors teaching in the computer programming (English), computer 

programming (Turkish), computer programming (online), computer technology, web 
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designing, information technology, and department of computer engineering of 

İstan ul Aydın University and those of whom could  e employed in Vocational Test 

Centre. The findings are generalized to this population. Table 3.1 illustrates the 

structure of the population. Since gender is not a variable of this study, the sex of the 

instructors is not given in the table. 

Table 3.1 : The Demographic Distribution of the Population in Frequencies 

  n % 

Gender 
Female 42 42.4 

Male 57 57.6 

Civic status 
Married 52 52.5 

Single 47 47.5 

Age 

20-30 years old 30 30.3 

31-40 years old 44 44.4 

41-50 years old  23 23.2 

51 years old and above 2 2.0 

Educational status 

Associate Degree 2 2.0 

Bachelor Degree 22 22.2 

Master Degree 58 58.6 

Doctoral Degree 17 17.2 

Service time 

1-5 years 28 28.3 

6-10 years  43 43.4 

11-15 years  16 16.2 

16-20 years 9 9.1 

21 years and above 3 3.0 

 

As presented above, most of the participants were under the age of 40 who were 

highly motivated to improve their knowledge and skills. More than half of the 

participants have Master‘s Degree  Most of the participants have nearly 10 years of 

experience in the field of teaching. Since the participants are quite experienced, it 

helped the researcher to create an effective and communicative teaching atmosphere 

by using action research and constructivism theory through power point 

presentations which enabled the researcher to create round-table discussion. 

All of these instructors were given a questionnaire. Then, the data obtained from the 

questionnaire were entered into Statistical Package For the Social Sciences (SPSS 

21,0) and analyzed. Basing on the questionnaire results, the researcher randomly 

selected instructors who needed in-service education and training more than other 
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participants and those of whom complied with the criterion to work at Vocational 

Test Center. These criteria are based on National Qualification framework in which 

employees working at Vocational Test Center are required to have at least BA degree 

in computer engineering and minimum three years of work experience or at least 

Associate Degree in computer technology, information technology or web designing 

and minimum five years of work experience or high school degree related to 

computer science and minimum ten years of work experience. 

The 30 instructors were chosen among the participants who took part in the 

questionnaire. The instructors were randomly divided into two groups as a research 

group and a control group. It was followed by professional development course to 

the research group who could  e employed in İAÜ Vocational Test Centre and which 

instructors need in-service education and training more. The findings are generalized 

to this population. Table 3.2 and Table 3.3 illustrate the structure of the experimental 

and control group. Since gender is not a variable of this study, the sex of the 

instructors is not given in the table. 

Table 3.2 : The Demographic Distribution of the Experimental Group in Frequencies 

  n % 

Gender 
Female 5 33.3 

Male 10 66.7 

Civic Status 
Married 8 53.3 

Single 7 46.7 

Age 

20-30 years old 4 26.7 

31-40 years old 10 66.7 

41-50 years old 0 .0 

51 years old and above 1 6.7 

Educational Background 

Associate Degree 0 .0 

Bachelor Degree 2 13.3 

Master Degree 10 66.7 

Doctoral Degree 3 20.0 

Duration of Service  

1-5 yıears 6 40.0 

6-10 years 8 53.3 

11-15 years 0 .0 

16-20 yıears 0 .0 

21 years and more 1 6.7 

 

As presented above, nearly all of the participants were under the age of 40 who were 

highly motivated to improve their knowledge and skills. Most of the participants 
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have postgraduate degree. All of the participants have over 6 years of experience in 

the field of teaching.  

Table 3.3 : The Demographic Distribution of the Control Group in Frequencies 

  n % 

Age 

20-30 years old 5 33.3 

31-40 years old 9 60.0 

41-50 years old  1 6.6 

51 years old and above 0 0.0 

Educational status 

Associate Degree 0 0.0 

Bachelor Degree 2 13.3 

Master Degree 8 53.3 

Doctoral Degree 5 33.3 

Work Experience  

1-5 years 0 0.0 

6-10 years  6 40.1 

11-15 years  7 46.6 

16 years and above 2 13.3 

 

As presented above, most of the participants were under the age of 40. Almost all of 

the participants have postgraduate degree. All of the participants have work 

experience ranging from 6 years to over 15 years in the field of teaching. Those 

participants were randomly selected into the control group, yet their work experience 

in the field of teaching and their education background were taken into consideration. 
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3.4.  Procedure 

The following schedule was used to fulfill the steps of the research:  

Table X.1 : The Schedule of the Procedure in Appendix X 

 

 

Figure 3.2 : Eight steps in Action Research 

Quoted from Bassey  y Köklü (2001), 
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Instructors working at the departments of web design, information technology, 

computer programming, computer engineering, and computer technology of Istanbul 

Aydın University were chosen and informed a out INSET in accreditation process of 

Vocational Test Center. Secondly, the questionnaire (see Appendix A) was given to 

the participants, and general demographic information of these participants was 

elicited. The participants were asked about their needs in working, particularly 

accreditation process.  Then, the researcher initiated the design procedure for 

Accreditation process of vocational test center, and constructed the technical 

structure as well as the design of the modules with the help of the technical expert. 

Besides, the researcher prepared the course schedule that would meet the INSET 

needs of the participants. Before the in-service vocational education and training 

programme, the participants were o served throughout ‗‘the Performance Evaluation 

Form for Instructors who have not participated In-service Education and Training‘‘ 

by the researcher and the technical expert.  

As the next step, the instructors performed 75-hours in-service vocational education 

and training. The course was continued until the end of year. At the end of the 

course, the participants were given three questionnaires: 

a. Evaluation Form for In-service Education and Training,  

b. Assessment Inventory for In-Service Vocational Trainings and Studies,  

c. Interview Form for Assessment of In-Service Vocational Trainings and Studies  

The purpose was to evaluate the researcher‘s performance and in-service vocational 

education and training programme.  

After the in-service vocational education and training programme, the participants 

were o served throughout ‗‘the Performance Evaluation Form for Instructors who 

have participated In-service Education and Training‘‘  y the researcher and the 

technical expert.  

Research (Experimental) Group; In the active (face to face) group participants 

were teaching at the Vocational Test Center of İstan ul Aydın University. The 

research group was consisted of 15 instructors. The instructors performed 75-hours 

in-service vocational education and training. The course was continued until the end 

of year. At the end of the course, the participants were given three questionnaires: 

d. Evaluation Form for In-service Education and Training,  

e. Assessment Inventory for In-Service Vocational Trainings and Studies,  
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f. Interview Form for Assessment of In-Service Vocational Trainings and Studies  

The purpose was to evaluate the researcher‘s performance and in-service vocational 

education and training programme.  

After the in-service vocational education and training programme, the participants 

were observed throughout the Performance Evaluation Form for Instructors who 

have participated In-service Education and Training by the researcher and the 

technical expert.  

Control Group; Control group (n=15) did not attend any training courses. These 

participants were also observed throughout the Performance Evaluation Form for 

Instructors by the researcher and the technical expert. The results of the performance 

evaluation form revealed that the control group needed in-service education and 

training programme.  

The performance evaluation forms which were observed pre- training and post-

training were compared and the result shows that the skills and knowledge of the 

instructors do not have any changes. 

3.5. Instruments 

Qualitative and quantitative data collection tools have been used together in the 

research, and accuracy of the findings obtained through quantitative data collection 

instrument which was supported by the qualitative data collection tool. 

One of the main conditions of being scientific is that the researched concept must be 

measurable. Measurement in research is enabled through the data collection 

systematics that is set by the method arranged in accordance with the aims of 

research. Scientific statements can only be made via measurable concepts.  

Measurement is the numeric expression of the characteristics specified by defined 

rules. Scale is essentially used to show the mathematical characteristics of 

measurement results as well as collecting data - knowledge in several fields of 

 ehavioral sciences (Çakmur, 2012)  Development of any scale prepared to collect 

scientific data can be achieved through many stages. Scale must be put through a set 

of statistical studies related to validity and reliability in order for it to be appropriate. 

―Needs analysis questionnaire of In-Service Vocational Trainings and Studies‖, 

―Evaluation Form for In-service Education and Training‖, ―Assessment Inventory for 
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In-Service Vocational Trainings and Studies‖ were also put through these stages, and 

certain statistical techniques were used to enable its validity and reliability.  

3.5.1 Questionnaire 1 Needs analysis questionnaire of In-Service Vocational 

Trainings and Studies (NAQ INSET)  

The questionnaire was adopted from the PhD thesis of İlker Kösterioğlu administered 

 y Ra it Özen with his permission  The main o jectives of the questionnaire were to 

investigate the instructors‘ needs of INSET and find out their  eliefs a out INSET  

The main points of my research were settled in a draft.  

The data o tained from questionnaire consisted of 5 questions a out participants‘ 

personal information and 27 questions about NA INSET with the answers of likert 

scale as very high degree, high degree, moderate degree, small degree, not at all.  

The questionnaire answered the research question 1&2: Do the instructors employed 

in IAU need in-service education and training and what kind of in-service education 

training is needed by the instructors employed in IAU?  

The questionnaire (illustrated in Appendix 1) was drafted for Instructors at İstan ul 

Aydın University Vocational School, instructors who can  e employed in vocational 

test center. Ninety-nine instructors working at İstan ul Aydın University Vocational 

School took part in this research. The primary source of data collection is the 

questionnaires. Questionnaires are given to the teachers and collected later at an 

agreed date.  

Questionnaire covers large population at once, as it is distributed to different 

participants and should be collected later depending on the willingness of the 

respondents to address the question.  

Structural Validity and Reliability Analysis of Training Requirement 

Assessment Scale 

An exploratory factor analysis made in order to determine the reliability of structural 

validity of the scale (AFA), Cron ach‘s alpha relia ility coefficients have  een 

computed. 

Exploratory Factor Analysis   

In order to statistically determine the structural validity of the scale, the technique of 
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exploratory factor analysis is being employed.  In order to understand whether or not 

the scale is firstly in compliance to the factor analysis, KMO and Bartlett test is 

being performed. KMO constant is being calculated to test the size of sample. Kaiser 

states that the value found becomes excellent as it gets closer to 1 and unacceptable 

below .50 (at .90s excellent; at .80s very good; at .70s and .60s average and at .50s 

bad) (Tav ancil, 2001)  In the factor analysis, it is expected that the distri ution in 

the universe is normal too. And this is examined by Bartlett test as well. Within this 

extent, as a result of KMO test measurement, .50 and above and even Bartlett 

sphericity test result are required to be significant.  

The factor load values are sought for in process of factor analysis when designating 

the scale materials to the factors or removing the same from the scale. Factor load 

value is a coefficient explaining the relationship of material with the factors. The 

load value contained in the materials is expected to be higher. If there is a cluster of 

agents that a factor delivering a higher level of relationship with a factor, such 

finding means that those substances have measured a concept, structure-factor. A .3 – 

factor load indicates that the factor – explained variance was 9%. The variance at 

such level is remarkable in general, regardless its sign, the load value .60 and above 

can be defined as high; the load values between .30 - .59 medium – level sizes and 

considered in removing the variance. In cases where the factor load of any item is 

smaller than .30 or the difference between the two factor load values of said 

substance is less than .10, the comorbidity item is removed from the scale and 

process of analysis is kept on. The reason for doing this is that the probability of such 

agent to exist in both factors which creates complexity. 

Reliability Analysis 

It is expressed that Cron ach‘s alpha coefficient varies  etween 0 – 1; and according 

to assessment criteria, ―0 00 < 0 40 is unrelia le; as for 0 40 < 0 60, low relia ility 

and 0.60 < 0.80 quite reliable and 0.80 < 1.00 high – level reliable scale‖ (Tav ancil, 

2001). 
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Table 3.4 : AFA and Reliability Analysis Outcomes 

Dimension  
Item 

Factor 

Load 

Disclosed 

Variance 

Cronbach's 

Alpha 

Dimension 1 

In knowing ISO TS / EN 17024 Quality Management 

System 
.831 

29.824 .926 

In knowing how the performance examination would be 

performed from the Vocational Examination Center  
.777 

Dominance to preparation of ISO TS / EN 17024 Quality 

Management System at the Vocational Examination Center 
.730 

In knowing the job descriptions and responsibilities the 

board would function at the Vocational Examination Center 
.724 

In knowing the importance of Work Health and Safety 

within the scope of ISO TS / EN 1702 at the Vocational 

Examination Center – applied examinations 

.717 

In being familiar with the content National Vocational 

Standard comprises  
.701 

In knowing the Vocational Examination Center – applied 

examination procedure 
.665 

In recognition of inter-elements relationships of  Vocational 

Examination Center – applied examination procedure 
.664 

In using purpose – compliance closed and open – ended 

questions in process of examination 
.650 

In knowing the basic elements (overall objectives, concept, 

value, skill, performance criteria and learning outcomes) 

constituting the National Qualification Standard 

.641 

In dominance to using the software program Vocational 

Examination Center – employed in process of examination 
.621 

In using the methods and techniques proposed during 

implementation of examination schedule 
.567 

Dimension 2  

In preparation of multiple – choice questions for Vocational 

Examination Center – conducted examinations 
.872 

29.285 .935 

In preparation of checklist for Vocational Examination 

Center  - given examinations 
.841 

In preparation of open-ended questions for Vocational 

Examination Center  - given examinations 
.816 

In preparation of fill in the blank - type questions for 

Vocational Examination Center – given examinations 
.769 

In knowing the basic concepts (like measuring-validity-

reliability-error, etc.) in assessment of Vocational 

Examination Center – conducted examinations  

.731 

In preparation of pairing - type questions for Vocational 

Examination Center – given examinations 
.713 

In making analysis for the purpose of evaluating the results 

of measuring results for the Vocational Examination Center 

– applied examinations 

.684 

In preparation of measuring tool suitable for the objective of 

Vocational Examination Center  
.655 

In using time management – related strategies during 

examinations 
.641 

In implementation of measuring tool selected for the 

examinations applied from the Vocational Examination 

Center 

.603 

In selection of measuring tool in compliance to the objective 

of Vocational Examination Center  
.586 

 
KMO: .917; Bartlett’s  X

2 
: 2132.936;  p < .05; Total Variance Disclosed:59.109 

According to AFA outcomes, assessment scale of educational requirement consists 

of 23 questions and two dimensions. Dimension one consists of 12 items whose 

factor loads vary between .567 and .831. Explanation ratio of total variance of the 
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dimension is 29.824% and its reliability level is very high. Dimension two consists of 

11 items whose factor loads vary between .586 and .872. Explanation ratio of total 

variance of the dimension is %29.285 and its reliability level is very high. 

Following items contained in the questionnaire sheet have been removed from the 

scale due to comorbidity. 

 In possession of students‘ interests, wills and needs – oriented information during 

examination 

 In knowing the concepts contained in the examination Schedule of Vocational 

Examination Center 

 In knowing the overall objectives of performance examination by Vocational 

Examination Center 

 In preparation of acquisition and skills – oriented performance in the performance 

practice program of Vocational Examination Center 

3.5.2 Questionnaire 2 Evaluation Form for In-service Education and Training 

(EF INSET) 

The questionnaire is a out the instructors‘ views of INSET course. The questionnaire 

was adopted from the PhD thesis of İlker Kösterioğlu administered  y Ra it Özen 

with his permission. It had four major sections (see Appendix 2) and consisted of 28 

Likert-scale items addressing 4 constructs below: 

1. Evaluation of planning and programming INSET  

2. Evaluation of INSET trainers 

3. Returns of INSET for participants 

4. General evaluation of INSET 

The questionnaire answered the research questions 3&5: What are the opinions and 

evaluations of the instructors employed in IAU Vocational Test Centre about the in-

service education and training they received? What are the views of the instructors 

working in IAU Vocational Test Centre about in-service education and training 

needs?  
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3.5.3 Questionnaire 3 Assessment Inventory for In-Service Vocational Trainings 

and Studies (AI INSET) 

As the quantitative data collection tools, ―Assessment Inventory for In-Service 

Vocational Trainings and Studies‖ were used, which were adapted from MA thesis of 

Gülin Sevi administered  y Ganime Aydın through literature review and integration 

of the obtained information in line with the results received through the analysis of 

qualitative data from the interview form. Faculty members that work in the field of 

management and supervision of training were consulted to determine the suitability 

of the prepared scale form for the purpose of research. Necessary revisions were 

made in the survey in line with the suggestions. 

Validity refers to how well a measurement tool (or test) can measure the 

characteristic that it claims to be measuring without involving other characteristics. 

Some techniques are utilized to enable the validity of measurement tool. These are: 

a) content (content validity), b) implementation (criterion validity and c) construct 

validity (Cronbach, 1960; Aiken, 1979; Karasar, 1986).  

All these techniques for evaluating the content, criterion and construct validity were 

used as part of the validity studies of ―Needs analysis questionnaire of In-Service 

Vocational Trainings and Studies‖, ―Evaluation Form for In-service Education and 

Training‖, ―Assessment Inventory for In-Service Vocational Trainings and Studies‖  

Content validity refers to the extent to which each item on any scale fits the purpose 

of the scale. Item analyses can be used to show the correlation of each item with the 

entire test during the calculation of content validity (Nunnally, 1978).  

During the content validity studies of ―Assessment Inventory for In-Service 

Vocational Trainings and Studies‖, item analyses were used as well as expert 

opinions. 

Content validity of ―Assessment Inventory for In-Service Vocational Trainings and 

Studies‖ has been enabled by referring to the expert opinions. Besides, item analyses 

were made to determine the suitability of propositions found on the scale for the 

purpose of scale. Item analysis was tested by using Item Total (Rit) and Item 

Remainder (Rir) techniques to determine whether items are significant within the 

entire scale and its sub sections. According to the results of item analysis, of the total 

46 items found in the scale, 44 (provided that they are above 0.40 in item total) were 
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determined to be significant at a level of 0.01. Therefore, as a result of the item 

analyses, it was decided to include 44 propositions (provided that items are above 

0 40 in item total and the item remainder) in the ―Assessment Inventory for In-

Service Vocational Trainings and Studies‖ which initially consisted of 44 items  

Implementation validity involves comparison of a scale that was prepared before 

for similar purposes and the scale in question. It is expected that the results of 

comparison between the existing scale and the developed scale are highly significant. 

Since there wasn't any scale prepared for the same purpose with ―Assessment 

Inventory for In-Service Vocational Trainings and Studies‖, implementation validity 

couldn't be analyzed. 

In construct validity studies, correlation of the scale with sub scales, and also 

between the sub factors are tested. Analysis of the correlations was made by 

calculating the Pearson product-moment correlation coefficient. As a result of 

analyses, it aimed to find the correlation between scale and sub factors, and that 

between the sub factors themselves. Accordingly, a value below 0.50 was considered 

low correlation whereas a value above 0.80 was regarded to be high. 

Table 3.5 : Data on Correlation between Assessment Inventory for In-Service 

Vocational Trainings and Studies and Other Sub-Factors, and the Correlation 

between Sub-Factors 

 

  GENERAL A B C D E F G H 

In-Service  

Vocational Trainings  

and  

Studies Assessment 

Inventory (General) 

1.00 0.83 0.86 0.80 0.61 0.71 0.56 0.73 0.86 

Suitability of Purpose (A)     0.74 0.65 0.86 0.94 0.58 0.88 0.92 

Suitability of Content (B) 
   

0.62 0.78 0.70 0.68 0.52 0.65 

Suitability of Process (C)         0.71 0.62 0.71 0.69 0.76 
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Table 3.5: Data on Correlation between Assessment Inventory for In-Service 

Vocational Trainings and Studies and Other Sub-Factors, and the Correlation 

between Sub-Factors (continue) 

 

Suitability of Teacher (D) 
     

0.63 0.65 0.76 0.85 

Suitability of Method and Technique (E)             0.68 0.67 0.84 

Suitability of Technical Infrastructure (F) 
       

0.69 0.83 

Suitability of Instructor - Need (G)                 0.93 

Suitability of Results for Purpose (H)                  1.00 

*Significant at 0.01 level 

In the review made for construct validity shown in Table 3.6, correlation between the entire 

scale and sub factors seems to be at medium and high level. Given these data, it is seen that 

there are aspects that includes the characteristic that is desired to be measured by sub factors. 

It is also observed that there is a significant correlation between the entire scale and sub 

factors as well as between the sub factors themselves (p <0.01). 

Reliability is the similar consistency observed between independent measurements of a 

measurement tool when same processes are followed (Aiken, 1979; Karasar, 1986). Split-

half method has been used as part of the reliability studies conducted to test the consistency 

 etween independent measurements of ―Assessment Inventory for In-Service Vocational 

Trainings and Studies‖  

Split-Half Method; Internal consistency coefficients of the entire ―Assessment Inventory 

for In-Service Vocational Trainings and Studies‖ and its su  scales have  een calculated via 

split-half method. Various techniques such as Spearman Brown; Horst; Rulon; Cron ach α 

can be used in calculation of the internal consistency coefficients (Gulliksen,1950; 

Cronbach, 1960; Aiken, 1979). Values regarding internal consistency coefficients of the 

entire inventory and its sub scales are shown in Table 10. 
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Table 3.6 : Internal Consistency Coefficients Regarding Assessment Inventory for 

In-Service Vocational Trainings and Studies and its Sub Scales 

  Spearman Brown Horst Rulon Cronbach α 

Assessment Inventory for In-

Service Vocational Trainings 

and Studies (General) 

0.95 0.95 0.93 0.95 

Fitness for Purpose (A) 0.95 0.96 0.94 0.96 

Suitability of Content (B) 0.94 0.93 0.95 0.95 

Suitability of Process (C) 0.70 0.71 0.71 0.71 

Suitability of Teacher (D) 0.80 0.80 0.80 0.79 

Suitability of Method and 

Technique (E) 
0.69 0.69 0.68 0.68 

Suitability of Technical 

Infrastructure (F) 
0.77 0.77 0.76 0.76 

Suitability of Instructor - Need (G) 0.72 0.72 0.73 0.73 

Fitness of Results for Purpose (H) 0.95 0.95 0.95 0.94 

*Significant at 0.01 level 

Internal consistency coefficient of the Assessment Inventory for In-Service Vocational 

Trainings and Studies was found to be significant and high. Besides, internal reliability 

coefficients of fitness for purpose, suitability of content, and fitness of result for purpose sub 

factors also seemed to be significant and high.  

Data obtained from Assessment Inventory for In-Service Vocational Trainings and Studies 

was analyzed using the frequency and percentage values, arithmetic mean, t-test and One-

Way Anova test. 
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The questionnaire had eight major sections (see Appendix 3) and consisted of 44 

Likert-scale items addressing eight constructs below: 

1. Suitability of Purpose  

2. Suitability of Content  

3. Suitability of Process  

4. Suitability of Teacher  

5. Suitability of Method and Technique  

6. Suitability of Technical Infrastructure  

7. Suitability of Instructor - Need  

8. Suitability of Results for Purpose  

The questionnaire answered the research question 3&5: What are the opinions and 

evaluations of the instructors employed in IAU Vocational Test Centre about the in-

service education and training they received? What are the views of the instructors 

working in IAU Vocational Test Centre about in-service education and training 

needs?  

