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1 Introduction 

 This model teachers’ Appraisal & Performance Development policy has been prepared 

by the Department for Education (‘DfE’), and has been amended for Philips High 

School. It is recommended for schools to use to support the implementation of the 

appraisal & performance development arrangements as set out in The Education 

(School Teachers’ Appraisal) (England) Regulations 2012 and replace the Education 

(School Teacher Performance Management) (England) Regulations 2006. 

 At a local level this model policy has been consulted upon with members of the 

Teachers Associations and any deviation to the model policy must be negotiated directly 

with the Teacher Association representatives and teachers employed within the school. 

 Revised appraisal arrangements came into force with effect from 1 September 2012 as 

set out in The Education (School Teachers’ Appraisal) (England) Regulations 2012.  

 The appraisal process will be used to determine pay progression for all staff employed 

on School Teachers Pay and Conditions Document 2017. As such, this policy should 

be read in conjunction with the Pay Policy. 

 Importantly, teachers’ performance will be assessed against the relevant standards (as 

well as against their objectives and against their role in the school) and as such, the 

revised Teachers’ Standards which were introduced from 1 September 2012 should be 

read in conjunction with this policy. The latest Teachers’ Standards regulations are 

available from https://www.gov.uk/government/publications/teachers-standards. 

 By statute, all schools must have both an agreed appraisal policy for teachers (including 

Headteachers) and a policy, covering all staff, which deals with lack of capability. 

Capability issues within this school are managed in accordance with the agreed 

Managing Teachers' Capability Policy. 

 The teacher’s Appraisal & Performance Development Policy is designed to provide a 

supportive and developmental framework and process to ensure that all teachers have 

the skills and support they need to carry out their role effectively.  

 The Education (School Teachers’ Appraisal) (England) Regulations 2012 require that 

the Governing Body shall ensure the performance of teachers and the Headteacher is 

managed and reviewed, in accordance with the regulations and the school’s 

performance development policy. Before establishing or revising the policy, the 

Governing Body shall seek to agree the policy with the recognised trade unions and 

teacher associations, and ensuring any subsequent changes from this model policy are 

communicated to all teachers. 

 Within this model policy; 

• Green text indicates statutory requirements within The Education (School 

Teachers’ Appraisal) (England) Regulations 2012 or The School Staffing 

(England) Regulations 2009. 

• Purple text details school flexibilities, which must be assessed and completed on 

a school-by-school basis. 

Model policy for appraising teacher performance and making pay decisions 

 

http://www.legislation.gov.uk/uksi/2012/115/made
http://www.legislation.gov.uk/uksi/2012/115/made
http://www.legislation.gov.uk/uksi/2006/2661/made
http://www.legislation.gov.uk/uksi/2006/2661/made
http://www.legislation.gov.uk/uksi/2012/115/made
https://www.gov.uk/government/publications/school-teachers-pay-and-conditions
file:///C:/Users/Bailyc/AppData/Local/Microsoft/Staff%20Information%20Directory/General%20School%20Information%20&%20Policies/Policies/Pay%20Policy%20(Sept%202017).docx
file:///C:/Users/Bailyc/AppData/Local/Microsoft/Staff%20Information%20Directory/General%20School%20Information%20&%20Policies/Policies/Pay%20Policy%20(Sept%202017).docx
https://www.gov.uk/government/publications/teachers-standards
https://www.gov.uk/government/publications/teachers-standards
file:///C:/Users/Bailyc/AppData/Local/Microsoft/Staff%20Information%20Directory/General%20School%20Information%20&%20Policies/Policies/Managing%20Teachers%20Capability%20Policy%20(Sept%202017).docx
http://www.legislation.gov.uk/uksi/2012/115/made
http://www.legislation.gov.uk/uksi/2012/115/made
http://www.legislation.gov.uk/uksi/2012/115/made
http://www.legislation.gov.uk/uksi/2009/2680/made
http://www.legislation.gov.uk/uksi/2009/2680/made
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 This policy has been adopted by Philips High School as of November 2018 and will be 

reviewed annually.  

