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	1.0
	Purpose

	
	

	1.1
	This policy sets out the framework for a continuous process for identifying, evaluating and developing the work performance of teachers, so that the goals and objectives of the school are more effectively achieved, while at the same time benefiting teachers in terms of recognition of performance, professional development and career guidance.

	
	

	1.2
	The policy seeks to minimise the impact on workload for individual teachers, appraisers and Head Teachers to avoid unnecessary bureaucracy for all parties concerned.

	
	

	1.3
	This policy will also be used to address any concerns that are raised about a teacher’s performance and sets out the arrangements that will apply in these circumstances.




	2.0
	Scope

	
	

	2.1
	Application

	
	

	2.1.1
	This policy applies to all teachers except for:

	2.1.1.1
	Those on contracts of less than one term.

	2.1.1.2
	Early career teachers

	2.1.1.3
	Anyone who is the subject of formal capability proceedings.

	
	

	2.2
	Teachers’ Standards

	
	

	2.2.1
	The standards against which performance must be assessed in respect of a teacher are the set of standards articulated in the Teachers’ Standards document and any other set of standards relating to teachers’ performance published by the Secretary of State that the Governing Body shall determine as being applicable.

	2.2.2
	In order to meet the Teachers’ Standards, a teacher will need to demonstrate that their practice is consistent with the definitions set out in Part 1 (Teaching) and Part 2 (Personal & Professional Conduct).




	3.0
	Appointment of Appraisers

	
	

	3.1
	Head Teacher Appraisal

	
	

	3.1.1
	The Governing Body is the appraiser for the Head Teacher.

	3.1.2
	The Governing Body must also appoint an external adviser for the purposes of providing advice and support throughout the appraisal cycle in relation to the appraisal of the Head Teacher.

	3.1.3
	Where the Head Teacher is of the opinion that any of the Governing Body members or the external adviser is unsuitable for professional reasons, then the Head Teacher can submit a written request to the Chair of the Governing Body for that person to be replaced setting out the reasons why.

	





	

	3.2
	Teacher Appraisal

	
	

	3.2.1
	All appraisers will have received training as required to enable them to fulfil all aspects of their role appropriately and effectively, including appraisal review meetings, objective setting, classroom observation and providing quality feedback to appraisees.

	3.2.2
	The Head Teacher is responsible for the appraisal of all teachers, but may delegate this responsibility to the teacher’s line manager.

	3.2.3
	Where a teacher is of the opinion that the person to whom the Head Teacher has delegated the appraiser’s duties is unsuitable for professional reasons, the teacher can submit a written request to the Head Teacher for that appraiser to be replaced stating the reasons why.

	3.2.4
	Where it becomes apparent that the appraiser will be absent for the majority of the cycle or is unsuitable for professional reasons, the Head Teacher may perform the duties instead or delegate them in their entirety to another teacher. Where this teacher is not the appraisee’s line manager, the teacher will have an equivalent or higher status in the staffing structure as the appraisee’s line manager.

	3.2.5
	Where a teacher is experiencing difficulties and the Head Teacher is not the appraiser, the Head Teacher may choose to undertake the role of appraiser.

	3.2.6
	An appraisal cycle will not begin again in the event of an appraiser being changed.




	4.0
	The Appraisal Cycle

	
	

	4.1
	The annual appraisal cycle will run from 1 September to 31 August. The performance of teachers will be reviewed on an annual basis.

	
	

	4.2
	Where a teacher joins the school part way through a cycle, the Head Teacher, or in the case where the teacher is the Head Teacher the Governing Body in consultation with the appointed external professional adviser, shall determine the length of the first cycle for that teacher, with a view to bringing the cycle into line with the other teachers at the school as soon as reasonably practicable.

	
	

	4.3
	Where a teacher transfers to a new post within the school part way through a cycle, the Head Teacher or, in the case of a teacher taking up the post of Head Teacher the Governing Body in consultation with the appointed external professional adviser, shall determine whether the cycle should begin again and whether to change the appraiser.