3.5.4 Questionnaire 4 Interview Form for Assessment of In-Service Vocational 

Trainings and Studies 

As the qualitative data collection tool of the study, “Interview Form for 

Assessment of In-Service Vocational Trainings and Studies” was applied in the 

research group after the INSET course to analyze effectiveness of the INSET course 

better. Interview form consists of 10 open ended questions based on purpose, subject, 

content, term of trainings and studies. In the form, participants are asked about their 

expectations from professional development trainings and studies, implementation 

method of trainings, rate of attendance to trainings, and their attitudes about 

trainings. By using the interview forms, data was collected by conducting face-to-

face interviews with 15 instructors. Data were assessed by content analysis. Content 

analysis is a scientific approach that allows objective and systematic review of data 

o tained through ver al and written materials (Tav ancıl ve Aslan, 2001)  According 

to Guskey & Huberman (1994), reliability of the interview form was calculated 

(reliability = agreement / disagreement + agreement), and agreement coefficient was 

found to be 92.3%. Researchers enabled the agreement to be 100% by discussing on 

the obtained results and finalizing the analyses. 
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The questionnaire answered the research questions 2&3&5: What kind of in-service 

education and training is needed by instructors? What are the opinions and 

evaluations of the instructors employed in IAU Vocational Test Centre about the in-

service education and training they received? What are the views of the instructors 

working in IAU Vocational Test Centre about in-service education and training 

needs?  

3.5.5 Questionnaire 5 Performance Evaluation Form for Instructors who have 

participated In-service Education and Training 

The performance evaluation form which was developed and applied to the instructors 

in Vocational Test Center used for  pre-in service training and post-in service 

training by the researcher and technical expert. The form had 20 rubric scale 

questions. 10 of them were about personal characteristics of the instructors, the other 

10 questions were about knowledge and skills of the instructors. The performance 

evaluation form was filled in by the researcher and the technical expert before the in-

service education and training and after the INSET by observing the participants via 

videos and when they were giving exams.  

The form answered the research question 4: How does in-service training received by 

the instructors working in IAU Vocational Test Centre affect their performance? 

3.6. In-Service Education and Training Plan Applied To the Experimental 

Group 

In January, education about task descriptions and examination procedures was 

conducted to the participants by the researcher in an interactive way. All the 

questions were answered by the researcher and the examination procedures were 

explained clearly to the participants. The operation of the examination procedures 

were reinforced by group work with the researcher‘s examples  Eight hours‘ training 

was successfully completed by answering the participants‘ questions  

In February, training on TS EN ISO / IEC 17024 Quality Management System was 

conducted to the experimental group. For the participants to understand TS EN ISO / 

IEC 17024 better a power point presentation was made and the quality management 

system was explained with teamwork through interactive case studies. By answering 
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the participants‘ questions, the training lasted for 16 hours and was completed in two 

days. 

In April and March the participants were trained in the training laboratory for 

examination by the researcher and the technical expert. In order to monitor 

performance of the participants in the field studies were conducted and the 

participants‘ questions were answered  As one day in March and one day in April, 16 

hours total, training was completed successfully. 

In May, the participants were given TS EN ISO / IEC 17024 documentation training 

in the form of power point presentations and this was done by sample applications 

with an interactive teamwork. The examples of the IAUMSM quality management 

system documentation were given to the participants order for them to understand TS 

EN ISO / IEC 17024 better. Education lasted four hours; questions of the participants 

about the documentation were answered in a complete manner. The problem 

appeared during the applications was that the participants did not know   who would 

use IAUMSM TS EN ISO / IEC 17024 Quality Management System Documentation 

and which document should be used. Therefore, the documents that the participants 

would use were shared in the system. Furthermore, how could the participants use 

these documents was explained in practice. 

In June, TS EN ISO / IEC 17024 Scope Educational Software Program was 

performed by the researcher and the technical expert was carried out in the form of 

power point presentations by a team working with interactive examples and seven 

hours of training was completed in a successful way. 

The participants were given interactive assessment training by the researcher in July. 

The examples of the work were performed with a number of applications. The 

participants were given a measurement and evaluation training in order to understand 

it better and the examples of national occupational standards and learning outcomes 

in national qualifications and performance criteria were also given.  The training 

lasted for eight hours; the questions of the participants about the assessment and 

evaluation were answered in a complete manner.  

In August, the participants were given learning outcomes related to national 

occupational standards and national qualifications by the researcher. The training 

lasted for about four hours. 
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The participants were given a course on educational technology in September by the 

researcher which lasted four hours.  

In October, the experimental group was treated with TSE EN ISO / IEC 17024 

Quality Management System Training in the form of power point presentations, with 

an interactive team work and sample applications  8 hours‘ training was completed 

successfully. 
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4. DATA ANALYSIS AND RESULTS 

4.1 Needs analysis questionnaire of In-Service Vocational Trainings and Studies 

(NAQ INSET)  

Table 4.1: Demographic Characteristics of Survey Participants  

  N % 

Gender 
Female 42 42.4 

Male 57 57.6 

Marital status 
Married 52 52.5 

Single 47 47.5 

Age 

20-30 years old 30 30.3 

31-40 years old 44 44.4 

41-50 years old  23 23.2 

51 years old and above 2 2.0 

Educational Background 

Associate Degree 2 2.0 

Bachelor Degree 22 22.2 

Master Degree 58 58.6 

Doctoral Degree 17 17.2 

Work Experience  

1-5 years 28 28.3 

6-10 years  43 43.4 

11-15 years  16 16.2 

16-20 years 9 9.1 

21 years and above 3 3.0 

 

The demographic characteristics – based breakdown of participants are seen in the 

Table. The ratio of women in the study realized with participation of 99 staff 

members was %42, males %57.6%, the married %52.5, the single %47.5, and the 

ratio of those between in age group 20-30 years old was %30.3 and those between 

the age group 31-40 years old was %44.4 and age group of 41-50 years old was 

%23.2% and age group 51 years old and above was %2.0 and the ratio of those who 

had bachelor degree was %22.2 and  master degree was %58.6% and the doctoral 
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degree was %17.2 and the ratio of those who had service time in the range of 1- 5 

years was %28.3 and %43.4 in the range of 6-10 years and %9.1 in the range of 16-

20 years and %3.0 in the range of 21 years or more.  

Table 4.2: Factors Being Important in Training Needs 

  None Low Moderate High 
Very 

High 

1. Inter-element relations recognition of 

Vocational Test Center – applied test 

procedures  

n 1 1 18 45 34 

% 1.0 1.0 18.2 45.5 34.3 

2. Familiarity with the job descriptions, 

responsibilities of  the board to function 

from the Vocational Test Center  

n 0 1 19 39 40 

% 0.0 1.0 19.2 39.4 40.4 

3. Knowing Test procedures applied at the 

Vocational Test Center  

n 0 1 16 38 44 

% 0.0 1.0 16.2 38.4 44.4 

4. Familiarity with ISO TS / EN 17024 Quality 

Management System 

n 2 0 14 37 46 

% 2.0 0.0 14.1 37.4 46.5 

5. Knowing how the performance test to be 

carried out from the Vocational Test 

Center 

n 1 1 16 36 45 

% 1.0 1.0 16.2 36.4 45.5 

6. Dominance to preparation topic of ISO TS 

/ EN 17024 documentation at the 

Vocational Test Center 

n 2 2 14 27 54 

% 2.0 2.0 14.1 27.3 54.5 

7. Regarding the content National 

Occupational Standard comprises 

n 0 2 15 37 45 

% 0.0 2.0 15.2 37.4 45.5 

8. Knowing basic elements of constituting 

the Standard of National Qualification 

Standard (overall objectives, concept, 

value, skill, performance criteria, learning 

outputs)  

n 0 2 17 29 51 

% 0.0 2.0 17.2 29.3 51.5 

9. Use of methods and techniques 

recommended in implementation of test 

program 

n 0 0 21 38 40 

% 0.0 0.0 21.2 38.4 40.4 

10. Dominance to utilization of the software 

Vocational Test Center employs 

n 1 2 9 48 39 

% 1.0 2.0 9.1 48.5 39.4 

11. Knowing importance of Work Health and 

Safety applied within the scope of ISO 

TS/EN 17024 at the Vocational Test 

Center  

n 3 1 15 39 41 

% 3.0 1.0 15.2 39.4 41.4 

12. Use of objective – matched open and 

close – ended questions in process of 

Test 

n 1 3 18 37 40 

% 1.0 3.0 18.2 37.4 40.4 

13. Familiarity with students’ demands and 

requirements – oriented details during 

the test 

n 0 3 24 27 45 

% 0.0 3.0 24.2 27.3 45.5 

14. Knowing the concepts contained in the 

test program of Vocational Test Center  

n 2 0 15 37 45 

% 2.0 0.0 15.2 37.4 45.5 

15. Knowing the general objectives of 

performance test of Vocational Test 

Center 

n 1 2 17 38 41 

% 1.0 2.0 17.2 38.4 41.4 
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Table 4.2: Factors Being Important in Training Needs (continue) 

16. Using the time management – related 

strategies during tests 

n 1 2 14 35 47 

% 1.0 2.0 14.1 35.4 47.5 

       

17. Performance preparation oriented  

 

towards acquisition and skills during 

performance test program from 

Vocational Test Center  

n 0 2 17 36 44 

% 0.0 2.0 17.2 36.4 44.4 

18. Selection of Vocational Test Center 

objective – compliance measuring tool 

n 0 2 19 41 37 

% 0.0 2.0 19.2 41.4 37.4 

19. Preparation of Vocational Test Center 

objective – compliance measuring tool  

n 1 2 18 37 41 

% 1.0 2.0 18.2 37.4 41.4 

20. Implementation of measuring tool 

selected in the Tests at the Vocational 

Test Center 

n 0 3 18 34 44 

% 0.0 3.0 18.2 34.3 44.4 

21. Making analysis in order to evaluate the 

results of the Vocational Test Center – 

given Tests 

n 0 2 14 57 26 

% 0.0 2.0 14.1 57.6 26.3 

22. Knowing fundamental concepts 

(Measuring, validity and reliability and 

error etc.) during Vocational Test Center 

– conducted Tests  

n 0 3 21 45 30 

% 0.0 3.0 21.2 45.5 30.3 

23. Preparation of pairing – type questions 

during Vocational Test Center – 

conducted Tests 

n 2 0 27 47 23 

% 2.0 0.0 27.3 47.5 23.2 

24. Preparation of fill in the blank – type 

questions during Vocational Test Center 

– conducted Tests 

n 0 3 29 47 20 

% 0.0 3.0 29.3 47.5 20.2 

25. Preparation of multiple choice questions 

during Vocational Test Center – 

conducted Tests  

n 1 4 25 48 21 

% 1.0 4.0 25.3 48.5 21.2 

26. Preparation of open – ended questions 

during Vocational Test Center – 

conducted Tests  

n 1 3 19 53 23 

% 1.0 3.0 19.2 53.5 23.2 

27. Preparation of checklist during 

Vocational Test Center – conducted Tests  

n 0 5 16 55 23 

% 0.0 5.1 16.2 55.6 23.2 

 

Distribution of answers given to the questions of drawn up in order to determine the 

training need and scrutinize its reasons by the participant participated in the research 

are seen in the table. According to the outcome of the analysis, the most substantial 

statements have been given below. 

 87.9% in usage of methods and techniques recommended in the implementation 

of test schedule, 
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 83.9% in knowing test procedure applied at Vocational Test Center,  

 83.9% in knowing test in selecting measurement tool applied at Vocational Test 

Center,  

 82.9% in dominance regarding preparation of ISO TS/EN 17024 documentation at 

Vocational Test Center,  

 82.9% in possession of  information students – oriented interest, will and needs 

during the Test,  

 82.9% in knowing overall objectives of performance test of the Vocational Test 

Center,  

 82.8% in knowing job definitions and responsibilities of the board to function at 

the Vocational Test Center,  

 81.9% in knowing ISO TS / EN 17024 Quality Management System, 

 81.8% in knowing how the performance test shall be conducted at the Vocational 

Test Center,   

 80.8% regarding the content National Vocational Occupational comprises, 

 80.8% in dominance to use of the software program used by Vocational Test 

Center during the Test, 

 80.8% in using the time management – related strategies during the tests. 

 The least important statements in need of training have been provided below. 

 %67.7% in preparation of pairing – type questions in the tests given from the 

Vocational Test Center, 

 69.7% in preparation of fill in the blank – type questions in the tests given from 

the Vocational Test Center,  

 70.7% in knowing the basic concepts (measuring-evaluating-validity-reliability-

error etc.) in measurement and assessment of Tests measurement conducted at the 

Vocational Test Center,  

 72.8% in using purpose – oriented closed and open – ended questions in process 

of test. 
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Figure 4.1: Factors Being Important in Training Needs 

Table Y.1: Participants Educational Background – Based Assessment of Factors 

Being Important in INSET Needs in Appendix Y 

The results of Anova test carried out for the purpose of participants educational 

background – based differentiation status analysis of the factors being important in 

the need of training are given in the table.  

According to the analysis outcome made, su stantiality state ―in knowing the jo  

descriptions and responsibilities of the board which shall function at the Vocational 

Test Center‖ varies according to the level of education (F = 3.584; p < .05). Once the 

means of said statement on knowing the job descriptions and responsibilities of the 

participant who would function at the Vocational Test Center was scrutinized, it has 

been identified that the Master Degree graduates have participated at a higher rate in 

comparison to other groups to the opinion that the education was important. 

The fact that training is important in knowing how the performance Test would be 

carried out by the Vocational Test Center exhibits difference according to the 

educational level (F = 4.579; p < .05). According to the educational background of 

participant, once the average importance level of educational background of staff for 

said statement was examined, it has been identified that the Master Degree graduates 

have taken part in the opinion at higher rates in comparison to other groups that 

education is important in knowing how the performance test would be conducted at 

the Vocational Test Center.   

4,3 4,3 4,3 4,3 4,3 4,3 4,2 4,2 4,2 4,2 4,2 4,2 4,2 4,2 4,2 4,2 4,2 4,1 4,1 4,1 4,1 4,0 4,0 3,9 3,9 3,8 3,8 
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The fact that ―the training is important regarding dominance to preparation of ISO 

TS/EN 17024 documentation at the Vocational Test Center‖ exhi its distinction 

according to the educational background (F =4.579; p < .05). Once importance level 

averages were scrutinized for said statement according to the training status of the 

participant, it has been discovered that the Master Degree graduates have taken part 

in the opinion at higher rates in comparison to other groups that education is 

important in dominance to preparation of ISO TS/EN 17024 documentation at the 

Vocational Test Center at the Vocational Test Center.    

The state of education to be important "regarding the content National Occupational 

Standards comprises" varies according to the level of education (F = 4.579; p < .05). 

Once importance level averages were scrutinized for said statement according to the 

training status of the participant, it has been seen that the Master Degree graduates 

had participated in the opinion that education is important to be on the content of 

National Occupational Standard at higher rates in comparison to other groups.  

The state of training  eing su stantial ―in knowing the importance of Work Health 

and Safety of within scope ISO TS/EN 17024 during the tests applied at the 

Vocational Test Center‖ varies according to the level of education (F = 4.579; p < 

.05). Once the importance level averages were scrutinized for said statement 

according to the training status of the participant, it has been seen that the Master 

Degree graduates had participated in the opinion that education in knowing the 

importance of Work Health and Safety of within scope ISO TS/EN 17024 of 

Vocational Test Center – applied Tests at higher rates in comparison to other groups.  

The state of training  eing su stantial ―in knowing the importance of knowing the 

concepts contained in the Test schedule of Vocational Test Center‖ points out 

distinction according to the level of education (F = 4.579; p < .05). Once the 

importance level averages were scrutinized for said statement according to the 

training status of the participant, it has been seen that the Master Degree graduates 

had participated in the opinion that education in knowing the importance of concepts 

contained in the test schedule of Vocational Test Center – applied tests at higher 

rates in comparison to other groups.  
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Table 4.3 :  Education Background– Based Comparison of Educational requirement 

Assessment 

    N Mean ss F P 
Binary 

Comparison 

1
st
 Dimension of 

Educational 

Requirement 

Associate-Bachelor Degree 24 47.88 9.32 

4.142 .019* 1-2 Master Degree 58 52.38 5.93 

Doctoral Degree 17 48.65 7.66 

2
nd

 Dimension of 

Educational 

Requirement 

Associate-Bachelor Degree  24 43.88 7.60 

1.040 .358 - Master Degree 58 45.16 6.04 

Doctoral Degree 17 42.53 8.55 

*   p < 0.05 

The result of ANOVA Test accomplished in order to determine whether or not 

assessment of educational need of the staff whose educational level is different is 

provided in the table. According to the result of analysis, while a statistically 

significant difference was found among first dimension of educational need of staff 

possessing different education level, significant difference have failed to be found 

among the second dimension assessments of the educational requirement. 

According to TUKEY Test accomplished in order to identify the group creating 

difference in assessment of first dimension of the educational requirement, while 

participation of the associate and bachelor degree graduates for the first dimension of 

the educational requirement is the lowest, the highest for the graduates of Master 

Degree. 

 
Figure 4.2:  Education Background– Based Comparison of Educational requirement 

Assessment 
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Table 4.4 :  Work Experience – Based Comparison of INSET Needs  

  n Mean ss F p 
Binary 

Comparison 

1
st
Dimension of 

Educational 

Requirement 

1-5 years 28 50.00 9.01 

2.234 .089 - 
6-10 years 43 52.00 6.45 

11-15 years 16 51.56 6.13 

16 years and above 12 46.08 6.82 

2
nd

Dimension of 

Educational 

Requirement 

1-5 years 28 45.29 5.43 

2.845 .042* 2-4 
6-10 years 43 45.47 5.82 

11-15 years 16 43.75 8.46 

16 years and above 12 39.33 9.55 

*p<0,05 

 

The result of ANOVA Test accomplished in order to determine whether or not 

assessment of educational need of the staff whose educational level is different is 

provided in the table. According to the result of analysis, while a statistically 

significant difference was found among second dimension of educational need of 

staff possessing different education level, significant difference have failed to be 

found among the first dimension assessments of the educational requirement. 

According to TUKEY Test accomplished in order to identify the group creating 

difference in assessment of second dimension of the educational requirement, while 

participation of those with service time between 6-10 years for the first dimension of 

the educational requirement is the highest, the lowest for those with service time 

being 16 years and above. 
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Figure 4.3 :  Work Experience – Based Comparison of INSET Needs  

 

4.2 Evaluation Form for In-service Education and Training (EF INSET) 

Table 4.5 : Demographic Information 

  N % 

Gender 
Female 5 33.3 

Male 10 66.7 

Education 

High school / Associate 0 0.0 

Bachelor Degree 2 13.3 

Master Degree 8 53.3 

Doctoral Degree 5 33.3 

Age 

20-25 Years old 1 6.7 

26-30 Years old 4 26.7 

31-35 Years old 7 46.7 

36-40 Years old 2 13.3 

41 Years old and above 1 6.7 

33.3% of 15 staff members who have participated in the in-service assessment survey 

are female, 66.7% male, 13.3% with Associate, 53.3% with Master Degree, 33.3% 

with Doctoral Degree, 6.7% in age range of 20-25, 26.7% in age range of 26-30, 

46.7% in age range of 31-35, 13.3% 36-40 in age range of and 6.7% in age of 41 and 

above. 

50,0 
52,0 51,6 

46,1 45,3 45,5 
43,8 
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Table 4.6 : Evaluation of planning and programming INSET 

  No Good Weak Moderate Good Very Good 

Duration of education 
n 0 1 1 6 7 

% .0 6.7 6.7 40.0 46.7 

Date when training was scheduled (timing) 
n 1 1 1 4 8 

% 6.7 67.0 6.7 26.7 53.3 

Program objective – compliance of 
educational content 

n 0 0 1 2 12 

% .0 .0 6.7 13.3 80.0 

Suitability of method and technique of 
training in terms of comprehension of the 
topic  

n 0 0 1 5 9 

% .0 .0 6.7 33,3 60.0 

Use of tool / equipment and documents – 
oriented effective and efficient 
implementation Educational Schedule 

n 0 0 2 4 9 

% .0 .0 13.3 26.7 60.0 

 
In consequence of the investigation carried out, it has been determined that the 

participant are satisfied at a very high level with the objective compliance and 

method and technique of the education offered in terms of comprehension of the 

subject. 

Table 4.7 : Evaluation of INSET trainers 

  
Totally 

Inadequate 
Inadequate 

Medium-

Level 

Adequate 

Adequate 
Completely 

Adequate 

Dominance to subject 

(Having sufficient knowledge accumulation 

in her/his field) 

N .0 0 0 4 11 

% .0 .0 .0 26.7 73.3 

Presentation of subject via topic – 

compliance methods and techniques 

N 0 0 1 4 10 

% .0 .0 6.7 26.7 66.7 

Using the time in an effective and efficient 

way 

N .0 1 1 4 9 

% .0 6.7 6.7 26.7 60.0 

Addressing the topics in a way being clear, 

easily comprehensible and compliance to 

the educational level of the participants 

N 0 1 0 6 8 

% .0 6.7 .0 40.0 53.3 

Causing the participants to get informed 

regarding the accession and utilization of 

relevant resources 

N 0 0 1 6 8 

% .0 .0 6.7 40.0 53.3 

Skills of ensuring motivation and 

establishing communication 

N 0 0 2 4 9 

% .0 .0 13.3 26.7 60.0 

In place and time use of required tools – 

equipments to be able to present the topic  

more effectively 

N 0 0 2 7 6 

% .0 .0 13.3 46.7 40.0 

Following the activity schedule 
N 0 1 1 2 11 

% .0 6.7 6.7 13.3 73.3 

Using topic – compliance measuring and 

assessment methods 

N 0 0 2 3 10 

% .0 .0 13.3 20.0 66.7 
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Table 4.7 : Evaluation of INSET trainers (continue) 

Associating the content of training with 

current subjects and studies 

N 0 0 1 6 8 

% .0 .0 6.7 40.0 53.3 

Associating the content of training with the 

duty area of the participants 

N 0 0 2 2 11 

% .0 .0 13.3 13.3 73.3 

 

It has been determined that the participant receiving training were very satisfied with 

the educator‘s characteristics such as the dominance to the subject (having sufficient 

knowledge accumulation in her / his field), presentation of topic via appropriate 

methods and techniques, addressing the subjects in a clear, comprehensible and 

participants‘ level – matching manner, causing the participants to be informed 

regarding accession to knowledge and utilization of pertinent resources and 

associating the content of training with the current issues and endeavors. 