Purpose 

 This policy sets out the framework for a clear and consistent assessment of the overall 

performance of teachers, including the Headteacher, and for supporting their 

development within the context of the school’s plan for improving educational provision 

and performance, and the standards expected of teachers. 

 The appraisal process cycle will be used as part of the criteria to determine pay and 

pay progression. Within this school all pay decisions will be made by; 

• Governor’s pay review panel 

 Further information regarding pay and conditions can be found in the School Teachers 

Pay and Conditions document (2017).   

 

Application of the policy 

 This policy covers appraisal, and applies to the Headteacher and to all teachers 

employed by the school or local authority, except those on contracts of less than one 

term and those undergoing induction (i.e. NQTs.) Furthermore, teachers and 

Headteachers who are currently subject to formal capability procedures are not covered 

within the scope of this policy. 

 

2 The appraisal procedure 

 Appraisal in this school will be a supportive and developmental process designed to 

ensure that all teachers have the necessary skills and support they need to carry out 

their role effectively and one which contributes to the effective management of 

individuals and teams in order to achieve high levels of performance within this school.  

 Therefore this school has developed an Appraisal and Performance Management 

process in order to establish a shared understanding about what is to be achieved and 

an approach to leading and developing people, which will ensure that it is achieved. 

Furthermore, it will help to ensure that teachers are able to continue to improve their 

professional practice and to develop as teachers.  

 As such, performance management is seen as a continuous cycle and all employees 

will be monitored, assessed and provided with feedback on their performance on a 

continual basis.  

 

3 The appraisal period 

 The appraisal period will run for 12 months from 31 October each year.   

 Teachers who are employed on a fixed term contract of less than one year will have 

their performance managed in accordance with the principles underpinning this policy. 

The length of the period will be determined by the duration of their contract and 

appropriate appraisal objectives will be set to reflect this period.  
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 Where a Teacher starts their employment at the school partway through a cycle, the 

Headteacher shall determine the length of the first cycle for that Teacher, with a view to 

bringing the cycle into line with the cycle for other teachers at the school as soon as 

possible. 

 Where a teacher transfers to a new post within the school partway through a cycle, the 

Headteacher shall determine whether the cycle shall begin again. 

4 Appointing appraisers/Triad Leads 

 The Headteacher will be appraised by a subcommittee of the Governing Body, 

supported by a suitably skilled and experienced external adviser who has been 

appointed by the Governing Body for that purpose. Prior to the appointment of the 

external adviser, the subcommittee of the Governing Body and Headteacher should 

meet to discuss the suitability, skills and expertise of the external advisor who is to be 

appointed. 

 In this school the task of appraising the Headteacher, including the setting of objectives, 

will be delegated to a sub-group consisting of three members of the Governing Body 

supported by the School Improvement Partner.  

 The Headteacher will decide who will appraise other teachers.  

 Where a Teacher or Headteacher is of the opinion that the appraiser appointed under 

this regulation is unsuitable for professional reasons, they may submit a written request 

to the Headteacher or Governing Body for the appraiser to be replaced, stating those 

reasons. The final decision regarding this matter will rest with the Headteacher or 

Governing Body, and there is no further right of appeal. 

 Each member of the teaching staff will be allocated a triad lead who will manage their 

performance management. Triad leads will oversee all aspects of performance 

management, planning and review including making any pay recommendations for 

eligible teachers. The final decision on pay progression lies with the Headteacher. Triad 

leads may carry out classroom observation but are not required to do so. There is no 

provision in the 2012 Regulations for staff to choose their triad lead. 

5 Setting objectives 

 The Headteacher’s objectives will be set by the Governing Body after consultation with 

the School Improvement Partner. 

 Objectives for each teacher will be set before or as soon as is practicable after, the start 

of each appraisal period, as per school calendar. The objectives set for each teacher, 

will be Specific, Measurable, Achievable, Realistic and Time-bound (‘SMART’) and will 

be appropriate to the teacher’s role and level of experience.  