	
	

	4.4
	Where a teacher or Head Teacher is employed on a fixed term contract for longer than a term but less than 12 months, the length of the appraisal period will be determined by the duration of the contract.
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	Objective Setting

	
	

	5.1
	Head Teacher

	
	

	5.1.1
	The Head Teacher objectives will be set by the Governing Body after consultation with the external adviser and the Head Teacher.

	5.1.2
	Both the Head Teacher and the Governing Body will seek to agree the objectives, but where a joint decision cannot be made, the Governing Body will make the decision after taking advice from the external adviser.

	
	

	5.2
	Teachers

	
	

	5.2.1
	The objectives will be set for each teacher before, or as soon as practicable after, the start of each appraisal cycle and will be Specific, Measurable, Achievable, Realistic and Time-bound and will, if achieved, contribute to the school’s plans for improving the school’s educational provision and performance, improving the education of pupils and also by taking into account the professional aspirations of the teacher.

	5.2.2
	Suitable objectives include those related to classroom instructional practices, contributions to the development of school curriculum and relationship with pupils, colleagues and parents/carers.

	5.2.3
	Objectives should also be justifiable and equitable when judged across teachers with similar roles and responsibilities as well as being appropriate to the teacher’s role and level of experience.

	5.2.4
	Objectives and performance management discussions will not be based on teacher generated data and predictions, or solely on the assessment data for a single group of pupils.  This does not mean that performance management targets should never be set in relation to pupil performance. School leaders may choose to agree performance management targets with teachers in relation to robust assessment data. Objectives that are set in relation to robust assessment data will not be used in isolation; other factors will also be considered when making decisions about pay progression.

	5.2.5
	On the grounds that emerging issues are unlikely to be known at the outset of an appraisal period, objectives may need to be adjusted throughout the appraisal period so that they remain relevant to the performance of the individual and to the priorities of the school.

	5.2.6
	The appraiser and appraisee will seek to agree to the objectives, but where a joint decision cannot be made then the Head Teacher shall make the decision.

	5.2.7
	The appraisal is not designed to cover the full range of a teacher’s role and responsibilities, but instead to focus on the individual priorities for the appraisal cycle. It will therefore be assumed at the performance assessment stage that those aspects of a teacher’s role and responsibilities not covered by the appraisal have been satisfactorily carried out.

	5.2.8
	All teachers will be required to show evidence that they have met the Teachers’ Standards. A teacher will therefore need to demonstrate that their practice is consistent with all the aspects displayed in Part 1 (Teaching) and Part 2 (Personal & Professional Conduct) of the Teachers’ Standards document.
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	6.0
	Reviewing Performance

	
	

	6.1
	Gathering the Evidence

	
	

	6.1.1
	As part of the overall appraisal process, it is critically important that the teacher is clear about the evidence that will be required by their appraiser to enable the appraiser to assess their performance and in turn make a substantiated and evidence based pay recommendation.

	
	· Evidence should show and demonstrate a contribution towards:

	
	· A positive impact on pupil progress.

	
	· A positive impact on wider outcomes for pupils.

	
	· Improvement in specific elements of practice.

	
	· A positive contribution to the work of the school.

	
	· The evidence gathered will largely be determined by the nature and scope of the agreed objectives and the Teacher’s Standards. Examples of evidence may include but not be limited to:

	
	· Classroom observations.

	
	· Task observations.

	
	· Reviews of assessment results.

	
	· Reviews of lesson planning records.

	
	· Internal tracking.

	
	· School Improvement Plans.

	
	· Moderation within and across schools.

	
	· Pupils’ voice.

	
	· Parents’ voice.

	
	· Head Teacher walkabouts.

	
	· Evidence supporting progress against Teachers’ Standards.

	
	

	6.2
	Observation

	
	

	6.2.1
	Observation of classroom practice and other responsibilities is important as a way of assessing teachers’ performance in order to identify any particular strengths and areas for development they may have, gaining useful information which can inform school improvement more generally and enabling teachers to learn from each other and collaborate. Observation should be carried out in a supportive fashion and not add to teacher workload.

	6.2.2
	Any classroom or task observations will be carried out in accordance with the school’s classroom and task observation protocol.