 

Table 4.8 : Returns of INSET for participants 

 
No 

Participation 
Avoid from 

Participation 

Moderate 
Level 

Participation 
Participating 

Completely 
Participating 

Training made a positive 
contribution to my 
development 

n 0 0 3 4 8 

% .0 .0 20.0 26.7 53,3 

Training made a positive 
contribution to my personal 
development 

n 0 0 4 6 5 

% .0 .0 26.7 40.0 33.3 

Training caused me to 
acquire new information and 
skills 

n 0 0 1 2 12 

% .0 .0 6.7 13.3 80.0 

Education enhanced my 
motivation 

n 0 0 3 4 8 

% .0 .0 20.0 26.7 53.3 

Education caused me to 
acquire new information and 
skills I can apply at my 
institution 

n 0 2 0 3 10 

% .0 13.3 .0 20.0 66.7 

Education caused me to 
acquire new information and 
skills I can share with my 
colleagues 

n 0 0 3 5 7 

% .0 .0 20.0 33.3 46.7 

Education increased my 
interest against the topic 

n 1 0 1 3 10 

% 6.7 0.0 6.7 20.0 66.7 

 

The participant took part in the training have stated that the education has ensured 

acquisition of post – training new knowledge and skills which can be applied at their 

own institutions and promoted their interest against the subject. 
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Table 4.9 : General Evaluation of INSET 

  Yes No 

Did your participants pay due attention to the training time? 
n 15 0 

% 100.0 .0 

Were the interest, contribution and contribution levels 

adequate? 

n 14 1 

% 93.3 6.7 

Did you make contribution to the educational activity you 

have attended? 

n 11 4 

% 73.3 26.7 

Was the coordination of our Test Center at the adequate 

level? 

n 15 0 

% 100.0 .0 

From now on do you want to join to another training activity 

our Center shall organize? 

n 14 1 

% 93.3 6.7 

 

It has been determined that the participant were pleased and found that the educator 

and the institution were sufficient at the end of training and want to attend to future 

trainings as well. 

4.3 Assessment Inventory for In-Service Vocational Trainings and Studies (AI 

INSET) 

  N % 

Gender 
Female 5 33.3 

Male 10 66.7 

Marital Status 
Married 7 46.7 

Single 8 53.3 

Age 

20-30 Years old 5 33.3 

31-40 Years old 9 60.0 

41-50 Years old 0 .0 

51 Years old and above 1 6.7 

Educational background 

Associate Degree 0 .0 

Bachelor Degree 2 13.3 

Master Degree 10 66.7 

Doctoral Degree 3 20.0 

Work Experience 

1-5 Years 7 46.7 

6-10 Years 7 46.7 

11-15 Years 0 .0 

16-20 Years 0 .0 

21 Years and Above 1 6.7 
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33.0% of participant who participated in the assessment of in-service training center were 

female, 66.7% male, 46.7% married, 53.3% single, 33.3% in the age range of 20-30,60.0% 

in range of 31-40, 6.7% 51 years old and above, 13.3% graduate of associate degree, 66.7% 

Master Degree and 20.0% Doctoral Degree, service time of 46.7% is between 1-5 years, 46.7 

between 6-10 years and 6.7% 21 years and above. 

According to the research findings, a significant difference has not been found between the 

Gender, civic status, function, field, age and variances of educational degree graduated from 

last and sub-factors. Also in the study carried out by Atanur Baskan and Buyukcan (2010), a 

significant distinction has not been come across between Gender variance – based beneficial 

dimension of Vocational studies. This situation overlaps with the outcomes of the study.  

Table 4.10 : Assessment Inventory for In-Service Vocational Trainings and Studies 

(AI INSET) Suitability of Purpose  

 

Never 

Participates 

Not 

Participating 
Hesitant Participating 

Completely 

Participating 

In-service vocational trainings and 

studies applied at your IAU Vocational 

Test Center ensure acquisition of 

information regarding innovations. 

n 1 0 0 4 10 

% 6.7 .0 .0 26.7 66.7 

In-service vocational trainings and 

studies applied at your IAU Vocational 

Test Center ensure completion of 

Vocational qualification – related 

shortages. 

n 0 0 1 5 9 

% .0 .0 6.7 33.3 60.0 

In-service vocational trainings and 

studies applied at your IAU Vocational 

Test Center are being actualized as a 

formality. 

n 9 1 3 0 2 

% 60.0 6.7 20.0 .0 13.3 

In-service vocational trainings and 

studies applied at your IAU Vocational 

Test Center enhances efficiency of the 

Tests at IAU Vocational Test Center. 

n 0 1 1 5 8 

% .0 6.7 6.7 33.3 53.3 

In-service vocational trainings and 

studies applied at your IAU Vocational 

Test Center ensure acquisition of 

distinctive perspectives regarding the 

profession of teaching. 

n 0 0 2 5 8 

% .0 .0 13.3 33.3 53.3 

In-service vocational trainings and 

studies applied at your IAU Vocational 

Test Center ensures Vocational 

qualification for the teaching. 

n 0 2 1 3 9 

% .0 13.3 6.7 20.0 60.0 

 

The teaching staff who participated the training have demonstrated agreement at a 

very high rate to the opinions concerning the purpose – compliance feature of in-

service training and studies given below. 

 In-service vocational trainings and studies applied at your IAU Vocational Test 

Center ensure acquisition of information regarding innovations.  
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 In-service vocational trainings and studies applied at your IAU Vocational Test 

Center ensure completion of vocational qualification – related shortages. 

This situation also overlaps with the outcomes of the study accomplished by Baskan 

(2001). Majority of the teaching staff in this study has stated that in-service 

vocational training programs are beneficial. The management and teaching staff who 

functioned in Ucar (2005) – carried out study have expressed that Vocational training 

is a necessity for our age and the studies have provided closely follow up for the 

innovations and the developments in scientific, technologic and social developments 

made the in-service training compulsory. In addition, according to the conclusions of 

the study materialized  y Akçay Kizilkaya (2012), the Vocational studies – oriented 

attitudes of the teaching staff have been generally positive too. 

Table 4.11 : Assessment Inventory for In-Service Vocational Trainings and Studies 

(AI INSET) Suitability of Content  

  
Never 

Participates 

Not 

Participating 
Hesitant Participating 

Completely 

Participating 

The contents of in-service vocational 

trainings and studies are 

comprehensive and satisfactory. 

n 0 1 0 9 5 

% .0 6.7 .0 60.0 33.3 

The content of in-service vocational 

trainings and studies are productive. 

n 0 0 2 6 7 

% .0 .0 13.3 40.0 46.7 

The contents of in-service vocational 

trainings and studies are interesting. 

n 0 1 2 5 7 

% .0 6.7 13.3 33.3 46.7 

In-service vocational trainings and 

studies cover the current issues. 

n 0 0 0 8 7 

% .0 .0 .0 53.3 46.7 

The contents of in-service vocational 

trainings and studies in nature of 

augmenting the quality of the 

education. 

n 0 0 0 4 11 

% .0 .0 .0 26.7 73.3 

The content of in-service vocational 

trainings and studies are in nature to 

become resolution for the problems the 

teaching staff’s experience. 

n 1 1 0 7 6 

% 6.7 6.7 .0 46.7 40.0 

The content of in-service vocational 

trainings and studies are being 

prepared in consideration of 

requirement of teacher. 

n 1 1 1 8 4 

% 6.7 6.7 6.7 53.3 26.7 

 

The teaching staff who participated the training have demonstrated agreement at a 

very high rate to the opinions concerning the contents – compliance feature of in-

service vocational trainings and studies given below. 

 In-service vocational trainings and studies comprises current issues. 
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 The contents of in-service vocational trainings and studies are in nature to 

promote quality of the training. 

 The contents of in-service vocational trainings and studies are comprehensive and 

satisfactory. 

It is seen that the participants are in some expectations of contents – oriented in-

service vocational trainings and studies in dimension of content – compliance of in-

service vocational trainings and studies.  It is seen that the teaching elements are in 

expectations from their in-service vocational trainings and studies; that they can open 

profession – related new horizons and make contribution to the profession, should be 

practice – oriented and draw attention and the topics are strengthened in terms of 

technical and active participation of teacher to the process and sound determination 

of requirements and short-term trainings to be offered and on voluntariness basis. 

This situation overlaps with the study carried out by Ilgan (2013) as well. In the 

interview form prepared being oriented towards determination of these expectations, 

the teaching elements have stated the seminar topics they needed. The trainings 

needed by the teaching elements as the content have been tried to be determined. It is 

seen that the results fully overlap each other once the outcomes of such research 

were examined. According to the results of the study; it has emerged that first of all, 

that the teaching staff they want to take personal characteristic – developing seminar 

programs like studying an individual distinction – oriented education-instruction and 

classroom management / discipline and using time effectively, communication, good 

and effective talk. According to Sarigoz (2011), the teachers think that the vocational 

training courses offered as a scientific content was insufficient. Also the results of 

Genc (2010) has been evident that need to be made more appealing to the traditional 

Vocational development activities are required to be turned into a more interesting 

state. According to the findings of the study, a significant difference failed to be 

found between the variables of gender, marital status, function, field, age, level of 

education and graduated last and years of service variables and Vocational studies in 

terms of their compliance. 
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Table 4.12 : Assessment Inventory for In-Service Vocational Trainings and Studies 

(AI INSET) Suitability of Process  

  
Never 

Participates 

Not 

Participating 
Hesitant Participating 

Completely 

Participating 

From the perspective of 
participants, the in-service 
vocational training and studies are 
performed at appropriate times. 

n 1 2 3 2 7 

% 6.7 13.3 20.0 13.3 46.7 

Performance of the in-service 
vocational training and studies are 
loss of time. 

n 10 1 2 1 1 

% 66.7 6.7 13.3 6.7 6.7 

Participation is being ensured to 
the vocational training and studies 
due to be mandatory. 

n 3 5 3 2 2 

% 20.0 33.3 20.0 13.3 13.3 

The principal of center takes 
necessary measures for the 

vocational training and studies are 
efficiently carried out applied at 
your IAU Vocational Training 
Center. 

n 0 0 1 3 11 

% .0 .0 6.7 20.0 73.3 

The vocational training and studies 
applied at your Vocational Test 
Center are tedious. 

n 10 2 2 0 1 

% 66,7 13.3 13.3 .0 6.7 

The teaching staff does not leave 
the training environment throughout 
vocational training and studies. 

n 0 2 2 2 9 

% .0 13.3 13.3 13.3 60.0 

The teaching staff follow up the 
vocational training and studies by 
paying due attention hereto. 

n 0 1 1 6 7 

% .0 6.7 6.7 40.0 46.7 

In process of vocational training 
and studies applied at your 
Vocational Test Center, training 
topics – related discussion medium 
is provided among the teaching 
elements. 

n 0 1 3 8 3 

% .0 6.7 20.0 53.3 20.0 

 

The teaching staff who participated the training have demonstrated agreement at a 

very high rate to the opinions concerning the contents – compliance feature of 

vocational trainings and studies given below. 

 The principal of center takes necessary measures regarding efficient execution of 

vocational training and studies at your IAU Vocational Training Center.  

 The teaching staff follow up the vocational training and studies by paying due 

attention here to. 

It is seen that it might be possible that too many problems are encountered at the 

point of planning and execution of MoNE – organized vocational training programs 

within the process and also the scientific studies exhibited outcomes baking up here 

of  In Ucar (2005) and Genç (2010) – carried out researches, results in direction of 

non-performance of teachers‘ Vocational training activities in appropriate times and 

environments have been obtained. Also in the study accomplished by Genc (2010), it 
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has become evident that the opinions of the teachers should be applied regarding the 

calendar, place and type of the training activities. 

It has emerged that this study was non-overlapping with above – mentioned studies 

carried out by Ucar (2005) and Genc (2010). 

Table 4.13 : Assessment Inventory for In-Service Vocational Trainings and Studies 

(AI INSET) Suitability of Teacher  

  
Never 

Participates 

Not 

Participating 
Hesitant Participating 

Completely 

Participating 

The educators designated in 

Vocational Trainings and Studies are 

selected from the persons being 

specialist in their fields. 

n 0 1 0 4 10 

% .0 6.7 .0 26.7 66.7 

The communication skills of educators 

designated in Vocational Trainings 

and Studies are at upper level. 

n 0 0 1 3 11 

% 0.0 0.0 6.7 20.0 73.3 

The educators Designated in 

Vocational Trainings and Studies are 

dominant in their topics. 

n 0 0 1 3 11 

% 0.0 0.0 6.7 20.0 73.3 

 

The participants who have participated such training have demonstrated agreement at a very 

high rate to the opinions given below concerning the eligibility of participant appointed 

vocational training and studies. 

 The communication skills of educators designated in Vocational Trainings and Studies 

are at upper level. 

 The educators Designated in Vocational Trainings and Studies are dominant in their 

topics. 

In consequence of the study conducted by Gumus (2006), it has emerged that the vocational 

training endeavors from other institutions are being carried out by persons who are not 

specialist of the work and incompetent in terms of qualification and the persons who 

participate in such studies as an official do not pay due attention to these efforts or attend to 

such studies without being geared up or the period of time allocated for these studies 

insufficient and the vocational training endeavors are required yet there is not adequate and 

poor quality.   

It has emerged that this situation does not overlap with the outcomes of the study. 
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Table 4.14 : Assessment Inventory for In-Service Vocational Trainings and Studies 

(AI INSET) Suitability of Method and Technique  

  
Never 

Participates 
Not 

Participating 
Hesitant Participating 

Completely 
Participating 

 Vocational Trainings and Studies are 
generally based on theoretical 
knowledge. 

n 0 2 6 5 2 

% .0 13.3 40.0 33.3 13.3 

It is efficient for vocational trainings 
and studies to be carried out through 
remote education method. 

n 1 5 7 1 1 

% 6.7 33.3 46.7 6.7 6.7 

The implementation of plain 
expressive method is efficient in the 
vocational trainings and studies. 

n 2 4 4 5 0 

% 13.3 26.7 26.7 33.3 .0 

Execution of vocational training 
activities through face-to-face training 
method would be more useful. 

n 0 0 3 2 10 

% .0 .0 20.0 13.3 66.7 

 

The participants who have participated such training have demonstrated agreement at a very 

high rate to the opinions given below concerning the suitability of methods and techniques 

applied in the vocational training and studies. 

 Execution of vocational training activities through face-to-face performance 

training method would be more useful. 

Nevertheless, the participants have expressed that offering the seminars using remote 

training method is an effective method due to ensuring facility of easy accession to 

teachers in many numbers yet such activities have led to the teachers to become 

solely audience because of remote training thus being offered through plain 

expressive method and such situation has decreased the interest of the participants. 

The participants have expressed for the vocational training activities to be offered 

through face-to-face and in performance training would be useful.  

When the training system of our age is considered, it is a teacher – focused teaching 

method and a traditional teaching method which comprises a process during which 

the teacher mostly conveys the knowledge to the trainees (Demirel, 2004).  Due to its 

features like unilateral interaction and no prompt feedback to the questions and 

audience being inactive and etc., it is a reality that the training sessions offered via 

plain expressive method do not deliver the effect expected from the efforts of this 

nature. 
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Table 4.15 : Assessment Inventory for In-Service Vocational Trainings and Studies 

(AI INSET) Suitability of Technical Infrastructure  

 

  
Never 

Participates 

Not 

Participating 
Hesitant Participating 

Completely 

Participating 

Vocational Trainings and Studies 
applied at IAU Vocational Test 
Center are provided with a quality 

audio system. 

n 0 0 1 7 7 

% .0 .0 6.7 46.7 46.7 

 Vocational Trainings and Studies 
applied at IAU Vocational Test 
Center are provided with an 
uninterrupted internet linkage. 

n 0 1 1 7 6 

% .0 6.7 6.7 46.7 40.0 

 Vocational Trainings and Studies 
applied at IAU Vocational Test 
Center are provided with a clear 
image quality. 

n 0 0 3 5 7 

% .0 .0 20.0 33.3 46.7 

The environment where the 
Vocational Trainings and Studies 
are offered at IAU Vocational Test 
Center (rooms, classrooms, 
conference halls, etc.) is suitable in 
terms of efficient execution of the 
seminar. 

n 1 1 0 3 10 

% 6.7 6.7 .0 20.0 66.7 

The ambient temperature of the 
environment where the Vocational 
Trainings and Studies are offered at 
your IAU Vocational Test Center is 
suitable in terms of efficient 
execution of the studies. 

n 1 0 2 3 9 

% 6.7 .0 13.3 20.0 60.0 

 Vocational Trainings and Studies 
applied at IAU Vocational Test 
Center are actualized by a crowded 
group of teachers. 

n 0 1 3 5 6 

% .0 6.7 20.0 33.3 40.0 

 

The participants who have participated such training have demonstrated agreement at a very 

high rate to the opinions given below concerning the conformity of environment and 

technical infrastructure of vocational training and studies. 

  Vocational Trainings and Studies applied at IAU Vocational Test Center are 

provided with a quality audio system.  

  Vocational Trainings and Studies applied at IAU Vocational Test Center are 

provided with an uninterrupted internet linkage.  

 The environment where the Vocational Trainings and Studies are offered at IAU 

Vocational Test Center (rooms, classrooms, conference halls, etc.) is suitable in 

terms of efficient execution of the seminar. 

 

 

 

 

 



 
 

  136 

 

Table 4.16 : Assessment Inventory for In-Service Vocational Trainings and Studies 

(AI INSET) Suita ility of Instructors‘ needs  

  
Never 

Participates 
Not 

Participating 
Hesitant Participating 

Completely 
Participating 

I willingly participate in  
Vocational Trainings and 
Studies 

n 0 1 0 5 9 

% .0 6.7 .0 33.3 60.0 

 Vocational Trainings and 
Studies meet the requirements 
of teacher. 

n 0 1 0 5 9 

% 0,. 6.7 .0 33.3 60.0 

 Vocational Trainings and 
Studies ensure necessary 
feedback. 

n 1 1 2 5 6 

% 6.7 6.7 13.3 33.3 40.0 

 Vocational Trainings and 
Studies are not required for the 
teaching profession. 

n 12 1 0 1 1 

% 80.0 6.7 .0 6.7 6.7 

 

The participants who have participated such training have demonstrated agreement at a very 

high rate to the opinions given below in relation to their conformity in terms of requirements 

of teaching staff of vocational training and studies. 

 I willingly participate in vocational trainings 

 Vocational trainings and studies meet the requirements of teacher. 

As for the conclusions of a study carried out by Genc (2010), necessity of making a 

requirement analysis or obtaining the opinions of teachers on this matter when composing 

the educational activities has emerged. 

Table 4.17 : Assessment Inventory for In-Service Vocational Trainings and Studies 

(AI INSET) Suitability of Results for Purpose 

  
Never 

Participates 
Not 

Participating 
Hesitant Participating 

Completely 
Participating 

 Vocational Trainings and Studies 
are generally executed in a 
manner matching with its 
objective. 

n 0 0 1 6 8 

% .0 .0 6.7 40.0 53.3 

 Vocational Trainings and Studies 
ensures seminar term to be 
efficient. 

n 0 0 2 6 7 

% .0 .0 13.3 40.0 46.7 

The trainings received at the end 
of Vocational Trainings and 
Studies are applicable. 

n 0 1 1 5 8 

% .0 6.7 6.7 33.3 53.3 

Feedback related to the Products 
of vocational development studies 
is provided to the participants. 

n 0 1 1 4 9 

% .0 6.7 6.7 26.7 60.0 

The trainings received at the end 
of Vocational Trainings and 
Studies augments the hardware 
of participants. 

n 0 1 1 3 10 

% .0 6.7 6.7 20.0 66.7 

The trainings received at the end 
of Vocational Trainings and 
Studies widen the horizon of the 
participants. 

n 0 0 1 4 10 

% 0.0 .0 6.7 26.7 66.7 

The participants agreed at a very high rate to the opinions given below concerning the 

objective conformity of results of the vocational training and studies conformity. 
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 At the end of vocational trainings and studies, the horizon of the participants expands. 

 In general, vocational trainings and studies are being accomplished in conformity with its 

purpose. 

Interview Form for Assessment of In-Service Vocational Trainings and Studies 

 

Table 4.18 : Personal Information 

  n % 

Gender 
Female 5 33.3 

Male 10 66.7 

Civic Status 
Married 8 53.3 

Single 7 46.7 

Age 

20-30 years old 4 26.7 

31-40 years old 10 66.7 

41-50 years old 0 .0 

51 years old and above 1 6.7 

EEducational degree graduated from last 

Associate Degree 0 .0 

Bachelor Degree 2 13.3 

Master Degree 10 66.7 

Doctoral Degree 3 20.0 

Duration of Service  

1-5 yıears 6 40.0 

6-10 years 8 53.3 

11-15 years 0 .0 

16-20 yıears 0 .0 

21 years and more 1 6.7 

66.7% of 15 participant who has filled in the  vocational education and activities – oriented 

interview assessment form were male, 53.3% married, 66.7% in age group of 3-41, 66.7% 

graduate from Master Degree and 53.3% has been functioning for 6-10 years.  

4.4 Interview Form for Assessment of In-Service Vocational Trainings and 

Studies 

In general, what do trainings and studies mean to you? Why? 

 Regarding refreshment and being dominant in current information, it provides 

positive results to us. 

 In general, it is carried out for having been done and does not always serve for its 

purpose. 

 I think of them being trainings meeting the requirements of the working 

participant in every profession and every working environment. 
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 I think of them being trainings required to be taken by persons functioning in any 

vocational group and when taken, it would not only be useful for the employee but 

also the employer. 

  Trainings and studies are the activities which provide vocational innovations and 

complete the profession-related shortages and allow the participants to acquire new 

perspective. 

  Trainings and studies are to exist because it provides completion of profession – 

related shortages and acquisition of knowledge regarding vocational competence. 

 It makes contribution to the studies and trainings of the people. It allows 

vocational shortages in the business life to be completed. 

 It provides positive contribution to the training and studies of persons and makes 

it possible for the people in the business life to follow up the daily developments and 

be aware of knowledge and skill concepts. 

 It means personal development. 

 Vocational training is to be available to follow up current vocational information. 

 From the vocational aspect, I am thinking of it being an opportunity to complete 

the shortages because, the innovations, developments, information, skills and 

behaviors are being compensated by these training sessions. 

 It should be included in the vocational development, it makes contribution hereto. 

 I am thinking of it being training sessions which meet the intended needs, enhance 

motivation of a person and ensure comfortable and peaceful working environment. 

 Being information about what would be done how, it allows us to be successful 

prior to starting a new project or work. 

 That it is an innovative study or makes contribution to the works. 

When the responses oriented towards overall evaluation of trainings and studies were 

looked through, they have made affirmative assessments such as the trainings have 

provided caused being enlightened regarding innovations and completed assessment 

and shortages and vocational competence to be acquired and ensured more active 

practice opportunity. Five of the participants have stated that it provided vocational 

development  However, one participant has reported a negative opinion like ―time 

loss‖ regarding training  
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In general, what are the advantages of trainings and studies? 

 The training sessions taken leads the participants to be well-equipped and more 

efficient in their business life and improve the quality of their competence. 

 Facilitating monitoring the profession – related developments and access to or 

individual hardships experienced in the business life. 

 To know your group and your teammates and learn who would undertake what roles and 

according to what criteria we would carry out our activities and gain the team spirit. 

 To dominate current knowledges and utilize data updating and experience. 

 Good for the perspective of following the current details. 