 The appraiser and teacher will seek to agree the objectives but, if that is not possible, 

the appraiser will determine the objectives, and the teacher should record their 

comments in writing as an appendix to the appraisal statement. A copy of which should 

be forwarded to the Headteacher who will then moderate the objectives set against 

those of similar banding or leadership positions within the school. 

 Objectives may be revised if circumstances change such as due to absence, or changes 

in professional circumstances. This is to support the teacher as the original objectives 

may be no longer appropriate or reasonably met. 
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 The objectives set for each teacher will, if achieved, contribute to the school’s plans 

for improving the school’s educational provision and performance and improving the 

education of pupils at that school. This will be ensured by: 

• the Headteacher agreeing ‘core’ objectives with the Governing Body; 

• quality assuring all objectives against the School Development Plan; 

• supporting individuals Continuing Professional development (CPD) linked to 

School Development Plan; 

• supporting on-going Pupil/Student Progress needs; 

 Before, or as soon as practicable after, the start of each appraisal period, each teacher 

will be informed of the Teachers' Standards against which that teacher’s performance 

in that appraisal period will be assessed. The Headteacher or Governing Body (as 

appropriate) will need to consider whether certain teachers should also be assessed 

against other sets of standards published by the Secretary of State that are relevant to 

them. 

 The Headteacher will be responsible for ensuring that the appraisal process operates 

consistently and that objectives are focused on school priorities and where appropriate 

have taken account of the teachers own self-evaluation. All objectives will be referred 

to the Headteacher prior to the commencement of the cycle of monitoring. 

 Where the Headteacher has concerns about the relevance of the objectives set, these 

concerns will be discussed with the appraiser and the objectives may require 

amendment following discussion with the teacher. 

 Within this school, normally no more than three objectives will be agreed each cycle.  

 If during the appraisal cycle, teachers are found not to be meeting the standards at the 

appropriate level for their pay band they will be asked to meet formally with their 

appraiser to discuss the most appropriate methods of additional support that can be 

provided in order that the original performance objectives can be achieved. 

6 Reviewing performance 

 Appraisal in this school is a supportive process, which will be used to inform continuing 

professional development. The school promotes and encourages a culture in which all 

teachers take responsibility for improving their teaching through appropriate 

professional development. Professional development will be linked to school 

improvement priorities and to the on-going professional development needs and 

priorities of individual teachers. 

Methods of reviewing performance 

 Teacher appraisal and performance development is an ongoing process. The quality 

and impact of performance needs to be evidenced over time and not as a series of one–

off activities. 

https://www.gov.uk/government/publications/teachers-standards
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 Within this school, we see appraisal and performance development as a shared 

responsibility and would expect all teachers to have a minimum level of evidence 

provided for them, as a result of the continual quality assurance processes within 

school. This should provide a range of evidence for a teacher to use as appraisal 

evidence, especially with regards to the ‘student progress/outcomes’ and ‘teaching and 

learning’ objectives. Individuals are expected to supplement this with additional 

evidence as relevant. 

Observation 

 This school believes that observation of classroom practice and other responsibilities is 

important both as a way of assessing teachers’ performance in order to identify any 

particular strengths and areas for development they may have and of gaining useful 

information, which can inform school improvement more generally. The school is 

committed to all observation(s) being carried out in a supportive fashion. 

Lesson observations are not graded, however areas of strength and development will 

be given as feedback.   

 In this school teachers’ performance will be regularly observed according to the overall 

needs of both the teacher and the school. If issues emerged from an observation that 

were not part of the focus of the observation as recorded in the appraisal statement 

these should also be covered in the written feedback. 

 

Learning Walks 

 In addition to observations, Headteachers or other leaders with responsibility for 

teaching standards may conduct a learning walk in order to evaluate the standards of 

teaching and to check that high standards of professional performance are established 

and maintained. 