	6.2.3
	Where evidence emerges about the appraisee’s performance, which gives rise to concern during the appraisal cycle, additional observations may be arranged during the cycle.

	










	

	6.3
	Development & Support

	
	

	6.3.1
	The school’s Continuing Professional Development (CPD) programme will be partially informed by the training and development needs identified through the appraisal process. It is the shared responsibility of both the appraiser and appraise to highlight development and support needs.

	6.3.2
	The Governing Body will ensure in the budget planning that, as far as possible, resources are made available for appropriate development and support agreed for appraisees maintaining access on an equitable basis.

	6.3.3
	With regard to the provision of CPD in the case of competing demands on the school budget, a decision on relative priority will be taken with regard to the extent to which:

	6.3.3.1
	The CPD identified is essential for an appraisee to meet their objectives.

	6.3.3.2
	The extent to which the development and support will help the school to achieve its priorities.

	
	

	6.4
	Feedback

	
	

	6.4.1
	Appraisees will receive feedback on their performance throughout the year and as soon as practicable after observation has taken place or other evidence has come to light. Feedback will highlight particular areas of strength as well as any areas that require further development. Where there are concerns about any aspects of the teacher’s performance the appraiser will meet the teacher formally to:

	6.4.1.1
	Give clear feedback to the teacher about the nature and seriousness of the concerns. 

	6.4.1.2
	Give the teacher the opportunity to comment and discuss the concerns. 

	6.4.1.3.
	Set clear objectives for required improvement.

	6.4.1.4
	Agree any support (e.g. coaching, mentoring, structured observations), that will be provided to help address those specific concerns.

	6.4.1.5
	Make clear how, and by when, the appraiser will review progress (it may be appropriate to revise objectives, and it will be necessary to allow sufficient time for improvement. The amount of time is up to the school but should reflect the seriousness of the concerns). 

	6.4.1.6
	Explain the implications and process if no, or insufficient, improvement is made – e.g., potential move to formal capability. 

	6.4.2
	When progress is reviewed, if the appraiser is satisfied that the teacher has made, or is making, sufficient improvement, the appraisal process will continue as normal, with any remaining issues continuing to be addressed though that process.



















	7.0
	Annual Assessment

	
	

	7.1
	Each teacher’s performance will be formally assessed at the end of each appraisal cycle and assessment of performance will be on the basis agreed at the beginning of the cycle. In assessing the performance of the Head Teacher the Governing Body must consult the external adviser.

	
	

	7.2
	In assessing performance the following, where appropriate, shall also be taken into consideration:

	
	

	7.2.1
	Where factors beyond the teacher’s control have impacted on their ability to meet objectives.

	7.2.2
	Where a teacher has been absent for some or all of the assessment period, an assessment will be based on appraisal during any periods of attendance and/or prior appraisal. This will be considered alongside the assumption that, in order to progress, the teacher will have been present for the majority of the cycle.

	
	

	7.3
	The teacher will receive as soon as practicable by the end of each appraisal cycle a written appraisal report, which they will then have the opportunity to comment upon in writing. The appraisal report will include:

	
	

	7.3.1
	Details of the teacher’s objectives for the appraisal in question.

	7.3.2
	An assessment of the teacher’s performance of their roles and responsibilities against their objectives and relevant standards.

	7.3.3
	An assessment of the teacher’s professional development needs and identification of any action that should be taken to address them.


	7.3.4

7.3.5


	A recommendation on pay where that is relevant.

Details of discussions around wellbeing and workload, to provide the opportunity to aid retention.

	
	

	7.4
	A review meeting will take place to discuss the content of the report and further action required and to inform objective setting for the next cycle.
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	8.0
	Pay Progression

	
	

	8.1
	Following an individual teacher’s annual appraisal and subject to the provisions of the pay policy, they should expect to receive pay progression within the maximum of their pay range unless they are subject to capability procedures. 

	
	

	8.2
		To qualify for a double incremental increase the teacher would need to demonstrate most, if not all of the following:

	




	
	· To have exceeded all of the objectives and have fully met all of the relevant standards.