 If executed well enough, it may record a Vocational advancement. 

 It may be stated as the personal, institutional and set of development advantages. 

 It ensures dominance to the subject, using the time effectively and efficiently. 

 Easy accession opportunity to solution focus and to follow up the profession – 

oriented technologic development closely and sharing of persons with each other. 

 Vocational innovations and current information to be shared, vocational 

competence – related shortages to be completed and acquisition of new information 

and skills. 

 Advancing in career. It should increase efficiency in career and ability to follow 

up new and technologic developments. 

 Ability to closely follow up the technologic developments and develop in the 

Vocational area. 

 Deficiency, cooperation, horizon and new methods. 

 I do not think that it is an ability to follow up new developments, to be aware of 

technologic developments and learn new training models and get information on 

different topics. 

 Follow up the innovations, advance in career and promote efficiency in career. 

Once the opinions of participants oriented towards generally advantages of 

vocational trainings and studies are examined; they have stated that the vocational 

training is advantageous in terms of being aware of new information, offering 

different perspectives, providing opportunity to improve themselves and ability to 

notice the shortages. Three participants have stated that vocational training is 

advantageous in terms of development of overall and Vocational development – 

oriented information and four stated that is allows following the profession – 
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oriented technologic developments. According to this, the participants consider that 

vocational development seminars are advantageous from the aspect of allowing to be 

aware of new information and offering opportunity of seeing the shortages and 

making it possible to exchange and share the ideas and acquisition of different 

perspectives and in this context, it offers the teachers a facility to develop 

themselves.  

In general, what are the disadvantages of trainings and studies? 

 I do not think that it has disadvantages. 

 In the event of not planned well, participation decreases. 

 İts continuous execution and talking a out the same things for many times lead to 

loss of motivation and time. 

 The time when it is done is crucial; it should be planned in a way not to disturb 

current works. 

 Incompetent educator, ideal differences and no testing participation. 

 It is probable to lose time. 

Once the opinions of participants oriented towards generally disadvantages of 

vocational trainings and studies are reviewed; the participants have reported opinions 

regarding that the seminars were disadvantageous as follows; ―the seminars are not 

efficient and not in compliance to its o jective‖ and ―repetition of the same and 

known su jects‖ and ―it does not provide adequate feed ack‖ and ―loss of effort and 

time‖ and the time when the seminars were realized was not suita le‖   

In general, do you deem that trainings and studies are required? (Yes) 

 Since the human is a living creature in the working environment who constantly 

renew and improves itself, it should continuously improve itself. 

 Because, thanks to these training activities, the persons are able to have more 

efficient information and skills for themselves and their business life.  

 Because vocational trainings and studies make positive contribution to the 

development of the persons. 

 Yes I do. It has made positive contribution to my personal development. 

 Yes, because the human should continuously improve itself and follow up the 

innovations by taking these trainings. 
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 Yes, because it ensures promotion of efficiency and effectiveness in terms of 

professional aspect. 

 Yes, to upgrade the quality of work. 

 I find it necessary. In addition to this as I have stated above, I find it useful for the 

most substantial personal development. 

 It is required and ensures working motivation and updating the information. 

 I find it necessary as it composes the training medium where the stages and 

resolutions required to be come over are produced and developed for every 

profession to be properly accomplished. 

 Explicitly because, the training and studies of this nature are not only useful the 

person but also for the institution. 

 In form of a workshop with Vocational educator, yes. 

 Conveyance of continuously renewed and improved vocational information to the 

participants makes serious contribution to the vocational developments of the 

participants. 

 Obtaining detailed information regarding the studies we carried out or shall carry 

out, we complete our shortages. 

Once the reasons of the participants who have responded as ‖Yes‖ to the question of 

―Do you in general find that  vocational trainings and studies are required?‖ were 

examined; it has been identified that they have in a general sense stated that they 

found the training necessary due to ensuring Vocational and personal development. 8 

of the participants have found that the training is required since it augments personal 

development or knowledge. 

In general, do you deem that vocational trainings and studies are required? (No) 

 It does not always serve for its objective and adequate information might not be 

provided as per training. 

Yet, she/he has stated that it is required due to ―it allows development in sense of 

profession‖  Nevertheless, the participants have stated that the seminars are not 

required because of reasons like they do not fulfill the requirements and the trainings 

are not interesting. 
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In general what are your expectations from vocational trainings and studies? 

 Taking detailed information regarding from what steps the study would be 

composed and when and what works are required and the criteria.  

 Responding what is wanted without being boresome and its well-done timing plan 

and support of its content with useful and current information. 

 The dominance of the persons offering the training should be adequate and the 

topics should be comprehensible and due attention is to be paid to it to meet needs of 

people. 

 It should have the general curriculum. 

 New skills to be made acquired to the participants with the current vocational 

knowledge and these skills are required to be available at usable levels. 

 It should be in quality and efficient to meet requirements of persons and the 

vocational competency – related shortages to be eliminated. 

 I expect contribution to my vocational development. 

 Realization of the training and studies being professionally in accordance with the 

intended purpose.  

 Advancement should be arranged to happen in career and possess overall 

curriculum. 

 To be executed continuously and its training schedules to provide a full response 

to the need. 

 Performance – oriented trainings may be offered. 

 To learn new knowledges and ability to closely follow up the profession – related 

developments. 

 Innovative, planned, regularly and horizon increasing. 

 It should cause acquisition of information about the innovations and cause record 

of making advancing in your profession. 

In general, once the expectations of participants from generally the  vocational 

trainings and studies are reviewed; the participants have reported following opinions; 

they should be able to get profession – oriented new horizons and make contribution 

to the profession and be actively participated and practice – oriented and be the 

expert persons and attractive and prepared with a well – programming and the topics 

should be technically strengthened and be medium supported by visual materials and 

motivating and not boring and requirements of teacher should be soundly selected.   
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When the data were assessed and the low number of teachers who stated that they did 

not have any expectations from the vocational development seminars was 

considered, it can be said that the participants are generally within an affirmatives 

expectation against the vocational development seminars. The participants are within 

the expectation of the teacher‘s requirements are well-defined prior to schedules for 

the vocational development seminars and seminars to be offered through a sound 

program and the topics to be technically strengthened. The participants have 

expressed that they expect that the vocational development seminars are drawn up in 

a way to match with its objective and to open new horizons and make contribution to 

the profession.  

Are the vocational trainings and studies being effectively actualized from the 

Vocational Test Center? (Yes) 

 It is being offered by equipped persons in their fields. 

 Because the changing and developing documentation system and national 

qualifications is always and effectively materialized being updated from the test 

center.  

 Because, being always updated and knowledgeable for in-scope documentation 

preparation and test procedures, need to be continuously updated and informed is 

required.  

 Yes, we receive training on topics that are included within the scope of vocational 

test center at certain times.  

 Yes, because, thanks to these trainings which enable me to follow the documents 

and standards undergone to revision. 

 Yes, because people involved at the test center are required to be equipped with 

more knowledge and skills. 

 Yes, because the new information and procedures and the standards of national 

vocational qualifications are updated every other day elapsing. 

 Yes it is in conformity with the training schedules. 

 Being realized. Due to quality standard necessity, it is being actualized 

periodically and as the case might be. 

 Realization of the test center is to be realized regarding the training sessions of 

this nature to be followed up in a sense of physical position and educator. 

 Wide ranges of our test centers allow this in a sense of physical position.  
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 In process, at what stage we were and which works would be performed until next 

training and study are being brought forth.  

In relation to realization status of Vocational studies, some participants have stated 

an opinion saying only ― eing realized‖‖ and did not make further explanation 

hereof. 

Are you ambitious regarding participation in the vocational trainings and 

studies organized at your vocational Test center? (Yes) 

 Yes, because it makes contribution to personal and vocational developments. 

 Yes, because I support the tests conducted at the vocational test center and it is 

really required in the Republic of Turkey. 

 Yes, because I have always backed up existence of these tests of this nature. 

 Yes, it allows seeing the objective conformance of the training content. 

 Yes I am because, I am thinking of these tests of this nature are required to be 

conducted at advanced level. 

 Yes, it ensures to follow updates related to the works executed. 

 Yes, because I am supporting such a practice and participation makes me happy. 

 Every information and acquisition is a skill and experience. 

 I constantly attend hereto as it draws my attention. 

 Receiving the training improving my Vocational incompetency from an educator 

being a specialist in her / his field shall be beneficial for my development. 

 To the extent possible, I closely follow the training and study sessions because I 

find opportunity to develop myself. 

 It is a requirement for the process to be able to be perfectly and at the right time. 

Are you ambitious regarding participation in the vocational trainings and 

studies organized at your vocational Test center? (No) 

 Whereas dates of training are generally notified prior to a very short period of 

time, timing cannot be adjusted. 

Do you think that the trainings you received from the Vocational Test Center 

established at your university make contribution to you? (Yes / How) 

 The training previously received and those planned to be taken were in conformity 

from the perspective of their feasibility, seeing the outcome of so – acquired 

information and skills are very pleasing. 
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 Yes, now I constantly get more vocational Test – related information and 

innovations. 

 Yes, taking the details, my horizon has widened more and my interest against the 

topic enhanced. 

 Yes, it did make a very big contribution and learned new things regarding the 

matter and the quality management systems draw my attention much. 

 Yes, you can have a presentation in quality management and ISO processes. 

 Yes, I think that it became useful to develop myself. 

 Yes, I have had much more information regarding the topic and I am able to 

implement what I have learnt in my studies. 

 Yes, I have experienced how much important the matter was through practice. 

 Yes. I am able to reflect what I have learnt from the studies I have taken to my 

efforts. 

 I explicitly think so, particularly ISO/IEC 17024 training happened considerably 

productive. 

 I certainly agree, if such training had not existed, response to the certification 

extent and to the objective of the Test center could not have been provided at 

adequate level. 

 They caused me to have knowledge regarding the standards. 

 I have learned technical information on how a new vocational Test center would 

operate. 

Once the participants – given positive response were examined, against the question 

of ―Do you think that the trainings you received from the Vocational Test Center 

esta lished at your university made contri ution to you?‖, it has been identified that 

they provided accession to the new topics and concepts and allowed discernment of 

missing topics and the information and awareness related to ISO processes and 

certification have increased. 

What are your opinions about the materials and implementation method 

(lectures and PPT server etc.) employed in the training you have received from 

the Vocational Test Center established at your university (internet linkage, 

audio system etc.)? (Materials) 

 Very good. 
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 During the training, the level of sound and technologic materials was very 

satisfactory. 

 Sufficient for the training. 

 Quite suitable. 

 Actually being used effectively. 

 I have not come across with problems like Internet linkage, sound. 

 The materials used for training are suitable. 

 The materials used for training are suitable for the content of training and are 

being used without any hardship. 

 The systems and documents used have been drawn up very well. 

 Handy and sufficient. 

 Materials were adequate  It should  e used ın place to the extent needed  

 Projection audio system, internet linkage and visual and printed materials.  

 Presentation and the brochures we shall use had been prepared well. 

 Suitable. 

Once the participants – given positive response about the materials (Internet linkage, 

sound system, etc.) and application method used in the trainings they have received 

from the university established at the Vocational Test Center were examined, it has 

been identified that the materials and technical equipment used in the training were 

adequate and organized at a good level for an effective and efficient training.  Upon 

evaluation of responses, it has been seen that almost all of the participants has a 

similar opinion. 

What are your opinions about the materials and implementation method 

(lectures and PPT server etc.) employed in the training from the Vocational Test 

Center established at your university (internet linkage, audio system etc.)?  

 Narrative method should be used evenly so as not to lead boredom to the 

participants. 

 Allocation of space for lecture and PowerPoint questions ensure the training taken 

to become more permanent. 

 Enrichment of lecture together with providing its theoretical information and PPT 

server and images lead to its more use at the schools. 
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 Lecture type narration is not boring in the trainings; it is interesting with 

explanatory PPT server. 

 However, as a practice, despite being only lecture, selection of a narration path by 

adding also the audiences to the event may be more effective. 

 Quite suitable.  

 The application method employed fully covers the content of training offered. 

 Not only in narrations in form lecture supported by presentation of references in 

printed visual and paper printouts, but also presentations and samplings enriched 

with multi-media. 

 To me, PPT presentation is more efficient in comparison to lecture. 

 More concentration might be given to the question – answer type questions used 

more in the trainings ensures more productive. 

 To be in form of presentations is more efficient. 

 The process should be narrated via both presentation and question – answer 

method. 

 Suitable. 

Once the pertinent participant opinions were examined via execution of education 

over the PPT presentations, it has been determined that execution of training in 

mainly visual and fun way ensured the education to be more efficient and rich. 

What are the trainings you want to be given in the vocational trainings and 

studies?  

 Academic research techniques 

 Training of research techniques  

 Training technologies 

 Measuring and assessment 

 Test, measuring and assessment 

 Training of test techniques 

 Question preparation 

 Training of question preparation 

 Question preparation 

 Question preparation guide 

 Training of question preparation techniques 
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 Use of training materials 

 Test technologies 

 Test application methods 

 Trainings related to how an test would be given 

 Question preparation training 

 Trainings for making performance test  

 Research techniques 

 Personal development trainings 

 Measuring and assessment  

 International training technologies and methods 

Once other trainings demanded by the participants were reviewed; it has been fixed 

that they demanded training also on the topics of mainly research design, research 

techniques and measuring and assessment.  

4.5 Performance Evaluation Form for Instructors who took or did not take In-

service Education and Training 

BEFORE AND AFTER SUCH TRAINING  

 

Table 4.19 : Mean and Standard Deviation of Knowledge and Skill Scores in the 

Experiment and Control Groups Before and After Training 

 

  

Experiment Control 

Before Training After Training 
Before 

Training 
After Training 

Ort. Ss Ort. Ss Ort. ss Ort. ss 

1. Regarding principles, procedures 
and techniques of Test (Execution 
of Test consistently and 
systematically), 

2.13 .35 4.93 .26 2.20 .41   

2. Test system and reference 
documents (perception of Test 
scope and implementation of 
control criteria), 

2.13 .35 4.73 .46 2.13 .35   

3. Conformity of the records required 
to be kept, 

2.20 .41 4.87 .35 2.20 .41   

4. Correct evaluation of findings, 2.07 .26 4.87 .35 2.67 .49   

5. Dominance to the scenarios used 
in the Test, 

2.27 .46 4.80 .41 2.40 .51   

6. Dominance to the equipment found 
at the performance Test laboratory, 

2.07 .26 4.87 .35 2,13 .35   



 
 

  149 

 

 

Table 4.19 : Mean and Standard Deviation of Knowledge and Skill Scores in the 

Experiment and Control Groups Before and After Training (continue) 

 

7. Dominance to TS EN ISO / IEC 
17024 Documentation, 

2.20 .41 4.87 .35 2.40 .51   

8. The questions asked during the 
Test at a level which would not 
endanger the Test and to be 
clarified at a level to keep all 
participants informed,  

2.07 .26 5.00 00 2.40 .51   

9. Applicable Legislation (Test 
schedule – related applicable laws, 
regulations and other conditions to 
be known and the participants to be 
aware of legal obligations they are 
subject to), 

2.07 .26 4.80 .41 2.27 .46   

10. Ability to plan the Test, time 
management, ability to represent 
delegation, delegation to be 
organized and guided and 
guidance for the candidate 
participant to be certificated. 

2.07 .26 4.93 .26 2.20 .41   

 

The skill (consistently and systematically execution of Test) score ―regarding the Test 

principles, procedures and techniques‖ has risen from 2 13 up to 4 93 in the experiment 

group. 

The skill score of (comprehension of Test concept and implementation of control criteria) 

exam system and reference documents has risen from 2.13 up to 4.73 in the experiment 

group. 

The skill sore of ―Conformity of records required to  e kept in the exam‖ has risen from 2 20 

up to 4.87 in the experiment group. 

The skill sore of ―Correct assessment of findings‖ has risen from 2 07 up to 4 87 in the 

experiment group. 

The skill sore of ―Dominance to the scenarios used in the exam‖ has risen from 2 27 up to 

4.80 in the experiment group. 

The skill sore of ―Dominance to the equipment found at the performance exam la ‖ has risen 

from 2.07 up to 4.87 in the experiment group. 

The skill sore of ―Dominance to TS EN ISO / IEC 17024 Documentation‖ has risen from 

2.20 up to 4.87 in the experiment group. 
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The skill sore of ―Clarification of questions asked at a level which would not endanger the 

Test and to  e clarified at a level to keep all participants informed‖ has risen from 2 07 up to 

5.00 in the experiment group. 

The skill sore of ―Applica le Legislation (Test schedule – related applicable laws, 

regulations and other conditions to be known and the participants to be aware of legal 

o ligations they are su ject to)‖ has risen from 2 07 up to 4 80 in the experiment group. 

The skill sore of ―A ility to plan the Test, time management, a ility to represent delegation, 

delegation to be organized and guided and guidance for the candidate participant to be 

certificated ‖ has risen from 2 07 up to 4 93 in the experiment group. 

 

Figure 4.4: Mean and Standard Deviation of Knowledge and Skill Scores in the 

Experiment and Control Groups Before and After Training 

Table 4.20: Performance Scores Comparison of Experiment Group Before and After 

Training 

  N MeanRank Z p 

After 1 – Before 1 

NegativeRanks 0 .00 

-3.626 .000* 
PositiveRanks 15 8.00 

Ties 0 
 

Total 15 
 

After 2 – Before 2 

NegativeRanks 0 .00 

-3.52 .000* 
PositiveRanks 15 8.00 

Ties 0 
 

Total 15 
 

After 3 – Before 3 

NegativeRanks 0 .00 

-3.542 .000* 
PositiveRanks 15 8.00 

Ties 0 
 

Total 15 
 

4,9 
4,7 4,9 4,9 4,8 4,9 4,9 5,0 

4,8 4,9 

2,2 2,1 2,2 

2,7 
2,4 

2,1 
2,4 2,4 2,3 2,2 

q.1 q.2 q.3 q.4 q.5 q.6 q.7 q.8 q.9 q.10

Test Group (After Training) Control Group (Prior to Training)
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Table 4.20: Performance Scores Comparison of Experiment Group Before and After 

Training (continue) 

      

 

After 4 – Before 4 

NegativeRanks 0 .00 

-3.626 .000* 
PositiveRanks 15 8.00 

Ties 0 
 

Total 15 
 

After 5 – Before 5 

NegativeRanks 0 .00 

-3.508 .000* 
PositiveRanks 15 8.00 

Ties 0 
 

Total 15 
 

Son.6 - Ön.6 

NegativeRanks 0 .00 

-3.626 .000* 
PositiveRanks 15 8.00 

Ties 0 
 

Total 15 
 

Son.7 - Ön.7 

NegativeRanks 0 .00 

-3.624 .000* 
PositiveRanks 15 8,. 0 

Ties 0 
 

Total 15 
 

Son.8 - Ön.8 

NegativeRanks 0 .00 

-3.771 .000* 
PositiveRanks 15 8.00 

Ties 0 
 

Total 15 
 

Son.9 - Ön.9 

NegativeRanks 0 .00 

-3.624 ,000* 
PositiveRanks 15 8.00 

Ties 0 
 

Total 15 
 

Son.10 - Ön.10 

NegativeRanks 0 .00 

-3.69 .000* 
PositiveRanks 15 8.00 

Ties 0 
 

Total 15 
 

*p<0,05 

 

Negative Ranks. After < Before  

Positive Ranks. After > Before  

Ties. After = Before 

The Wilcoxon Test results made in order to compare the knowledge and skill – based 

performance item scores of experiment group before and after the training have been 

provided in the table. According to the analysis outcomes, in all of the knowledge 
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and skill – based performance items, the post – training scores have increased at a 

significant level in comparison to the state prior to training (p<0,05). The training 

executed according to this has increased the knowledge and skill – based 

performance of the training participant. 

 

 

Figure 4.5 : Performance Scores Comparison of Experiment Group Before and After 

Training 

Table 4.21 : Experiment and Control Groups Comparison  

    N MeanRank U p 

Regarding the exam principles, procedures and technics  

(Execution of exam consistently and systematically), 

Experiment 15 23.00 
.000 .000* 

Control 15 8.00 

Exam system and reference documents (comprehension of 

exam scope and implementation of control criteria), 

Experiment 15 23.00 
.000 .000* 

Control 15 8.00 

Conformance of the records required to be kept during exam 
Experiment 15 23.00 

.000 .000* 
Control 15 8.00 

Correct evaluation of findings 
Experiment 15 23.00 

.000 .000* 
Control 15 8.00 

Dominance to the scenarios used in the exam 
Experiment 15 23.00 

.000 .000* 
Control 15 8.00 

Dominance to the  equipment found at the exam lab 
Experiment 15 23.00 

.000 .000* 
Control 15 8.00 

Dominance to TS EN ISO/IEC 17024 Documentation 
Experiment 15 23.00 

.000 .000* 
Control 15 8.00 

Clarification of questions asked in the exam at a level not to 

endanger the exam and to keep all participants informed, 

Experiment 15 23.00 
.000 .000* 

Control 15 8.00 

2,1 2,1 2,2 2,1 
2,3 

2,1 2,2 2,1 2,1 2,1 

4,9 
4,7 4,9 4,9 4,8 4,9 4,9 5,0 

4,8 4,9 

q.1 q.2 q.3 q.4 q.5 q.6 q.7 q.8 q.9 q.10

Prior to Training After Training
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Table 4.21 : Experiment and Control Groups Comparison (continue) 

Applicable legislation (Exam Schedule – related laws, 

regulations and other terms to be known and the candidates to 

be aware of legal obligations they are subject to), 

Experiment 15 23.00 
.000 .000* 

Control 15 8.00 

Ability to plan the Test, time management, ability to represent 

delegation, delegation to be organized and guided and 

guidance for the candidate participant to be certificated  

Experiment 15 23.00 
.000 .000* 

Control 15 8.00 

*p<0,05 

According to Mann Whitney Test result made in order to compare the knowledge and skill – based 

performance item scores of Control group before the training and post – training scores of Test Group, 

have been provided in the table. According to the analysis outcomes, in all of gthe nowledge and skill 

post – training scores of Test Group for all knowledge and skill – based performance items are higher 

than the scores of Control Group before such training at a statistically significant level. 
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5. CONCLUSION 

5.1 Conclusion & Discussion 

In this section, the final part of the study was explained. This part includes the 

conclusion of the study, implications for teaching as well as suggestions for further 

research.  

The intention of this study was to investigate the current perceptions of in-service 

education and training needs of instructors working in the accreditation process at 

vocational qualification test centers, in terms of their in-service training needs with 

orientation on accreditation process capability, and competencies related to their 

subject matter. It was aimed to determine their preferences as to the most feasible 

means of meeting their needs in terms of a potential INSET course. A model 

highlighting the way to cover the needs of the sample group according to the data 

gathered through questionnaires was also suggested in this chapter. 

Based on the ANOVA test, the questionnaire for needs analysis aimed to identify if 

the instructors working in IAU needed INSET and what kind of education training 

they needed  It revealed that the instructors with Master‘s degree needed INSET in 

terms of preparation of ISO TS/EN 17024 documentation, the content of National 

Occupational Standard, and if they learned how to do performance exam in VOC-

TEST Centre, and what their job descriptions and responsibilities were in the test 

center. 

The other questionnaire, the Evaluation Form for In-service Education and Training 

(EF INSET),was administered to the instructors and they answered the questions 

based on the opinions and evaluations of the instructors about the training they 

received and  what their training needs were. The result of  the investigation  showed 

that the participants were satisfied at a very high level with the objective 

compliance,the method and technique of the education offered in terms of 

comprehension of the su ject, and the educator‘s characteristics such as the 
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dominance to the subject (having sufficient knowledge accumulation in her / his 

field), the presentation of topic via appropriate methods and techniques, addressing 

the su jects in a clear, comprehensi le and participants‘ level – matching, causing 

the participants to be regarding the access to knowledge manner and the utilization of 

pertinent resources and associating the content of training with the current issues and 

endeavors. 

The participants took part in the training  stated that the education  ensured that 

through  the acquisition of post – training, new knowledge and skills could be 

applied at their own institutions and their interest in the subject could be promoted. 

At the last part of the questionnaire, the participants also stated that the educators and 

the institution were satisfactory during training and they wanted to attend  future 

trainings. 

For the third questionnaire, which consisted of eight sections, the participants were 

administered an Assessment Inventory for In-Service Vocational Trainings and 

Studies (AI INSET), which aimed to find out their views about in-service education 

and training needs. The teaching staff who participated in the training session agreed 

at a very high level that they served  the purpose of training and complied with the 

features of in-service training and studies. The participants also stated that in-service 

vocational trainings and studies applied at IAU Vocational Test Center ensured the 

acquisition of information regarding innovations and completion of Vocational 

qualifications. In addition, the teaching staff who participated in the training agreed 

that training and studies at the IAU Vocational Training Center was quite 

satisfactory.   

The participants who participated in this training agreed with the opinions given in 

the questionnaire concerning the eligibility of participants appointed vocational 

training and studies. Almost all of the participants agreed that the communication 

skills of educators designated in Vocational Trainings and Studies were at upper 

level and they found training satisfactory. 

Concerning the suitability of methods and techniques applied in the vocational 

training and studies, the participants stated that execution of vocational training 

activities through face-to-face performance training method would be more useful. 
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The results of the suitability of technical infrastructure section of the questionnaire  

showed that the participants were satisfied with the conformity of environment and 

the technical infrastructure of vocational training and the studies provided with a 

quality audio system, the uninterrupted internet linkage, and the efficient execution 

of the seminar  In the instructors‘ needs part of the questionnaire, the participants 

agreed at a very high rate that the teachers met the requirements and they willingly 

participated in Vocational Trainings program. 

The results of the objective conformity of suitability for purpose part showed that 

vocational trainings and studies were accomplished in conformity with its purpose 

and the participants‘ horizons expanded   

In the fourth questionnaire, which consists of ten open-ended questions, the 

participants were given an Interview Form for Assessment of In-Service 

Vocational Trainings and Studies, which aimed to find out their views about in-

service education and training needs. 

The participants generally found the vocational program useful and they stated that 

the vocational training provided them with new information, offering different 

perspectives, providing opportunity to improve themselves by being aware of the 

shortages. Three participants  stated that vocational training was advantageous in 

terms of development of overall and Vocational development – oriented information. 

The participants also considered that vocational development seminars were 

advantageous in terms of providing them with an   awareness of new information and  

opportunity of seeing the shortages. These seminars made them exchange and share 

the ideas and see  different perspectives. 

When the responses oriented towards overall evaluation of trainings and studies were 

examined it could be said that the program made positive contribution to  improve 

their vocational competence. Fourteen of the participants stated that it helped them to 

develop their vocational kills.  However, only one participants found the training as a 

waste of time. 

The participants who responded ‖Yes‖ to the question ―Do you in general find 

vocational trainings and studies necessary ?‖ the majority  stated that they found the 

training necessary since it provided vocational and personal development for them.. 

Eight participants stated that the training was effective because it helped them to 

make personal development and increase their knowledge. 
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In general, when the expectations of participants from the vocational trainings and 

studies were reviewed; the following conclusions can be obtained: 

 They should gain new horizons and make contribution to the profession and actively 

participate in practice – oriented trainings and become expertise in programming and 

the topics should be technically improved and supported by visual materials and 

motivation should be enhanced.    

When the data were assessed the small number of teachers stated that they did not 

have any expectations from the vocational development seminars. was considered, 

however  it can be said that the majority of the participants stated an affirmative 

expectation for the vocational development seminars. The participants generally 

expressed their positive opinions about the vocational development seminars but it 

can be concluded that  these seminars should be designed  in a way to match with its 

objectives and should  open new horizons for making contribution to the profession.  

The participants stated positive opinions about the use of materials such as Internet 

linkage, sound system, etc.) since the application method was used in the trainings 

and  they used university facilities. They found all the materials and technical 

equipment used in training sessions adequate. They were also positive about the 

organization of the program. 

In the last questionnaire, the participants‘ performances were evaluated through a 

form which aimed to identify how in-service training received by the instructors 

working in IAU Vocational Test Centre affects their performance.  

According to Wilcoxon test applied to compare the pre-performance scores and post-

performance scores of experimental group, it was o served that all participants‘ 

performances based on skills and knowledge increased in the vocational in-service 

education and training courses. 

According to Mann Whitney test applied to compare the knowledge and skills of 

experimental group and control group, it was identified that the experimental group 

was more successful than the control group in all questions. Regarding this result the 

performance scores of the participants who took vocational in-service education and 

training course were higher than those who did not participate in the course.  

Based on the results of Wilcoxon test and Mann Whitney test, the skill (consistently 

and systematically execution of Test) score ―regarding the Test principles, 
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procedures and techniques‖ rose from 2 13 up to 4 93 in the experiment group  

According to the results, INSET course was effective. The skill score of 

(comprehension of Test concept and implementation of control criteria) exam system 

and reference documents rose from 2.13 up to 4.73 in the experiment group. The skill 

sore of ―Conformity of records required to  e kept in the exam‖ rose from 2 20 up to 

4.87 in the experiment group. The skill sore of ―Correct assessment of findings‖ rose 

from 2 07 up to 4 87 in the experiment group  The skill sore of ―Dominance to the 

scenarios used in the exam‖ rose from 2 27 up to 4 80 in the experiment group  The 

skill sore of ―Dominance to the equipment found at the performance exam la ‖ rose 

from 2 07 up to 4 87 in the experiment group  The skill sore of ―Dominance to TS 

EN ISO / IEC 17024 Documentation‖ rose from 2 20 up to 4 87 in the experiment 

group  The skill sore of ―Clarification of questions asked at a level which would not 

endanger the Test and to  e clarified at a level to keep all participants informed‖ rose 

from 2 07 up to 5 00 in the experiment group  The skill sore of ―Applica le 

Legislation (Test schedule – related applicable laws, regulations and other conditions 

to  e known and the participants to  e aware of legal o ligations they are su ject to)‖ 

has risen from 2 07 up to 4 80 in the experiment group  The skill sore of ―A ility to 

plan the Test, time management, ability to represent delegation, delegation to be 

organized and guided and guidance for the candidate participant to  e certificated ‖ 

rose from 2.07 up to 4.93 in the experiment group. 

It can be concluded that for INSET activities, accreditation process may have been 

regarded as being either too difficult to cope with or too costly to be handled with the 

present opportunities  In order to reduce this, instructors‘ needs must  e taken into 

consideration, and they should be supported accordingly with INSET courses. When 

they feel that their needs are considered in these courses, instructors might be more 

willing to participate in INSET activities. When they are integrated in activities, their 

needs might well be covered, which might let them re-think and adjust their methods 

and techniques, gain more confidence, recognize new materials, and evaluate 

themselves.  

Finally, instructors‘ ideas for INSET opportunities were revealed as an important 

factor in this study; INSET opportunities regarding environment, working conditions 

and official dealings should be taken into consideration prior to organization. The 

findings of the study support ed that activities should be arranged in times when 
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instructors did not have to teach. Besides, activities should be provided with the 

support of different sides such as Vocational Qualification Authority. It can also be 

concluded that Instructors are willing to participate in diverse courses of INSET 

including but not limited to series of seminars, one-shot workshops and e-trainings.  

In conclusion, it is believed that the interpretation of the needs analysis will help to 

form new INSET activities or re-form the existing ones to help instructors to become 

more competent instructors regarding accreditation process of vocational test centers. 

A new syllabus of INSET taking these points into consideration would compensate 

for the shortcomings of instructors working in accreditation process at the vocational 

test center. The results based on questionnaires highlights the importance of in-

service education and training for instructors working in the accreditation process at 

vocational qualification test centers since it has been determined that instructors 

working in the accreditation process are unlikely to succeed the requirements of job 

description. In this the importance of in-service education and training was 

emphasized. 

5.2 Further Research 

In this study, the needs analysis of in-servıce education and training of instructors 

working in the accreditation process at vocational qualification test centers was made 

and suggested a model within the scope of the study.   

It will possibly be helpful to conduct a study with a larger sample on the road to 

reach different results in a different city or country as this study was limited to 

instructors working in the accreditation process at İstan ul Aydın University 

vocational qualification test center. It might also be possible to reach different result 

with a sample group of instructors working at Vocational qualification test centers in 

the same or different area.  

Also, the same study can be carried out for other instructors working different 

departments such as ELT and Preparatory schools, Vocational schools, the other 

Vocational qualification test centers. 

 

 



 
 

  161 

 

 

REFERENCES 

Abazaoğlu, Ġ. (2014) , Dünyada Öğretmen Yeti tirme Programları ve Öğretmenlere 

Yönelik Mesleki Geli im Uygulamaları:  International Periodical For The 

Languages, Literature and History of Turkish or TurkicVolume, Ankara, p. 146. 

Adıgüzel, A. (2009). Yenilenen ilköğretim programının uygulanma sürecinde 

kar ıla ılan sorunlar  Mehmet Akif Ersoy Üniversitesi Eğitim Fakültesi Dergisi, 17, 

77-94. 

Aiken, L. R. (1979), Psychological Testing and Assessment, (3 Baskı), Allyn & 

Bacon, Inc., Boston. 

AkbaĢ, B. (2014) , Mesleki Eğitimin Önemi, Ulusal Yeterlilik Sisteminin Esasları, 

Amacı, İstihdam ve Ekonomiye Katkısı, Toprak ve İşveren Dergisi Sayı: 102 Sayfa: 

2. 

Akçay K. H. (2012), Öğretmenlerin Mesleki Geli imlerinin Mesleki Geli ime 

Yönelik Tutumları ve İ  Doyumları Bakımından İncelenmesi Üzerine Bir Ara tırma  

Yüksek Lisans Tezi  Kırıkkale Üniversitesi  Kırıkkale  

Akçekoca, A.  (2013),   Eğitim Siyasaları Uygulaması, Türkiye Ve Ortadoğu Amme 

İdaresi Enstitüsü Eğitim Yönetimi Yüksek Lisans Programı sayfa: 14-23. 

Akdeniz, N. (2008), Öğretmenlerin yeni programın getirdiği yeniliklere uyum 

sürecinde yasadıkları güçlükler  Yayımlanmamış Yüksek Lisans Tezi, Konya: Selçuk 

Üniversitesi Sosyal Bilimler Enstitüsü   

Archives, H, (2015), European Parliamentary Research Service. European 

Parliamentary Research Service. Retrieved 5 November 2015,  from 

http://epthinktank.eu 

Arslan, K. (2014), Mesleki Yeterlilik Sistemi Çerçevesinde Türkiye‘de Kurulan 

Personel Belgelendirme Merkezlerinin Sürdürüle ilirliğinin Sağlanmasında Tanıtım 

Ça alarının Rolü ve Önemi, İş, Güç Endüstri İlişkileri ve İnsan Kaynakları Dergisi 

Cilt:6 Sayı: 2, Sayfa:42-46-47. 

Arslan, S. & Özpınar, Ġ. (2008), Öğretmen nitelikleri: ilköğretim programlarının 

 eklentileri ve eğitim fakültelerinin kazandırdıkları, Necatibey Eğitim Fakültesi 

Elektronik Fen ve Matematik Eğitimi Dergisi (EFMED), 1(2), 38-63. 

AĢkar, P. & Olkun, S. (2005), PISA 2003 sonuçları açısından okullarda  ilgi ve 

ileti im teknolojileri kullanımı  Eğitim Araştırmaları, 19, 15–34. 

Atanur, Baskan, G., Büyükcan., Y. (2010)  İlköğretim Okullarındaki Hizmetiçi 

Eğitim Seminerlerinin Öğretmenlere Yararlılığı  Mediterranean Journal of 

Educational Research, Issue 7 , Year 2010, 30-44, Ankara. 

http://epthinktank.eu/


 
 

  162 

 

Atay, D. (2012), Avrupa‘da ve Türkiye‘de Mesleki Yeterlilik Sistemlerinin 

Kar ıla tırılması, Çimento İşverenler Endüstrisi , Sayı:1 Sayfa: 13-14. 

Avrupa Yeterlilik Çerçevesi Yararları, Eri im:15 09 2014  

http://www.myk.gov.tr/index.php/ayc   

AYÇ Referans Seviyeleri, Eri im:25 10 2014, 

http://www.myk.gov.tr/index.php/tr/ulusal-meslek-standartlar-ana/218-avrupa-

yeterllk-cerceves-ayc-referans-sevyeler  

Aydın, Ġ. (2005). Öğretimde Denetim  Ankara: PegemA Yayıncılık  

Aydın, A. & Baskan, G. 2005, The Problem of Teacher Training in Turkey. 

Biotechnology & Biotechnological Equipment, 19, 2, pp. 191-197 

http://dx.doi.org/10.1080/13102818.2005.10817215 

Ayvacı, ġ.H. & Devecioğlu, Y. (2006). Yeni program ve öğretmenlerin yenilikçi 

bakış açıları. First International Congress of Educational Research. Educational 

Research Association sunulan bildiri (1-3 Mayıs, Çanakkale)  

http://oc.eab.org.tr/egtconf/pdfkitap/pdf/458.pdf. 

Barbieri, N. (2012), Teachers Training in Italy, 1st ed, Retrieved from 

http://www.uv.es/ 

Bartley, S. ‗‘ Mesleki Yeterlilik Sistemi Uluslararası Semineri ‗‘  Sunumlar ve 

Görü ler, Mesleki Yeterlilik Sistemi Uluslararası Semineri Yayın no:300, sayfa: 20, 

2009. 

Baskan, H. (2001)  İlköğretim Okullarında Görevli Öğretmenlerin Hizmet İçi Eğitim 

Programlarının Etkililiğine İli kin Algı ve Beklentileri (Denizli İli Örneği)  

(Yayınlanmamı  yüksek lisans tezi)  Pamukkale Üniversitesi, Denizli  

Bayrakçı, M. (2009). In-Service Teacher Training in Japan and Turkey: A Comparative 

Analysis of Institutions and Practices. Australian Journal of Teacher Education. Vol: 34. 

10-22. Web: Retrieved from 

http://ajte.education.ecu.edu.au/issues/PDF/341/Bayracki.pdf on May 20th 2015. 

Bayraktar, B., Yiğit, H., & Saral, N. (2011), Bili im Meslekleri, Standartlar, 

Yeterlilikler Tüm Süreçler ve Gençlere Öğütler , Tubider Voc-Testcenter, Sayı: 1 

Sayfa: 7,94-96. 

Bolam, R. (2000). Emerging Policy Trends: Some Implications for CPD. Journal of 

In-Service Education, 26 (2), 267–280  

Borg, S. (2009). Language Teacher Cognition. In Burns, A. & Richards, J. (Eds.) 

The Cambridge Guide to Second Language Teacher Education. (pp. 163-171). New 

York: Cambridge University Press. 

Bozkurt, E., Kavak, N., Yamak, H., Bilici, S., Darici, O., & Ozkaya, Y. ( 2012).  

Secondary School Teachers Opinions About In-Service Teacher Training, A Focus 

Group Interview Study http://dx.doi.org/10.1016/j.sbspro.2012.06.093 

Bulut, Ġ. & Arslan, S. (2010). İlköğretim 6  sınıf sosyal  ilgiler dersi öğretim 

programının uygulamadaki etkililiğinin değerlendirilmesi, International Conference 

on New Trends in Education and Their Implications Sunulan Bildiri, Antalya, ss. 

367-379. 

Burns, A. (1999). Collaborative Action Research for Teachers. Cambridge, United 

Kingdom: Cambridge University Press. 

http://www.myk.gov.tr/index.php/ayc
http://www.myk.gov.tr/index.php/tr/ulusal-meslek-standartlar-ana/218-avrupa-yeterllk-cerceves-ayc-referans-sevyeler
http://www.myk.gov.tr/index.php/tr/ulusal-meslek-standartlar-ana/218-avrupa-yeterllk-cerceves-ayc-referans-sevyeler
http://dx.doi.org/10.1080/13102818.2005.10817215
http://oc.eab.org.tr/egtconf/pdfkitap/pdf/458.pdf
http://www.uv.es/
http://ajte.education.ecu.edu.au/issues/PDF/341/Bayracki.pdf%20on%20May%2020th%202015
http://dx.doi.org/10.1016/j.sbspro.2012.06.093


 
 

  163 

 

Buyruk, H. (2015). Current Developments in School Education in Turkey: 

Education Reforms and Teacher Trade Union Responses. Forum, 57,2,,147. 

http://dx.doi.org/10.15730/forum.2015.57.2.147 

Cavkaytar, A. (2006). Teacher Training on Special Education in Turkey (1st ed.). 

Retrieved from http://www.tojet.net/  

Cedefop, (2015).  Retrieved 6 November 2015, from http://www.cedefop.europa.eu/ 

Colburn, A. (2003). Lingo of Learning: 88 Education Terms Every Science Teacher 

Should Know. Arlington, VA, USA: National Science Teachers Association.  

Creswell, J. W. & Plano Clark, V. L. (2007). Karma Yöntem Araştırmaları: 

Tasarımı ve Yürütülmesi,  (Y  Dede & S  B  Demir, Çev ) Ankara: Anı 

Cronbach, Lee J. (1960). Essentials of Psychological Testing. (Second Edition). 

Harper & Brothers Publishers, New York.  

Çakmur, H. (2012). Araştırmalarda Ölçme - Güvenilirlik – Geçerlilik, TAF Prev 

Med Bull , 11(3): 339-344 

ÇevikbaĢ, R. (2002). Hizmetiçi Eğitim ve Türk Merkezi Yönetimindeki Uygulaması. 

(1.basım). Ankara: No el Yayıncılık   

Day, C. (1999). Developing Teachers: The Challenge of Lifelong Learning. 

Florence, Ky. USA: Taylor & Francis.  

De Sonneville, J. (2007). Acknowledgement as a key to teacher learning. ELT 

Journal. 61(1). 55-62. 

Dede, Y. & Demir, B. S. (2014). Karma Yöntem Araştırmaları, Tasarım ve 

Yönetilmesi. İstan ul: Anı. 

Demirel, Ö. (2000). Karşılaştırmalı Eğitim (s.160). Ankara. 

Demirel, Ö. (2004). Öğretimde Planlama ve Değerlendirme Öğretme Sanatı  

Ankara: Pagem A. 

Demirel, Ö. (2005). Eğitim Sözlüğü (3  Baskı)  Ankara: Pegema Yayıncılık  

Demirezen, M. (2002). Piyasa Meslek Standartları, Planlama Dergisi, Özel Sayı, 

Ankara Sayfa 213-218. 

Diaz-Maggioli, G. (2004). Teacher- Centered Professional Development. 

Alexandria, VA, USA: Association for Supervision & Curriculum Development.  

Diler, U. (2012),  İAÜMSM PBK El Kitabı,  İstan ul Aydın Üniversitesi Sayı: 1, 

Sayfa: 14. 

Dinç, E. & Doğan, Y. (2010).  İkinci Kademe Sosyal Bilgiler Öğretim Programı ve 

Uygulanması Hakkında Öğretmen Görü leri, Journal of Social Studies Education 

Research. 1(1), 17-49. 

Doolittle, P. (1999). Constructivism and online education. Online Conference on 

Teaching Online in Higher Education. Fort Wayne, IN. 

Dursun, B. (2008). Yönetici Ve Öğretmen Görü leri İle Mesleki Eğitim Ve Öğretim 

Sisteminin Güçlendirilmesi Projesinin (Megep) Etkililiğinin Değerlendirilmesi, 

Yüksek Lisans Tezi , Sayfa:7. 

Eacea.ec.europa.eu. (2015). The Education, Audiovisual and Culture Executive 

Agency http://eacea.ec.europa.eu/  

http://dx.doi.org/10.15730/forum.2015.57.2.147
http://www.tojet.net/
http://www.cedefop.europa.eu/
http://eacea.ec.europa.eu/


 
 

  164 

 

EARGED. (1995). Terfi Nedeni Olarak Hizmet-İçi Eğitim. Milli Eğitim Bakanlığı, 

Eğitimi Ara tırma ve Geli tirme Dairesi Ba kanlığı  Ankara: Milli Eğitim Basımevi   

Eğitim Reformu GiriĢimi (ERG). (2014). Eğitim İzleme Raporu Basın Dosyası, 

İstan ul  

Ekici, A. & Öter, M. (2010).  Finlandiya’ da Eğitim ve Öğretmen Yetiştirme 

Hizmeti Çalışma Ziyareti Raporu, 10-12 Kasım  

EriĢen, Y. (1998)  Öğretmenlere Yönelik Hizmetiçi Eğitim İhtiyaçlarını 

Geli tirmede Eğitim İhtiyacı Belirleme Süreci,  Milli Eğitim Dergisi, 140, 39-43. 

Europass Tanımı,  Eri im: 10 12 2014 , www.europass.gov.tr  

EURYDICE. (2010). Avrupa Ulusal Eğitim Sistemlerinin Özeti ve Devam Eden 

Reform Çalışmaları, Türkiye   

Evans, D. (2000). Design an In-Service Training Day for the Lexical Approach in a 

Context that You Know Well. The Assignment Bank, Center for English Language 

Studies ,          University of Birmingham. Web: Retrieved from  

http://www.cels.bham.ac.uk/resources/essays/evanstt.pdf on April 15th 2015.  

Farrell, T. & Richards, J. (2005). Professional Development for Language 

Teachers: Strategies for Teacher Learning. New York: Cambridge University Press. 

Ferrance, E. (2000),  Action Research. Themes in Education. Northeast and Islands 

Regional Educational Laboratory at Brown University. USA 

Freeman, D. (2009). The Scope of Second Language Teacher Education. In Burns, 

A. & Richards, J (Eds.) The Cambridge Guide to Second Language Teacher 

Education. (pp.11-19). New York: Cambridge University Press. 

Gaible, E. & Burns, M. (2005). Using Technology to Train Teachers: Appropriate 

Uses of ICT for Teacher Professional Development in Developing Countries. 