	
	· Shown a strong commitment to the school by going above and beyond the expectations of their job, acting as an exemplar for others and having shown a commitment to improve their own performance and their continuing professional development.

	
	· All their teaching was assessed as outstanding.
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	Appeals

	
	

	9.1
	At specified points in the appraisal process, such as when setting targets, reviewing of progress at mid-year or during the final review, all teachers have a right of appeal to the Head Teacher, and in the case of the Head Teacher to the Governing Body, against any of the entries in their review statements.

	
	

	9.2
	Where a teacher has concerns about the pay recommendation which cannot be resolved at the review meeting, they should include these on the review statement for consideration by those responsible for making pay decisions.

	
	

	9.3
	A teacher may make a formal appeal against a decision on pay, which must be submitted in writing within ten working days of receipt of written notification of that decision.

	
	

	9.4
	The grounds of appeal are that the person or committee making the decision either and/or:

	
	

	9.4.1
	Incorrectly applied any provision of the current Document or other statutory provision.

	9.4.2
	Failed to have proper regard for statutory guidance.

	9.4.3
	Failed to take proper account of relevant evidence.

	9.4.4
	Took account of irrelevant or inaccurate evidence.

	9.4.5
	Was biased.

	9.4.6
	Otherwise unlawfully discriminated against the teacher.





	

10.0
	

Transition to Capability

	
	

	10.1
	When a teacher is experiencing difficulties in meeting the performance standards and objectives set in the appraisal cycle and is unable to be resolved through support and guidance, the appraiser will arrange a meeting with the teacher as part of the appraisal process to:

	
	

	10.1.1
	Give clear written feedback to the teacher about the nature and seriousness of the concerns.

	10.1.2
	Give the teacher the opportunity to comment on and discuss the concerns.

	10.1.3
	Give the teacher at least five working days’ notice that a meeting will be held to discuss targets for improvements alongside a programme of support.

	10.1.4
	Agree and establish, in consultation with the teacher, an action plan with clear objectives and support that will help to remedy specific concerns.

	10.1.5
	Make clear how progress will be monitored and when it will be reviewed.

	10.1.6
	Explain the implications  and process if no, or insufficient improvement is made.

	
	

	10.2
	The teacher’s progress will continue to be monitored as part of the appraisal process which will normally be between four and eight working weeks and in any case shall only be as long as necessary to allow reasonable time for improvement.

	
	

	10.3
	If sufficient progress is made then the teacher should be informed of this by the end of the review period and the appraisal process will then continue as normal.

	10.4
	In cases where insufficient progress has been made, the teacher will be invited to a transition meeting to determine whether formal capability proceedings will be invoked, at which they can choose to be accompanied by a work place colleague or trade union representative. Also present would be the Appraiser and the Head Teacher (or Chair of Governors if it is the capability of the Head Teacher in question). There may also be a note taker and a HR Consultant present.

	
	

	10.5
	The meeting will consider the following matters, of which will have been submitted to the teacher in writing at least five working days before the meeting:

	
	

	10.5.1
	The evidence that has given rise to the specific concerns about the teacher’s performance.

	10.5.2
	The seriousness of the concerns and their impact on the performance of the school.

	10.5.3
	The support that has been provided to date.

	10.5.4
	The time for which the concerns have persisted.

	10.5.5
	The degree of improvement achieved and whether or not this has been sustained.

	10.5.6
	The extent to which the employee has shown insight and has engaged with the support provided throughout the appraisal process.

	10.5.7
	Any mitigating factors.

	
	

	10.6
	The teacher will be informed of the decision made in writing, normally within five working days. The decision will be either to continue with the appraisal process or to invoke the capability procedure by convening a formal capability meeting.






	11.0
	Monitoring and Evaluation

	
	

	11.1
	The Governing Body and the Head Teacher will monitor the operation and effectiveness of the school’s appraisal arrangements.

	
	

	11.2
	[bookmark: _GoBack]The Head Teacher will also report on whether there have been any appeals or representations on an individual or collective basis on the grounds of alleged discrimination.
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