Washington, DC: info Dev / World Bank. Retrieved from 

http://www.infodev.org/en/Publication.13.html on 9th April 2015.  

Genç, G. (2010), İngilizce Öğretmenlerinin Mesleki Geli im Sürecinin Önünde 

Algıladıkları Ba lıca Engeller: Malatya İli Örneği   Elektronik Sosyal Bilimler 

Dergisi  Kı -2010 C.9 S.31 (103-117) ISSN:1304-0278 

Gözübüyük, T. M. (2013). Ya am Boyu Öğrenme İçin Ulusal Yeterlilik Çerçevesi: 

Avrupa ve Türkiye Örneği, Uluslararası Eğitim Programları ve Öğretim Çalışmaları 

Dergisi, Cilt: 3, SAYI: 5 

Gözütok, F. D. (2006)  Ortaöğretim Öğretmenlerinin Öğretmenlik Formasyonu 

Açısından Eğitim İhtiyaçlarının Saptanması  Eğitimde Nitelik Geli tirme - Eğitimde 

Arayı lar Sempozyumu  İstan ul  

Gulliksen, H. (1950).  Theory of Mental Tests.  Wiley Publications in Psychology,  

New York. 

Güler, D. S. (2003). 4-5 ve 6 Ya  Okul Öncesi Eğitim Programlarının 

Değerlendirilmesi,  Eğitim Araştırmaları Dergisi, 13, 53-65. 

Gültekin, G. (2011).  Türkiye‘de Meslek Standartlarının Hazırlanması, Sınav ve 

Belgelendirme Sisteminin Kurulması Çalı maları Kapsamında Mat aacılık Alanının 

İncelenmesi, IV.Uluslararası Matbaa Teknolojileri Sempozyumu, İstan ul Sayfa:346 

Tarih : 24-26 Kasım  
Gültekin, M. & Çubukçu Z. (2008)  İlköğretim Öğretmenlerinin Hizmet içi Eğitime 

ili kin Görü leri  Sosyal Bilimler Dergisi. 19. 185-201.  

http://www.europass.gov.tr/


 
 

  165 

 

GümüĢ, C. (2006). Milli Eğitim Bakanlığına Bağlı İlköğretim Okullarında Çalı an 

Öğretmenlerin Zorunlu Olarak Katıldıkları Mesleki Eğitim Çalı malarının 

Değerlendirilmesine İli kin Uygulamalı Bir Ara tırma  Yüksek  Lisans Tezi, Niğde 

Üniversitesi, Niğde  

Gürol, M. (2003). Aktif Öğrenmeyi Temel Alan Olu turmacı Öğrenme Tasarımının 

Uygulanması ve Ba arıya Etkisi  Kırgızistan-Türkiye Manas Üniversitesi, Sosyal 

Bilimler Dergisi, (7), 169-179. 

Harris, B.M. (1989). In-Service Education for Staff Development. Boston: Allyn and 

Bacon. 

Hazır Bıkmaz, F. (2006). Yeni İlköğretim Programları ve Öğretmenler, Ankara 

Üniversitesi Eğitim Bilimleri Fakültesi Dergisi, 1(39), 99-116. 
Hizmet-içi Eğitim Dairesi BaĢkanlığı (HEDB) , Milli Eğitim Bakanlığı, Retrieved 

from 

http://hedb.meb.gov.tr/net/index.php?option=com_content&view=category&layout=blog

&id=42&Itemid=27 on September 10th, 2015. 

In-service-training.eu, (2015), EU in-service training,  Retrieved 6 November 

2015, from http://in-service-training.eu/ 

Ġlgan, A. (2013). Öğretmenler İçin Etkili Mesleki Geli im Faaliyetleri, Uşak 

Üniversitesi Sosyal Bilimler Dergisi, Özel Sayı, 41-56 . 

Kabakçı, I. (Editör), EriĢti B. and OdabaĢı, H.F. (2009). Öğretmenlikte Mesleki 

Gelişim.(İkinci Basım)  Eski ehir: Anadolu Üniversitesi   

Kaçan, G. (2004),  Sınıf Öğretmenlerinin Mesleki Geli ime İli kin İsteklilik Düzeyleri  

Osman Gazi Üniversitesi Sosyal Bilimler Dergisi, V-1, Eski ehir  2004, 58-66. 

Karaca, Y. (1999). A Needs’ Analysis to Organize In-Service Teacher Training for 

English Language Teachers. Unpu lished master‗s thesis  Anadolu University, 

Institue of Educational Sciences, Eski ehir   

Karadağ, E., Deniz, S., Korkmaz, T. & Deniz, G. (2008)  Yapılandırmacı 

Öğrenme Yakla ımı: Sınıf Öğretmenleri Görü leri Kapsamında Bir Ara tırma  

Uludağ Üniversitesi Eğitim Fakültesi Dergisi, 2(2), 383-402. 

Karakelle, M. (2014).  Eğitim Sistemini Dönüştüren Ülkeler – 7: Singapur. Eri im 

tarihi: 10 Eylül 2014 http://www.egitimpedia.com/egitim-2/egitim-sistemini-

donusturen-ulkeler-7-singapur.  http://pearsonfoundation.org 

Karasar, N. (1986). Bilimsel Araştırma Yöntemi: Kavramlar, İlkeler, Teknikler. 

(3  askı)  Ankara: Bilim 

Kasula, D. (2003). A Model for Non-Native ELT Teacher Education Programme. 

Doctoral Dissertation at the University of South Africa. Retrieved from 

http://uir.unisa.ac.za/bitstream/handle/10500/2130/dissertation.PDF?sequence=1 on 

March 5th 2015.  

Kennedy, D. (1996). The Role Of The Foreign Teacher As Agent Of Change And 

Implications For Teacher Education Programmes In Chinese Teacher Training 

Colleges. ELTED, 2 (1). 52-65.  

Khan, M.N.U. (2005). Designing a Model for Staff Development in Higher 

Education in Pakistan. Doctoral Dissertation at the University of Arid Agriculture.  

Kılıç, C. (2013).  Yeterlilik Belgesi Hem Çalı anı hem de Patronu Sevindirecek, 

Akşam Gazetesi. 

http://in-service-training.eu/
http://www.egitimpedia.com/egitim-2/egitim-sistemini-donusturen-ulkeler-7-singapur
http://www.egitimpedia.com/egitim-2/egitim-sistemini-donusturen-ulkeler-7-singapur
http://pearsonfoundation.org/


 
 

  166 

 

Kim, J. (2008). An Examination of EFL Professional Development in Korea: 

Strategies for Teacher Learning. Doctoral Dissertation, University of Wisconsin- 

Madison). UMI Dissertations, Number: 3348958. 

Koca Özgün, S.A. & ġen, A.Ġ. (2002). 3  Uluslararası Matematik ve Fen Bilgisi 

Çalı ması Tekrar Sonuçlarının Türkiye İçin Değerlendirilmesi, Hacettepe 

Üniversitesi Eğitim Fakültesi, 23, 145–154. 

Kopenhag Deklarasyonu, Eri im: 10 12 2014 ,   

http://euroguidance.iskur.gov.tr/Portals/1/Kaynaklar/ulkeornekleri/Kopenag%20Sure

ci.pdf    

Köklü, N. (1993). Eylem Ara tırması, A.Ü Eğitim Bilimleri Dergisi,   Cilt 26 , Sayı 

2, 357-366 

Köklü, N. (2001). Eğitim Eylem Ara tırması, A.Ü Eğitim Bilimleri Dergisi, Cilt  34, 

Sayı 1-2, 35-43. 

Küçüksüleymanoğlu, R. (2006). In-Service Training of ELT Teachers in Turkey 

between 1998-2005. Uludağ Üniversitesi Eğitim Fakültesi Dergisi, XIX. (2). 359-369  

Laird, D. (1985). Approaches to Training and Development. Reading, 

Massachusetts: Addison-Wesley. 

Loucks-Horsley, S., Love, N., Stiles, K. E., Mundrey, S., & Hewson, P.W. (2003). 

Designing Professional Development for Teachers of Science and Mathematics. (2nd 

Edition). Thousand Oaks, Ca: Corwin Press.  

Mann, S. (2005). The language teacher’s development. Language Teaching Journal. 

38 (3).103-118. 

Mayring, P. (2000)  Nitel Sosyal Ara tırmaya Giri   (Çev  A  Gümü , M  S  

Durgun). Adana, Baki kitabevi. 

MEB (1988). Hizmet İçi Eğitim, Kurulu , Geli me, Faaliyetler 1960-1987. Hizmet 

İçi Eğitim Dairesi Başkanlığı, Ankara. 

MEB (2013)  Mesleki Geli imi Destekleme ve İzleme Dairesi Ba kanlığı, Tanıtım  

Eri im tarihi: 28 Ağustos 2014  http://oyegm.meb.gov.tr/www/tanitim/icerik/7 

Metin, M. & Özmen, H. (2010). Fen ve Teknoloji Öğretmenlerinin Performans 

Değerlendirmeye Yönelik Hizmetiçi Eğitim İhtiyaçlarının Belirlenmesi  Kastamonu 

Eğitim Dergisi, 3(18), 819-838. 

Moeini, H. (2008). Identifying Needs: a Missing Part in Teacher Training Programs. 

seminar.net. International Journal of Media, Technology And Lifelong Learning, 

4(1), 1-12. 

Murat S. & ġahin L. (2011). Gençlerin İstihdamı/İ sizliği Bakımından Türk Eğitim 

Sisteminin Değerlendirilmesi, Sayfa: 118  

Murray, A. (2010). Empowering Teachers through Professional Development. 

English Teaching Forum. 48 (1). 2-11. 

MYK Sektör Komiteleri, Eri im 11 10 2014, 

http://www.myk.gov.tr/index.php/en/sektor-komiteleri                      

MYK Sınav Ve Belgelendirme Yönetmeliği, Eri im:05 10 2014, 

http://www.myk.gov.tr/images/articles/editor/sinavbelgelendirmeyonetmeligi.pdf  

MYK TeĢkilat ġeması, Eri im: 01 10 2014, 

http://www.myk.gov.tr/index.php/en/teskilat   

MYK Yönetmeliği, Eri im: 05 10 2014, 

http://www.myk.gov.tr/images/articles/editor/5544_sayl_MYK_Kanunu_Deiiklikler

_lenmi_26.01.2012.pdf   

http://euroguidance.iskur.gov.tr/Portals/1/Kaynaklar/ulkeornekleri/Kopenag%20Sureci.pdf
http://euroguidance.iskur.gov.tr/Portals/1/Kaynaklar/ulkeornekleri/Kopenag%20Sureci.pdf
http://euroguidance.iskur.gov.tr/Portals/1/Kaynaklar/ulkeornekleri/Kopenag%20%20Sureci.%20pdf
http://oyegm.meb.gov.tr/www/tanitim/icerik/7
http://www.myk.gov.tr/index.php/en/sektor-komiteleri%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20%20Erişim%2011.10.2014
http://www.myk.gov.tr/images/articles/editor/sinavbelgelendirmeyonetmeligi.pdf
http://www.myk.gov.tr/index.php/en/teskilat
http://www.myk.gov.tr/images/articles/editor/5544_sayl_MYK_Kanunu_Deiiklikler_lenmi_26.01.2012.pdf
http://www.myk.gov.tr/images/articles/editor/5544_sayl_MYK_Kanunu_Deiiklikler_lenmi_26.01.2012.pdf


 
 

  167 

 

MYK’nın Görevleri, Eri im: 20.10.2014 , http://www.myk.gov.tr/index.php/skca-

sorulan-sorular#Soru21  

Nunnally, J. C. (1978). Psychometric Theory. Mc.Graw Hill Book Company, New 

York 

OECD (2009). Creating Effective Teaching and Learning Environments: First 

Results from TALIS – ISBN 978-92-64-05605-3 

OECD (2015). OECD.org - OECD. Retrieved 6 November 2015, from 

http://www.oecd.org 

Onderi, H. & Croll, P. (2008). 'In-service Training Needs in an African Context: a 

Study of Headteacher and Teacher Perspectives in the Gucha District of Kenya', 

Professional Development in Education. Vol: 34 (3). 361— 373  

Ozer, B. (2004). In-service training of teachers in Turkey at the beginning of the 

2000s. Journal of In-Service Education, 30, 1, p. 89-100. 

http://dx.doi.org/10.1080/13674580400200238 

Özdemir, S. (2002). In-Service Education in Turkey. KTMÜ Sosyal Bilimler Dergisi, 

4.60-67.  

Özden, M. Y. & ġimĢek, H. (1998)  Davranı çılıktan Olu turmacılığa: ―Öğrenme‖ 

Paradigmasının Dönü ümü ve Türk Eğitimi  Türk Dünyası Araştırmaları Vakfı, 

Nisan (1), 71-82. 

Özpolat, A. R., Sezer, F., ĠĢgör, Ġ.Y., & Sezer, M. (2007)  Sınıf Öğretmenlerinin 

Yeni İlköğretim Programına İli kin Görü lerinin İncelenmesi  Milli Eğitim. 174, 206-

213. 

Özsoy, C. (2008). Türkiye‘deki Mesleki ve Teknik Eğitimin İktisadi Kalkınmadaki 

Yeri ve Önemi , Doktora Tezi Sayfa: 87.90.139-153. 

Öztürk, C. & Tuncel, G. (2006)  Yeni 4  ve 5  Sınıf Sosyal Bilgiler Dersi Öğretim 

Programı ile İlgili Öğretmen Görü leri, Ulusal Sınıf Öğretmenliği Kongresinde 

Sunulan Bildiri (05-07 Mayıs, Ankara, (2) ss  184-195), Ankara, Kök Yayıncılık  

Peker, Ö. (1991)  Kamu Kurulu larında Hizmet-İçi Eğitimin Yapısı ve i leyi i  Amme 

İdare Dergisi. 24 (4).84-85.  

PISA Bülteni (2013). 08 (Ağustos)-OECD 2013, Eri im tarihi: 08 Eylül 2014 

PISA.meb.gov.tr/wp-content/uploads/2013/09/PISA-agustos-bulteni.pdf 

Piwowar, V., Thiel, F., & Ophardt, D. (2013). Training in-service teachers' 

competencies in classroom management. A quasi-experimental study with teachers 

of secondary schools. Teaching and Teacher Education, 30, pp.1-12. 

Richardson, V. (2005). Constructivist Teaching and Teacher Education: Theory and 

Practice. In Richardson, V. (Ed.) Constructivist Teacher Education: Building a 

World of New Understandings. (pp. 3-14). London: Routledge Falmer. 

Savran, Z. (2004). PISA - Projesi'nin Türk Eğitim Sistemi Açısından 

Değerlendirilmesi  Türk Eğitim Bilimleri Dergisi, 2(4), 397–414. 

Sezgin, F. (2008). Türk ve Çin Eğitim ve Öğretim Sistemleri Üzerine Bir 

Karşılaştırma. Yüksek Lisans Tezi  Ankara Üniversitesi, Ankara 

Shahmohammadi, N. (2013). The Effect of In-Service Training Courses on the 

Teacher’s Attitude and Performance. Journal of Educational and Social Research, 3, 

9, p. 79. 

 

http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru21
http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru21
http://www.oecd.org/
http://dx.doi.org/10.1080/13674580400200238


 
 

  168 

 

Sınav ve Belgelendirme Sistemlerinin Rolü, Eri im: 11 07 2014,  

http://tisk.org.tr/images/umys_ulusal%20yeterlilik_sistemi.pdf  

Slater, P. (1998). Language Teacher Education. Journal of Further and Higher 

Education. Vol: 22 (3). 382-386.  

ġimĢek, H. (1997). 21. Yüzyılın Eşiğinde Paradigmalar Savaşı Kaostaki Türkiye, 

İstan ul: Sistem Yayıncılık  

Tandfonline.com, (2015). Taylor & Francis Online. Retrieved 6 November 2015, 

from http://www.tandfonline.com 

TavĢancıl, E. & Aslan, A. E. (2001). İçerik analizi ve uygulama örnekleri  Editör: 

Meltem Erkmen, İstan ul: Epsilon 

Taylor, P. (1997). Readings in Teacher Development. Oxford: Heinemann. 

Taymaz, A.H. (1997). Hizmet içi Eğitimde Kavramlar, İlkeler, Yöntemler.(3rd 

Edition)  Ankara: Takav Tapu ve Kadastro Vakfı Mat aası  

Teachers training Italy. (2013) (1st Ed.). Retrieved from http://www.european-

agency.org 

Tezcan, D. (2010). Türkiye Ve İngiltere‘de Mesleki Yeterlilik Sistemleri: Türkiye 

Turizm Sektörü Örneği, Kültür ve Turizm Bakanlığı Uzmanlık Tezi Sayfa: 48-50. 

Turan, R. & Akdağ, H. (2009)  Öğretim Programının Sosyal Bilgiler Öğretmenleri 

Açısından Uygulama Dönütleri  Selçuk Üniversitesi Ahmet Kele oğlu Eğitim 

Fakültesi Dergisi, 28, 273-292. 

Türkiye Mesleki Yeterlilik Güçlendirme Projesi UYEP, Eri im: 21 11 2014, 

http://www.myk.gov.tr/index.php/tr/component/content/article/731    

Türkiye Yeterlilik Çerçevesi, Eri im: 15.10.2014,  

http://www.uyep.net/ web/Portals /0/mesleki_yeterlilik _kurumu_brosur.pdf  

Türkiye’deki Personel Belgelendirme KuruluĢları, adresinden 13.10.2014 

Tarihinde alınmı tır, http://www.myk.gov.tr/index.php/tr/yetkilendirilmi-

belgelendirme-kurulular   

Uçar, R. (2005)  İlköğretim Okullarında Görev Yapan Yönetici ve Öğretmenlerin 

MEB Hizmet İçi Eğitim Uygulamalarına İli kin Görü leri (Van İli Örneği)  Yüksek 

Lisans Tezi  Yüzüncü Yıl Üniversitesi, Van  

Ulusal Europass Merkezi Olarak MYK’nın Görevleri, Eri im: 01 01 2015 , 

http://www.myk.gov.tr/index.php/skca-sorulan-sorular  

Ulusal Mesleki Yeterlilik Sistemi, Eri im: 05 10 2014 ,  

http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru2  

Ulusal Yeterlilik Formatı, Eri im:11 10 2014,  

http://www.myk.gov.tr/index.php/tr/klavuz-ve-formlar ‗‘  

UMS Nitelik Kazanması, Eri im: 05 08 2014 ,  

http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru8  

Uysal, H. (2012). Evaluation of an In-service Training Program for Primary-school 

LanguageTeachers in Turkey. AJTE, 37, 7. 

http://dx.doi.org/10.14221/ajte.2012v37n7.4 

http://tisk.org.tr/images/umys_ulusal%20yeterlilik_sistemi.pdf
http://www.tandfonline.com/
http://www.european-agency.org/
http://www.european-agency.org/
http://www.myk.gov.tr/index.php/tr/component/content/article/731
http://www.uyep.net/%20web/Portals%20/0/mesleki_yeterlilik%20_kurumu_brosur.pdf
http://www.myk.gov.tr/index.php/tr/yetkilendirilmi-belgelendirme-kurulular
http://www.myk.gov.tr/index.php/tr/yetkilendirilmi-belgelendirme-kurulular
http://www.myk.gov.tr/index.php/skca-sorulan-sorular
http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru2
http://www.myk.gov.tr/index.php/tr/klavuz-ve-formlar
http://www.myk.gov.tr/index.php/skca-sorulan-sorular#Soru8
http://dx.doi.org/10.14221/ajte.2012v37n7.4


 
 

  169 

 

VI. Kalkınma planı Mesleki Yeterlilik Hakkında GörüĢler, Eri im:18 12 2014,  

http://www.kalkinma.gov.tr/Lists/Kalknma%20Planlar/Attachments/4/plan6.pd  

Vitamin Öğretmen (2012), 21. Yüzyıl Eğitim Dünyası. Singapur'un 21  Yüzyıl 

Öğretim Stratejileri  © edutopia org The George Lucas Educational Foundation, 

Eri im tarihi: 07 Ekim 2014,  

http://www.vitaminogretmen.com/videolar/videodetay/798/Singapurun-21.-Yuzyil-

Ogretim-Stratejileri 

Yapıcı, H. (2006)  6  Sınıf Sosyal Bilgiler Ders Programı Üzerine Bir 

Değerlendirme  Kazım Karabekir Eğitim Fakültesi Dergisi, 14, 347-357. 

Yazıcı, Ö. & Gündüz, Y. (2010)  Geli mi  Bazı Ülkeler İle Türkiye‘deki 

Öğretmenlerin Hizmet İçi Eğitimlerinin Kar ıla tırılması  Uluslararası Öğretmen 

Yetiştirme Politikaları ve Sorunları Sempozyumu II, 16–18 Mayıs 2010, Hacettepe 

Üniversitesi, Beytepe-Ankara  

Yıldırım, A. & ġimĢek, H. (2005)  Sosyal Bilimlerde Nitel Ara tırma Yöntemleri 

(5. baskı)  Ankara: Seçkin Yayıncılık  

Yılmaz, T. (2003). Kalkınma Planlarında Yükseköğretim, Milli Eğitim Dergisi , 

Sayı: 160 Sayfa:11-13. 

Zhong, C. & Wu, Z. (2004). Understanding Teachers’ Development in China: An 

Illustrative ‘Snap-shot’ of Three Teachers’ Professional Lives. Hong Kong Teachers‘ 

Centre. 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

http://www.kalkinma.gov.tr/Lists/Kalknma%20Planlar/Attachments/4/plan6.pdf%20adresinden
http://www.vitaminogretmen.com/videolar/#10
http://www.vitaminogretmen.com/videolar/videodetay/798/Singapurun-21.-Yuzyil-Ogretim-Stratejileri
http://www.vitaminogretmen.com/videolar/videodetay/798/Singapurun-21.-Yuzyil-Ogretim-Stratejileri


 
 

  170 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

  171 

 

 

APPENDICES 

 

APPENDIX A : Needs analysis questionnaire of In-Service Vocational 

Trainings and Studies (NAQ INSET) 

APPENDIX B :  Evaluation Form for In- service Education and Training 

(EF INSET) 

APPENDIX C : Assessment Inventory for In-Service Vocational 

Trainings and Studies (AI INSET)  

APPENDIX D : Interview Form for Assessment of In-Service 

Vocational Trainings and Studies 

APPENDIX E : Performance Evaluation Form for Instructors who have 

participated In-service Education and Training (PEF INSET)  

APPENDIX F : Eğitim Ihtiyacı Değerlendirme Anketi 

APPENDIX G : Hizmet-Içi Eğitim Değerlendirme Formu 

APPENDIX H : Hizmet-Içi Mesleki Geli im Eğitimlerini Ve 

Çalı malarını Değerlendirme Envanteri 

APPENDIX I  : Hizmet-Içi Mesleki Eğitimleri Ve Çalı maları 

Değerlendirmeye Yönelik Görü me Formu 

APPENDIX J : Hizmet-Içi Eğitim Alan Öğretim Elemanlarının 

Performans Değerlendirme Formu   

APPENDIX K : Hizmet-Içi Eğitim Almayan Öğretim Elemanlarının 

Performans Değerlendirme Formu   

APPENDIX L : Anket İzin Yazısı (Etik Kurul Kararı) 

APPENDIX M : Anket İzin Yazısı (Rektörlük Kararı) 

APPENDIX N : Değerlendirici (Sınav Yapıcı) Görev Tanımı 

APPENDIX P : Eğitim Ve İnsan Kaynakları Prosedürü 

APPENDIX R : Veri Analizi Ve Sürekli İyile tirme Prosedürü 

APPENDIX S : Sınav Prosedürü 

APPENDIX T : ISO/IEC 17024 Conformity assessment – General 

requirements for bodies operating certification of persons 

APPENDIX U : Law on the Vocational Qualifications Authority 

APPENDIX V : Mesleki Sınav Merkezi El Kita ı 

APPENDIX W          :          Table W.1: Descriptors defining levels in the European 

Qualifications Framework (EQF)  

APPENDIX  X : Table X.1 : The Schedule of the Procedure 

APPENDIX  Y : Table Y.1 : Participants Educational Background – 

Based Assessment of Factors Being Important in INSET Needs  

 

 



 
 

  172 

 

 

 

 

 

 

 

 

 

 

 

 



Needs Analysis Questionnaire Of In-Service Vocational Trainings And Studies (NAQ INSET) 

Dear Colleague; 

I am a PhD student in English Language and Literature Department of Istanbul Aydin University.  

I am still carrying out a research in the scope of the doctoral thesis to determine the needs for in-service 

training of faculty members taking in charge in Vocational Exam Center Accreditation process.  

Firstly thank you for participating in this research.  

Impartial, sincere and accurate answers to be given by you to attached questions are very 

important to ensure that the research attains its purposes. Within this research, there is no need to 

specify name. All information you provide will not be used in any other place except for the purpose of 

the research although they collect on a voluntary basis.  

Assessment Questionnaire Related to Education Need prepared for this purpose to be answered 

by you is presented below.   

After you read all the items in the questionnaire, please mark with (x) the box indicating your 

opinion about your need level regarding the education subjects. 

Ugur DİLER 

Istanbul Aydin University 

English Language and Literature PhD Student 

 

PERSONAL INFORMATION 

The following questions were asked about your personal statute. Please indicate your status for 

each question. Please do not leave the questions unanswered. 

A. Gender: 

1.( ) Female   2.( ) Male 

B. Marital Status: 

1.( ) Married  2.( ) Single 

C. Age Group: 

1.( ) Aged 20-30 2.( ) Aged 31-40 3.( ) Aged 41-50 4.( ) Aged  51 and above 

D. Recent Education Degree: 

1.( ) Associate Degree 2.( ) Bachelor Degree 3.( ) Master’s Degree  4.( ) Doctoral Degree 

E. Years of Service: 

1.( ) 1-5 years 2.( ) 6-10 years  3.( ) 11-15 years   4.( ) 16-20 years   5. ( ) 21 years   

                    and above 
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ASSESSMENT QUESTIONNAIRE RELATED TO EDUCATION NEED 

 

 

 

 

 

No 

 

Remark:  Please mark the box indicating your opinion about level of your 

need regarding the education issues with (X) by reading all the items in the 

questionnaire. 

Level of Your Education 
Need 

T
o

o
 m

u
ch

 

M
u

ch
 

A
t 

m
ed

iu
m

 le
ve
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L
it

tl
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N
o

n
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1 
Recognition of relationships between elements of exam procedure 

implemented by Vocational Exam Center 

     

2 
Having information about job definitions and responsibilities of board where 

he/she will take in charge in Vocational Exam Center  

     

3 
Having information about exam procedures applied in Vocational Exam 

Center 

     

4 Having information about ISO TS/EN 17024 Quality Management System       

5 
Having information about how to do the practical exam in Vocational Exam 

Center 

     

6 
Having full information about preparing of ISO TS/EN 17024 documentation 

in Vocational Exam Center  

     

7 Having information about content of National Occupational Standard       

8 

Having information about basic elements comprising National Qualification 

Standard (general purposes, concept, value, skill, performance criteria, 

learning outcomes) 

     

9 
Using the methods and techniques the suggested in the implementation of the 

exam schedule 

     

10 
Ability to use the software program used in the exam process by Vocational 

Exam Center  

     

11 

Having information about the importance of Occupational Health and Safety 

in the scope of in ISO TS / EN 17024 in exams carried out by Vocational 

Exam Center 

     

12 
Ability to use closed-end and open-end questions fitting for purpose in exam 

process 

     

13 
Having information about the students’ interests, wishes and needs during the 

exam 

     

14 
Having information about the concepts included in exam schedule of 

Vocational Exam Center  

     

15 
Having information about general purposes of practical exams of Vocational 

Exam Center 

     

16 Ability to use the strategies related to time management in the exams       
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17 
The ability to create performance for gains and skills in practice exam 

schedule in Vocational Exam Center 

     

18 
Ability to choose the measurement tool fitting for purpose of Vocational 

Exam Center 

     

19 
The ability to prepare the measurement tool fitting for purpose of Vocational 

Exam Center  

     

20 
Ability to use the measurement tool chosen in exams implemented by 

Vocational Exam Center   

     

 

21 
Ability to make analysis to evaluate the measuring results of exams 

implemented by Vocational Exam Center   

     

22 
Having information about basic concepts (for example measurement-
evaluation- validity-reliability-error etc.), regarding measurement and 
evaluation in exams performed by Vocational Exam Center   

     

23 
Ability to prepare the matching type questions in exams carried out by 

Vocational Exam Center   

     

24 
Ability to prepare the filling in the blanks type questions in exams carried out 
by Vocational Exam Center   

     

25 
Ability to prepare multiple choice questions in exams carried out by 

Vocational Exam Center 

     

26 
Ability to prepare open-end questions in exams carried out by Vocational 

Exam Center 

     

27 
Ability to prepare control list in exams carried out by Vocational Exam 

Center  
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Evaluation Form for In- service Education and Training (EF INSET) 

Dear participant; 

This study aims to solve the problems of participants related to planning of training, curriculum, educational process, trainers and organization 

of training and to determine the ideas and recommendations of participants and to develop the solution proposals of participants in concern 

with in-service training organized by our Exam Center and accordingly to increase the productivity of educational activities to be provided by 

our Exam Center. Your responses related to this questionnaire will be used entirely for scientific purposes and the information will not be given 

to any person or entity. 

Thank you for taking the time and contributing to this scientific study. 

TRAINING ACTIVITY 

Topic of Training 

Date of Training 

Name of Trainer 

Place of Training 

YOUR PERSONAL INFORMATION 

Gender 

□Female □Male 

Educatıonal Status 

□High School/Associate Degree □Bachelor Degree □Master Degree 

□Doctoral Degree 

Age 

□20-25 □26-30  □31-35 □36-40□41and above 

Items relating to implementation process of educational activities are taken place in this section. 

Please mark the option that is suitable for you in each item.  

A. Training Plan and Schedule 

 5 – VERY GOOD 

 4 – GOOD 

 3 – FAIR 

 2 – NOT GOOD  

 1 – VERY BAD 

Duration of Training 

□5 □4 □3 □2 □1

Date of Training (Timing of Training) 

□5 □4 □3 □2 □1

Compatibility of content of training to purpose of the program  

□5 □4 □3 □2 □1

Compatibility of  training method and technique in terms of understanding the subject 

□5 □4 □3 □2 □1

Use of tools and documents to implement the training schedule effectively 

□5 □4 □3 □2 □1

Items relating to trainers to be taken in charge in educational activities are taken place in this section.  

Please mark the option that is suitable for you in each item.   

B. Trainers  5 - COMPLETELY SATISFACTORY 

 4 – SATISFACTORY  

 3 - SATISFACTORY AT INTERMEDIATE  LEVEL  

 2 – UNSATISFACTORY 

 1 – COMPLETELY UNSATISFACTORY 

Having full information about subject (to have sufficient knowledge in his/her field)  

□5 □4 □3 □2 □1

Presentation of methods and techniques complying with the subject  

□5 □4 □3 □2 □1

Ability to use the time effectively  

□5 □4 □3 □2 □1
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Ability to discuss the subjects clearly and comprehensibility for participants 

□5 □4 □3 □2 □1

Ability to inform the participants about access to information and use of relevant sources □5 □4 □3 □2 □1

Ability to motivate the participants and ability to communicate with participants 

□5 □4 □3 □2 □1

Ability to use the equipment in time and place required to present the subject effectively  

□5 □4 □3 □2 □1

Ability to act in accordance with activity program  

□5 □4 □3 □2 □1

Ability to use the measurement and evaluation methods that are suitable for the subject 

□5 □4 □3 □2 □1

Ability to associate the content of training to current issues and studies 

□5 □4 □3 □2 □1

Ability to associate the content of training to task field of participants 

□5 □4 □3 □2 □1

C. Achievements obtained at the end of training  5 – I  AGREE EXACTLY  

 4 – I  AGREE 

 3 - I  AGREE AT MIDDLE LEVEL  

 2 – I  DISAGREE 

 1 – I NEVER AGREE  

This training has contributed positively to my professional development 

□5 □4 □3 □2 □1

This training has contributed positively to my personal development 

□5 □4 □3 □2 □1

This training has brought me in new knowledge and skills 

□5 □4 □3 □2 □1

This training has increased my motivation  

□5 □4 □3 □2 □1

This training has brought me in new knowledge and skills that I can apply in my business place 

□5 □4 □3 □2 □1

This training has brought me in new knowledge and skills that I can share with my colleagues 

□5 □4 □3 □2 □1

This training has increased my interest in training subject 

□5 □4 □3 □2 □1

D. General Evaluation  

Did participants pay strict attention to the training time? 

□YES □NO 

Did interest, contribution and participation levels of participants to training be sufficient? 

□ YES □ NO

Did you contribute to training activity that you attended?  

□ YES □ NO

Did the coordination of our exam center have an adequate level? 

□ YES □ NO

Would you like to participate in another training activity to be organized at a later date by our 
agency? □ YES □ NO

Comments and Suggestions: 
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Assessment Inventory for In-Service Vocational Trainings and Studies (AI INSET)  

My Dear Colleagues, 

This Questionnaire has been prepared to determine “Opinions of Faculty Membersabout In-Service Vocational Trainings 

and Studies”.This Questionnaire comprises of two parts. Personal information takes place in the first part, while 

statements regarding In-Service VocationalTrainings and Studies take place in the second part. Reaching to healthy 

results of the research depends on your marking the most suitable option. It is expected that information to be 

obtained in line with your answers shall contribute to make In-Service VocationalTrainings and Studies more effective. 

We expect you to mark the most suitable option with (X).  

Thank you for your interestand for time you allocated. 

Ugur DİLER 

Istanbul Aydin University 

English Language and Literature PhD Student 

PERSONAL INFORMATION 

The following questions were asked about your personal statute. Please indicate your status for each question. Please do 

not leave the questions unanswered. 

A. Gender: 

1.( ) Female   2.( ) Male 

B. Marital Status: 

1.( ) Married  2.( ) Single 

C. Age Group: 

1.( ) Aged 20-30 2.( ) Aged 31-40 3.( ) Aged 41-50 4.( ) Aged  51 and above 

D. Recent Education Degree: 

1.( ) Associate Degree 2.( ) Bachelor Degree 3.( ) Master’s Degree  4.( ) Doctoral Degree 

E. Years of Service: 

1.( ) 1-5 years 2.( ) 6-10 years  3.( ) 11-15 years   4.( ) 16-20 years   5. ( ) 21 yearsand above 

IT
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Below you can find the statements regarding In-Service Vocational Trainings and Studies. 
Please mark the option you deem suitable for each statement with (X). Please do not 
leave the questions unanswered. 
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A. EXPEDIENCY OF IN-SERVICE VOCATIONAL TRAININGS AND STUDIES 

1 In-service vocational trainings and studies implemented in VocationalExamCenter of IAU 
enable to have information about vocationalinnovations. 

1 2 3 4 5 

2 In-service vocational trainings and studies implemented in Vocational ExamCenter of IAU 
enableto complete the deficiencies related to vocational competence.  

1 2 3 4 5 

3 In-service vocational trainings and studies implemented Vocational ExamCenter of 
IAUhave been carried out as a formality.  

1 2 3 4 5 

4 In-service vocational trainings and studies implemented in Vocational ExamCenter of IAU 
increase the efficiency of exams held in Vocational ExamCenter of IAU.  

1 2 3 4 5 

5 In-service vocational trainings and studies implemented in Vocational ExamCenter of IAU 
enable to gain the different viewpoints about the teaching profession.  

1 2 3 4 5 

6 In-service vocational trainings and studies implemented in Vocational ExamCenter of IAU 
enable to gain the professional competence for teaching profession.  

1 2 3 4 5 
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B. EXPEDIENCY OF IN-SERVICE VOCATIONAL TRAININGS AND STUDIES IN TERMS OF CONTENT 

7 The content of in-service vocational trainings and studies is comprehensive and 
satisfactory. 

1 2 3 4 5 

8 The content of in-service vocational trainings and studies is efficient.  1 2 3 4 5 

9 The content of in-service vocational trainings and studies is interesting. 1 2 3 4 5 

10 The content of in-service vocational trainings and studies include the current issues.  1 2 3 4 5 

11 The contents of in-service vocational trainings and studies have the capacity to increase 
the quality of training. 

1 2 3 4 5 

12 The contents of in-service vocational trainings and studies have the capacity to solve the 
problems experienced by faculty members.  

1 2 3 4 5 

13 The contents of in-service vocational trainings and studies have been prepared taking 
into account the needs of teachers. 

1 2 3 4 5 

C. EXPEDIENCY OF IN-SERVICE VOCATIONAL TRAININGS AND STUDIES IN TERMS OF TIME 

14 In-service vocational trainings and studies have been performed at the proper times for 
participants.  

1 2 3 4 5 

15 Implementation of in-service vocational trainings and studies is a waste of time. 1 2 3 4 5 

16 Individuals attendin-service vocational trainings and studies, because it is obligatory.  1 2 3 4 5 

17 Vocational Exam Center Director takes the necessary measures to ensure that in-service 
vocational trainings and studies implemented in Vocational ExamCenter of IAU are 
fulfilled efficiently.  

1 2 3 4 5 

18 In-service vocational trainings and studies implemented in Vocational ExamCenter of 
IAU are boring.  

1 2 3 4 5 

19 Faculty members don’t leave the training environment during in-service vocational 
trainings and studies.  

1 2 3 4 5 

20 Faculty members follow with interest in-service vocational trainings and studies.  1 2 3 4 5 

21 A discussion environment concerning training subjects is initiated among faculty 
members during in-service vocational trainings and studiesimplemented in Vocational 
ExamCenter of IAU.  

1 2 3 4 5 

D. EXPEDIENCY OF TRAINERS ASSIGNED IN THE SCOPE OF IN-SERVICE VOCATIONAL TRAININGS AND 

STUDIES 

22 Trainers assigned in the scope of in-service vocational trainings and studies are selected 
from among individuals who are expert in theirown field.  

1 2 3 4 5 

23 Communication skills of trainers assigned in the scope of in-service vocational trainings 
and studies are at high-level.  

1 2 3 4 5 

24 Trainers assigned in the scope of in-service vocational trainings and studies have full 
knowledge of their own fields.  

1 2 3 4 5 

E. EXPEDIENCY OF METHODS AND TECHNIQUES IMPLEMENTED IN THE SCOPE OF IN-SERVICE 

VOCATIONAL TRAININGS AND STUDIES 

25 In-service training and studies are usually based on theoretical knowledge. 1 2 3 4 5 

26 Implementation of in-service vocational trainings and studiesthrough distance 
education method is efficient.  

1 2 3 4 5 

27 The implementation of direct expression method in the scope of in-service vocational 
trainings and studies is efficient.  

1 2 3 4 5 

28 Implementation of the vocational trainingstudies through face to face trainingand 
practically will be more useful.  

1 2 3 4 5 
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F. EXPEDIENCY OF IN-SERVICE VOCATIONAL TRAININGS AND STUDIES IN TERMS OF ENVIRONMENT 

AND TECHNICAL INFRASTRUCTURE 

29 In-service vocational trainings and studies implemented in Vocational ExamCenter of 
IAUare performed with a quality sound system. 

1 2 3 4 5 

30 In-service vocational trainings and studies implemented in Vocational ExamCenter of 
IAUare provided with uninterrupted internet connection. 

1 2 3 4 5 

31 In-service vocational trainings and studies implemented in Vocational ExamCenter of 
IAUare fulfilled with a clear image quality. 

1 2 3 4 5 

32 Environment where in-service vocational trainings and studies implemented in 
Vocational ExamCenter of IAU is carried out (room, classroom, conference room, etc.) is 
suitable in terms of efficiency of seminar. 

1 2 3 4 5 

33 Temperature of environment where in-service vocational trainings and studies 
implemented in Vocational ExamCenter of IAU is carried out (room, classroom, 
conference room, etc.) is suitable in terms of efficiency of studies. 

1 2 3 4 5 

34 In-service vocational trainings and studies implemented in Vocational ExamCenter of 
IAUare carried out with a large group of teachers. 

1 2 3 4 5 

G. EXPEDIENCY OF IN-SERVICE VOCATIONAL TRAININGS AND STUDIES IN TERMS OF NEEDS OF FACULTY 

MEMBERS 

35 I wishfully attend in-service vocational trainings and studies. 1 2 3 4 5 

36 In-service vocational trainings and studies satisfy the teacher need.  1 2 3 4 5 

37 In-service vocational trainings and studies provide the necessary motivation.  1 2 3 4 5 

38 In-service vocational trainings and studies are not essential for teaching profession. 1 2 3 4 5 

H. EXPEDIENCY OF RESULTS OF IN-SERVICE VOCATIONAL TRAININGS AND STUDIES 

39 In-service vocational trainings and studies are conductedin accordance with its 
purposes in general.  

1 2 3 4 5 

40 In-service vocational trainings and studies enable theperiod of the seminar to be 
efficient.  

1 2 3 4 5 

41 Trainings received as a result of in-service vocational trainings and studies are 
applicable.  

1 2 3 4 5 

42 A feedback to the participants is given about results of vocational development 
activities. 

1 2 3 4 5 

43 In-service vocational trainings and studies increase the knowledge and skills of 
participants.  

1 2 3 4 5 

44 In-service vocational trainings and studies broaden participants’ horizon.  1 2 3 4 5 
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Interview Form for Assessment of In-Service Vocational Trainings and Studies 

PERSONAL INFORMATION 

The following questions were asked about your personal statute. Please indicate your status for each question. Please do 

not leave the questions unanswered. 

A. Gender: 

1.( ) Female   2.( ) Male 

B. Marital Status: 

1.( ) Married  2.( ) Single 

C. Age Group: 

1.( ) Aged 20-30 2.( ) Aged 31-40 3.( ) Aged 41-50 4.( ) Aged  51 and above 

D. Recent Education Degree: 

1.( ) Associate Degree 2.( ) Bachelor Degree 3.( ) Master’s Degree  4.( ) Doctoral Degree 

E. Years of Service: 

1.( ) 1-5 years 2.( ) 6-10 years  3.( ) 11-15 years   4.( ) 16-20 years   5. ( ) 21 yearsand above 

QUESTIONS 

1. What do in-service vocational trainings and studies mean for you? Why?

………………………………………………………………………………………………………………………………………………………………………………

…………………………………………………………………………………………………………………………………........................ 

2. What are the general advantages and disadvantages of in-service vocational trainings and studies?

Advantages……………………………………………………………………………………………………………………………………………………………

………………………………………………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………………………………...

Disadvantages……………………………………………………………………………………………………………………………………………..…………

………………………………………………………………………………………………………………………………………………………………………………

………………………………………………………………………………………………………………………………………………

3. Do you regard in-service vocational trainings and studiesas necessary in general?

Yes/Why?......................................................................................................................................................................

....................................................................................................................................................... 

No/Why?.......................................................................................................................................................................

.................................................................................................................................................... 

4. What are your expectations from in-service vocational trainings and studies in general?

………………………………………………………………………………………………………………………………………………………………………………

………………………………………………………………………………………………………………………………………………………………………………

……………………………………………………………………………………… 
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5. Are in-service vocational trainings and studies carried out effectively in vocational exam center?

Yes/Why?......................................................................................................................................................................

...................................................................................................................................................... 

No/Why?.......................................................................................................................................................................

.................................................................................................................................... 

6. Are you willing to attend in-service vocational trainings and studies held in vocational exam center?

Yes/Why?......................................................................................................................................................................

....................................................................................................................................................... 

No/Why?.......................................................................................................................................................................

..................................................................................................................................................... 

7. Do you think the trainings you have received in vocational exam centerestablished at your university contribute

you?

Yes/Why?......................................................................................................................................................................

..........................................................................................................................................................No/Why?.............

......................................................................................................................................................................................

......................................................................................................................... 

8. What do you think about materials (internet connection, sound system, etc.) and application method (lecture,

ppt presentation, etc.) used in trainings you have received in vocational exam centerestablished at your

university?

Materials…………………………………………………………………………………………………………………………………………………………………

………………………………………………………………………………………………………………………………………………………………………Applic

ation Method………………………………………………………………………………………………………………………………………..

……………………………………………………………………………………………………………………………………………………………………….. 

9. According to you what kind of trainings should be given in-service vocational trainings and studies? Write 3

training type.

1……………………………………………………………………………………………………………………………………………………………...... 

2…………………………………………………………………………………………………………………………………………………………………. 

3…………………………………………………………………………………………………………………………………………………………………. 

RECOMMENDATIONS : 

………………………………………………………………………………………………………………………………………………………………………………

………………………………………………………………………………………………………………………………………………………………………………

………………………………………………………………………………………………………………………………………………………………………………

……………………………………………………………………………………………………………………….............. 
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Performance Evaluation Form for Instructors who have participated In-service Education and Training (PEF INSET)

Personal Information 
Very Good 

 (5) 

Good 

 (4) 

Fair 

(3) 

Fail 

 (2) 

1. Comprehension capability: Being aware of emotionally emerging conditions

during exam and understanding capability them,

2. Open-minded; The desire for evaluation the different ideas and perspectives,

3. Ethic; fair, honest, sincere, dignified and prudent,

4. Desire and interest for self- development,

5. Observer; Being aware of actively issues that will jeopardize the his/her

environment and the exam to be carried out his/her environment,

6. Diplomatic; Being kind and civilized in human relations,

7. Versatile; ability to adaptation quickly to the different situations (stress, crisis, 

pressure etc.),

8. Expression capability; ability to explain and interpret the documents related

to the exam,

9. Being determined; ability to decide timely based on logical reasoning and

analysis,

10. Having  self-confidence; full self-confidence, ability to become independent

and impartial while interacting effectively with candidates

Information and skills 
Very Good 

 (5) 

Good 

 (4) 

Fair 

(3) 

Fail 

 (2) 

1. About examination principles, procedures and techniques (execution of the

exam consistently and systematically),

2. About exam system and reference documents(Understanding the scope of the

examination and implementation of audit criteria),

3. Eligibility of records to be kept in exams,

4. Evaluation of  findings correctly,

5. Having full information about scenarios used in the exam,

6. Having full information about  equipment in practice exam  laboratory,

7. Having full information about  TS EN  ISO/IEC  17024  documentation,

8. Ability to explain at a level that will not jeopardize the exam questions and

inform all participants

9. Legal regulations (having  information about  applicable laws, regulations and

other conditions; being aware of the legal requirements to which candidates

are obliged to obey),

10. Ability to plan the exam and time management,  ability to represent, organize

and direct the committee, ability to motive the candidate personnel to be

documented,

Total 
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APPENDIX W.1: Table W.1: Descriptors defining levels in the European 

Qualifications Framework (EQF) 

EQF Level  Knowledge Skills Competence 

  

 

In the context of EQF, 

knowledge is 

described 

as theoretical and/or 

factual. 

In the context of EQF, 

skills are described as 

cognitive (involving the 

use of logical, intuitive 

and creative thinking), 

and 

practical (involving 

manual dexterity and the 

use of methods, materials, 

tools and instruments) 

In the context of EQF, 

competence is 

described in terms of 

responsibility and 

autonomy. 

Level 1 

 
Basic general 

knowledge 

Basic skills required to 

carry out simple tasks 

Work or study under 

direct supervision in 

a structured context 

Level 2 

 

Basic factual 

knowledge of a 

field of work or 

study 

Basic cognitive and 

practical skills required 

to use relevant 

information in order to 

carry out tasks and to 

solve routine problems 

using simple rules and 

tools 

Work or study under 

supervision with 

some autonomy 

Level 3 

 

Knowledge of facts, 

principles, 

processes and 

general concepts, in 

a field of work or 

study 

A range of cognitive 

and practical skills 

required to accomplish 

tasks and solve 

problems by selecting 

and applying basic 

methods, tools, 

materials and 

information 

Take responsibility 

for completion of 

tasks in work or 

study; adapt own 

behaviour to 

circumstances in 

solving problems 

Level 4  Factual and 

theoretical 

A range of cognitive 

and practical skills 

Exercise self-

management within 
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EQF Level  Knowledge Skills Competence 

  

 

In the context of EQF, 

knowledge is 

described 

as theoretical and/or 

factual. 

In the context of EQF, 

skills are described as 

cognitive (involving the 

use of logical, intuitive 

and creative thinking), 

and 

practical (involving 

manual dexterity and the 

use of methods, materials, 

tools and instruments) 

In the context of EQF, 

competence is 

described in terms of 

responsibility and 

autonomy. 

knowledge in broad 

contexts within a 

field of work or 

study 

required to generate 

solutions to specific 

problems in a field of 

work or study 

the guidelines of 

work or study 

contexts that are 

usually predictable, 

but are subject to 

change; supervise 

the routine work of 

others, taking some 

responsibility for the 

evaluation and 

improvement of 

work or study 

activities 

Level 5
[1]

 

 
Comprehensive, 

specialised, factual 

and theoretical 

knowledge within a 

field of work or 

study and an 

awareness of the 

boundaries of that 

knowledge 

A comprehensive range 

of cognitive and 

practical skills required 

to develop creative 

solutions to abstract 

problems 

Exercise 

management and 

supervision in 

contexts of work or 

study activities 

where there is 

unpredictable 

change; review and 

develop performance 

of self and others 

Level 6
[2]

 

 Advanced 

knowledge of a 

field of work or 

study, involving a 

Advanced skills, 

demonstrating mastery 

and innovation, 

required to solve 

Manage complex 

technical or 

professional 

activities or projects, 
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EQF Level  Knowledge Skills Competence 

  

 

In the context of EQF, 

knowledge is 

described 

as theoretical and/or 

factual. 

In the context of EQF, 

skills are described as 

cognitive (involving the 

use of logical, intuitive 

and creative thinking), 

and 

practical (involving 

manual dexterity and the 

use of methods, materials, 

tools and instruments) 

In the context of EQF, 

competence is 

described in terms of 

responsibility and 

autonomy. 

critical 

understanding of 

theories and 

principles 

complex and 

unpredictable problems 

in a specialised field of 

work or study 

taking responsibility 

for decision-making 

in unpredictable 

work or study 

contexts; take 

responsibility for 

managing 

professional 

development of 

individuals and 

groups 

Level 7
[3]

 

 
Highly specialised 

knowledge, some of 

which is at the 

forefront of 

knowledge in a 

field of work or 

study, as the basis 

for original thinking 

and/or research 

Critical awareness 

of knowledge issues 

in a field and at the 

interface between 

different fields 

Specialised problem-

solving skills required 

in research and/or 

innovation in order to 

develop new 

knowledge and 

procedures and to 

integrate knowledge 

from different fields 

Manage and 

transform work or 

study contexts that 

are complex, 

unpredictable and 

require new strategic 

approaches; take 

responsibility for 

contributing to 

professional 

knowledge and 

practice and/or for 

reviewing the 

strategic 

performance of 

teams 
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EQF Level  Knowledge Skills Competence 

  

 

In the context of EQF, 

knowledge is 

described 

as theoretical and/or 

factual. 

In the context of EQF, 

skills are described as 

cognitive (involving the 

use of logical, intuitive 

and creative thinking), 

and 

practical (involving 

manual dexterity and the 

use of methods, materials, 

tools and instruments) 

In the context of EQF, 

competence is 

described in terms of 

responsibility and 

autonomy. 

Level 8
[4]

 

 

Knowledge at the 

most advanced 

frontier of a field of 

work or study and 

at the interface 

between fields 

The most advanced and 

specialised skills and 

techniques, including 

synthesis and 

evaluation, required to 

solve critical problems 

in research and/or 

innovation and to 

extend and redefine 

existing knowledge or 

professional practice 

Demonstrate 

substantial authority, 

innovation, 

autonomy, scholarly 

and professional 

integrity and 

sustained 

commitment to the 

development of new 

ideas or processes at 

the forefront of work 

or study contexts 

including research 
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APPENDIX X: Table X.1 : The Schedule of the Procedure 

Schedule Process  Rationale  Type of Research 

July, 2012  
The researcher took courses 

about accreditation process  

The researcher 

consciousness 

raising 

-  

August, 

September, 

October, 

November, 

December, 

2012 

The researcher took courses 

about quality management 

system ISO 9001- ISO 

14001- ISO 18000- ISO 

22000-ISO 10002 and so 

on. 

The researcher 

consciousness 

raising 

- 

January, 

February, 

March, April, 

May, June, 

2013 

The researcher researched 

about accreditation process, 

quality management 

system, Vocational Quality 

Authority, Turkish 

Accreditation Agency.   

The researcher 

consciousness 

raising 

- 

July, August, 

September, 

October, 

November, 

December, 

2013 

The researcher read and 

researched articles, theses, 

books about In-service 

education and training, 

action research, research 

methods, constructivism, 

teaching methods, learning 

methods, development of 

programme, and 

development of schedule 

and so on. 

The researcher 

would like to 

decide what he 

wrote about. 

Literature Review 

January, 

February, 

March, April, 

May, June, 

2014 

The researcher wrote 

literature review part. 

He took Professors‘ 

opinions orally about the 

subject. 

 

The researcher 

would like to 

see what kind 

of problems he 

could 

encounter 

when he 

researched and 
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applied the 

study. 

July, 2014  

The researcher gave 

information about the 

program to the participants. 

Voluntary 

participants for 

the long-term 

application  

 

- 

 

 

 

 

 

August, 2014 
Purposive homogenous 

sampling procedure 

The 

appointment of 

the participants 

for the research 

QUALITATIVE+ 

QUANTITATIVE  

September, 

2014 

Data collection for the first 

analysis 

Collecting data 

for the research 

findings 

QUALITATIVE+ 

QUANTITATIVE 

November, 

2014 

Designing Accreditation 

process and vocational 

education program for 

INSET · 

Creating the course 

modules 

The 

participants 

training on 

accreditation 

process INSET 

QUALITATIVE+ 

QUANTITATIVE 

December,2014 
Analysis of the 

questionnaire 

Bottom up 

feedback for 

the research 

findings 

 

December, 

2014 

Interpretation of the data 

and preparing topics. 

Revising the course 

modules 

Draft program of the 

courses according to the 

Elicitation of 

the participants 

cognition of 

accreditation 

process 

Tailoring 

INSET design 
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results of the qualitative 

analysis 

according to 

need analysis 

January, 

February, 2015  

INSET implementation on 

accreditation process: 

courses  

INSET for 

participants as 

a 

complementary 

program to the 

central INSET 

 

 

 

 

 

 

 

March, April , 

2015 

INSET implementation on 

accreditation process: 

courses 

INSET for 

participants as 

a 

complementary 

program to the 

central INSET 

 

May, June, 

2015  

INSET implementation on 

accreditation process: 

courses 

INSET for 

participants as 

a 

complementary 

program to the 

central INSET 

 

July, August, 

2015 

INSET implementation on 

accreditation process: 

courses  

INSET for 

participants as 

a 

complementary 

program to the 

central INSET 

 

 

 

 

 

 

September, 

October, 2015 

INSET implementation on 

accreditation process: 

courses  

INSET for 

participants as 

a 
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complementary 

program to the 

central INSET 

October, 2015 

Data collection for 

quantitative and qualitative 

analysis (Appendix 3, 

Appendix 4, Appendix 5) 

Elicitation of 

the data for 

triangulation 

 

 

 

 

December,2015 Performance evaluation   

January,2016 
Qualitative and quantitative 

analysis of the data 

Interpretation 

of the data for 

triangulation 

 

January, 

February, 

March, 2016 

For control group; INSET 

implementation on 

accreditation process: 

courses 

INSET for 

participants as 

a 

complementary 

program to the 

central INSET 

 

March, 2016 
Performance evaluation for 

control group 
  

March, 2016 

Writing the findings, 

discussion and the 

conclusion 

  

April,2016 Revision of the thesis 
Thesis 

submission 
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APPENDIX Y: Table Y.1 : Participants Educational Background – Based 

Assessment of Factors Being Important in INSET Needs 

 

    n Mean ss F p 

In recognition of From 

the Vocational Test 

Center-applied inter-

elements relations of the 

Test procedure 

Associate Degree 

Bachelor Degree 
24 3.92 1.06 

2.418 .094 
Master Degree 58 4.26 .66 

Doctoral Degree 17 3.88 .78 

In knowing the job 

descriptions and 

responsibilities of the 

board to function from 

the Vocational Test 

Center  

Associate Degree 

Bachelor Degree 
24 3,92 .83 

3.584 .032* Master Degree 58 4.36 .72 

Doctoral Degree 17 4.00 .79 

In familiarity with the 

Vocational Test Center – 

applied Test procedure  

Associate Degree 

Bachelor Degree 
24 4.08 .93 

2.911 .059 
Master Degree 58 4.41 .68 

Doctoral Degree 17 4.00 .71 

In knowing ISO TS / EN 

17024 Quality 

Management System 

Associate Degree 

Bachelor Degree 
24 4.00 1.10 

2.863 .062 
Master Degree 58 4.43 .73 

Doctoral Degree 17 4.06 .75 

In knowing how the 

Vocational Test Center – 

conducted performance 

Test shall be executed 

Associate Degree 

Bachelor Degree 
24 3.96 1.08 

4.579 .013* 
Master Degree 58 4.45 .65 

Doctoral Degree 17 3.94 .83 

In dominance to the 

topic of preparing ISO 

TS/EN 17024 

documentation from the 

Associate Degree 

Bachelor Degree 
24 3.88 1.30 

3.828 .025* 

Master Degree 58 4.48 .68 
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Vocational Test Center  Doctoral Degree 17 4.29 .92 

Regarding the content 

National Occupational 

Standard includes 

Associate Degree 

Bachelor Degree 
24 4.17 .92 

3.363 .039* 
Master Degree 58 4.41 .65 

Doctoral Degree 17 3.88 .93 

In knowing the basic 

elements constituting the 

National Qualification 

Standard (overall 

objectives, concept, 

value, skill, achievement 

criteria and learning 

outcomes) 

Associate Degree 

Bachelor Degree 
24 4.13 .95 

1.705 .187 
Master Degree 58 4.43 .70 

Doctoral Degree 17 4.12 .99 

In using the methods and 

techniques proposed in 

implementation of Test 

schedule 

Associate Degree 

Bachelor Degree 
24 4.04 .69 

1.233 .296 
Master Degree 58 4.29 .79 

Doctoral Degree 17 4.06 .75 

In dominance to using 

the software program 

used by the Vocational 

Test Center in the 

process of Test 

Associate Degree 

Bachelor Degree 
24 4.13 .99 

.309 .735 
Master Degree 58 4.26 .64 

Doctoral Degree 17 4.29 .92 

In recognition of the 

importance of Work 

Health and Safety within 

the scope of ISO TS/EN 

17024 applied in the 

Vocational Test Center – 

apllied Tests 

Associate Degree 

Bachelor Degree 
24 3.71 1.33 

4.256 .017* Master Degree 58 4.34 .66 

Doctoral Degree 17 4.12 .86 

In using objective – 

appropriate closed and 

open – ended questions 

in process of Test 

Associate Degree 

Bachelor Degree 
24 3,96 1.12 

1.088 .341 
Master Degree 58 4.24 .78 

Doctoral Degree 17 4.00 .87 

In familiarity with the Associate Degree 24 4.04 .86 .710 .494 
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students  - oriented 

interest, will and 

demands during Test  

Bachelor Degree 

Master Degree 58 4.24 .86 

Doctoral Degree 17 4.00 1.06 

In knowing the Test 

program – contained 

concepts of the 

Vocational Test Center 

Associate Degree 

Bachelor Degree 
24 3.92 .97 

4.355 .015* 
Master Degree 58 4.45 .71 

Doctoral Degree 17 4.00 1.00 

In knowing the general 

objectives of the 

performance Test by the 

Vocational Test Center  

Associate Degree 

Bachelor Degree 
24 4.00 1.02 

1.057 .351 
Master Degree 58 4.28 .74 

Doctoral Degree 17 4.06 .97 

In using the time 

management – related 

strategies during the 

Tests 

Associate Degree 

Bachelor Degree 
24 4.21 .93 

.223 .801 
Master Degree 58 4.31 .75 

Doctoral Degree 17 4.18 1.07 

In achievement and skill 

– oriented performance 

drawing up in the 

performance Test 

Schedule of the 

Vocational Test Center  

Associate Degree 

Bachelor Degree 
24 3.96 .86 

1.882 .158 Master Degree 58 4.31 .75 

Doctoral Degree 17 4.35 .86 

In selecting the 

Vocational Test Center 

purpose – fit measuring 

tool 

Associate Degree 

Bachelor Degree 
24 4.08 .88 

.914 .404 
Master Degree 58 4.22 .73 

Doctoral Degree 17 3.94 .90 

In preparing the 

Vocational Test Center 

purpose – fit measuring 

tool  

Associate Degree 

Bachelor Degree 
24 3.92 1.10 

2.164 .120 
Master Degree 58 4.31 .78 

Doctoral Degree 17 4.00 .71 

In implementing the Associate Degree 24 4.17 1.01 .724 .487 
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measuring tool selected 

during Vocational Test 

Center – applied Tests 

Bachelor Degree 

Master Degree 58 4.28 .79 

Doctoral Degree 17 4.00 .79 

In making analysis for 

the purpose of evaluating 

the measurement results 

of the Vocational Test 

Center – applied Tests 

Associate Degree 

Bachelor Degree 
24 4.04 .75 

.076 .927 
Master Degree 58 4.10 .64 

Doctoral Degree 17 4.06 .83 

In knowing the basic 

concepts in measuring 

and evaluating 

(measuring-validity-

reliability-error, etc.) in 

assessment of Vocational 

Test Center – conducted 

Tests  

Associate Degree 

Bachelor Degree 
24 3.96 .81 

1.033 .360 
Master Degree 58 4.12 .75 

Doctoral Degree 17 3.82 .95 

In preparing pairing – 

type questions for the 

Vocational Test Center – 

conducted Tests 

Associate Degree 

Bachelor Degree 
24 4.04 1.04 

1.160 .318 
Master Degree 58 3.91 .63 

Doctoral Degree 17 3.65 1.06 

In preparing fill in the 

blank – type questions 

for the Vocational Test 

Center – conducted Tests  

Associate Degree 

Bachelor Degree 
24 3.88 .99 

.344 .710 
Master Degree 58 3.88 .65 

Doctoral Degree 17 3.71 .85 

In preparing multiple 

choice – type questions 

for the Vocational Test 

Center – conducted Tests  

Associate Degree 

Bachelor Degree 
24 3.75 .90 

1.071 .347 
Master Degree 58 3.95 .76 

Doctoral Degree 17 3.65 1.00 

In preparing open – 

ended questions for the 

Vocational Test Center – 

conducted Tests  

Associate Degree 

Bachelor Degree 
24 3.92 .83 

.677 .511 
Master Degree 58 4.02 .71 

Doctoral Degree 17 3.76 1.03 
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In preparing checklist for 

the Vocational Test 

Center – conducted Tests  

Associate Degree 

Bachelor Degree  
24 3.92 .93 

.974 .381 
Master Degree 58 4.05 .71 

Doctoral Degree 17 3.76 .75 

*p < .05 
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             3.1 İstanbul Aydın University – Florya / Istanbul - Instructor & 

Director of Vocational Test Centre - March 2013-…… 

Instructor & Life Long Learning Centre Coordinator February 2012-2013 

 

Job responsibilities: Organizing training programs and Instructors, 

leading teacher employement, orientation and improvement processes 

and giving English lectures to Bachelor Art and Associate’s Degree 

students.   

 

             3.2 Linguisthanbul Foreing Languages Academy - Beylikdüzü- IST             

English Teacher - Foreign Languages Training Manager / January 2011- 

January 2012  

        

             Job responsibilities: Organizing training programs and lecturers, 

leading teacher employement, orientation and improvement processes 

and giving English lectures to adults.   

 

             3.3 Training Manager in HR Department - Almaty/Kazakhstan - City 

Restaurant Chains / June 2008-December 2010 

  Job responsibilities: Analysing educational needs of the staff; 

Organizing sort and long term trainings such as service techniques & 

How to deal with customers & Communication skills and General & 

Sectoral English language training.  
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3.4 Anafartalar High School Kyrenia/Cyprus - Assistant lecturer in 

ELT Department / September 2007 – June 2008 

       

 Job responsibilities: Teaching grammar, reading, writing and 

speaking and teaching translation techniques. 

 

 3.5 Comaks Computer and English Course - Lecturer in ELT 

Department Kyrenia/Cyprus / June 2005 – September 2007 

 

  Job responsibilities: To prepare students for IELTS Exam in 

summer term. (Teaching grammar, reading, writing and speaking) 

 

4. COURSES & CERTIFICATES 

 

                         4.1 Windows, Word, Excel, Powerpoint certificate – 1994-1995 

        4.2 Group Conciliation Methods for volunteers (Facilitative 

Leadership Training Institute)  

        4.3 IELTS Traning ( London- UK) 2006 

        4.4 Foreign Languages Teaching Conference ( Başkent 

Üniversitesi.) 2011 

        4.5 Türkiye Üniversiteler Arası 1. Havacılık Katılım Çalıştayı (Katılım 

Belgesi) 

        4.6 Türk Akreditasyon Kurumu TS EN ISO 17024 (Eğitim Sertifikası) 

       4.7 Zor İnsanlarla Başa Çıkma (Eğitim Katılım Belgesi) 

       4.8 Topluluk Önünde Konuşma ve Hitabet Sanatı( Eğitim Katılım 

Belgesi) 

       4.9 İnsan Tanıma Sanatı (Eğitim Katılım Belgesi)  

   4.10 Satış Pazarlama Müşteri İlişkiler (Eğitim Katılım Belgesi) 
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   4.11 ISO 9001 Kalite Yönetim Sistemi (Katılım Sertifikası) 

   4.12 ISO 22000 Gıda Güvenliği (Katılım Sertifikası) 

   4.13 OHSAS 18001 İş Sağlığı ve İş Güvenliği Yönetim Sistemi (Katılım 

Sertifikası) 

   4.14 ISO 14001Çevre Yönetim Sistemi (Katılım Sertifikası) 

   4.15 Etkili ve Güzel Konuşma (Eğitim Sertifikası) 

   4.16 English Language Teaching Conference (Ankara Gazi 

Üniversitesi) 

   4.17 TS EN ISO 17024 Personel Belgelendirme Kapsamında kulanılan 

yazılım eğitimi 

   4.18 ISO 9001 Kuruluş içi  Tetkikçi Eğitimi 

   4.19 TS EN ISO 17024 Personel Belgelendirme Görev Tanımları  

   4.20 Kurumsal İletişim Eğitimi   

   4.21 IRCA Onaylı Kuruluş İç Tetkikçi Eğitimi   

   4.22 TS EN ISO 17024 Personel Belgelendirme Standardında 

Hazırlanan Dökümantasyon Eğitimi   

 4.23 TS EN ISO 17024 Personel Belgelendirme Kapsamında İş Sağlığı 

ve Güvenliği Eğitimi 4.24 TS EN ISO 17024 Personel Belgelendirme 

Kalite Yönetim Sistemi  

  

5. TEACHING SUBJECTS 

 

The academic subjects I specialize on in the field of ELT are as follows: 

- Language testing and programme evaluation (designing tests for 

academic, general and specific purposes; evaluation of language 

programmes based on teaching outcomes and tests). 
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 - Translation and teaching translation techniques. 

 

- Designing teaching materials for teaching and testing purposes, 

teaching how to design teaching and testing materials 

 

- Teaching drama and poetry, teaching English literature, 

teaching techniques, research techniques and   language testing 

and programme evaluation. 

 

6. PRESENTATION AND PAPER 

 

 “The Hunger Games”, İstanbul Aydın Üniversitesi ABMYO 

Dergisi, Istanbul, 2014. 

 “Advantages and Disadvantages of Grammar-Translation 

Method”, İstanbul Aydın  

Üniversitesi, Istanbul, 2014,Multiculturalism International 

Conference. 

 “Mass Media as Means of Communication In Young Learners’ 

Classes”, Muğla Sıtkı  

Koçman Üniversitesi, 2013 ELT Conference (IATEFL). 

 “Culture in Colonialism and Post Colonialism Period”, İstanbul 

Aydın Üniversitesi 

ABMYO Dergisi, İstanbul, 2013. 

 “How to teach English effectively” (unpublished BA thesis), 

submitted to the Institute 

of Social Sciences, Near East University, Cyprus, 2007. 

 “Teaching Culture in the Target Language” (project, and paper 

presented in the 
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Institute of Social Sciences, Near East University, Cyprus, 

2006. 

 The programme of III International Open Scientific Conference, 

Kujawy and Pomorze 

University Bydgoszcz, Poland, 2014.  

 Erasmus Teaching Mobility, Kujawy and Pomorze University 

Bydgoszcz, Poland, 

2014. 

 