 The purpose of learning walks is primarily to support the teacher and to maintain the 

operating and learning standards of the school. The length and frequency of any 

learning walk visit will vary depending on specific circumstances but in normal 

circumstances would not normally exceed approximately 15 minutes. 

 Any significant concerns, which are identified, will be discussed with the individual 

teacher and appraiser. Further reviewing may follow, such as a lesson observation or 

work scrutiny. 

 Teachers (including the Headteacher) who have responsibilities outside the classroom 

should also expect to have their performance of those responsibilities observed and 

assessed. 

 

Pupil Progress and Outcomes 

 Pupil progress and outcomes are a key factor within appraisal and an indicator of 

performance and is important both as a way of assessing teachers’ performance in 

order to identify any particular strengths and areas for development they may have and 

of gaining useful information, which can inform school improvement more generally. 

 Pupil progress and outcomes will be regularly monitored and assessed in accordance 

with Teachers' Standards. 

https://www.gov.uk/government/publications/teachers-standards
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 In addition, schools may wish to refer to existing agreed policies within the school. (See 

Teaching and Learning Policy and the Feedback Policy). 

Feedback 

 Teachers should systematically reflect on their impact on student progress, for example 

as part of the data collection cycle. 

 Teachers will receive constructive feedback on their performance throughout the year 

and as soon as practicable, after observation has taken place or other evidence has 

become known e.g. pupil progress information. This will normally occur within 5 working 

days of the observation-taking place and no later than 10 days after the observation-

taking place. 

 Feedback will highlight particular areas of strength as well as any areas that need 

attention.  

 Within this school, there will also be several interim reviews of progress against agreed 

appraisal objectives. These can take form in triad groups, one to one conversations and 

staff development sessions.  

 Continued good performance allows teachers an expectation of progression to the top 

of their respective pay range.  

7 Dealing with concerns 

 Appraisal within this school will be a supportive and developmental process and 

throughout the academic year teachers will be monitored and assessed and as such 

will be provided with feedback on their performance on a continual basis. 

 Where there are concerns about any aspects of the teacher’s performance the 

appraiser must discuss this in the first instance with the designated triad lead/SLT 

member to ensure consistency. 

 They may agree that this is dealt with through discussion with the appraiser and teacher, 

or that there is a need to meet more formally. If the latter is the case the appraiser 

(and/or appropriate manager), will meet with the teacher to discuss the performance 

concerns. The purpose of the meeting is to; 

• give clear feedback to the teacher about the nature and seriousness of the 

concerns including the evidence base to support the concerns; 

• give the teacher the opportunity to comment and discuss the concerns; 

• agree any additional support (e.g. coaching, mentoring, structured observations), 

that will be provided to help address those specific concerns, through the 

implementation of a bespoke Performance Improvement Plan; 

• 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 and should reflect the 

seriousness of the concerns, however this would not normally exceed 6 weeks);  

• advise the teacher to discuss their position with a trade union representative or 

colleague; 

• explain the implications and process if no, or insufficient improvements are made; 

 The details and outcome of the meeting will be confirmed in writing. 
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 Where it has been agreed that a Performance Support Plan is to be set, arrangements 

should be made at the initial meeting to hold an interim meeting (normally at the mid-

point of the agreed timescale) with the teacher concerned in order to review progress 

and consider any changes to the support plan if appropriate. 

 At any time during this assessment period, if an appraiser is not satisfied with the 

progress being made, a further meeting(s) should be held with the teacher concerned 

to offer additional support, mentoring and guidance. These are informal meetings aimed 

at improving the teachers’ performance to the necessary standards; however, detailed 

records of these meetings and any supporting actions should be made. 

 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 through that process. 

 If at the conclusion of the informal support period, it is deemed that the teacher has 

made insufficient progress then the appraiser must speak to the Headteacher who will 

decide if a transition to the formal Capability Procedure is needed. 

8 Transition to capability 

 Where following the on-going informal support process the appraiser is not satisfied 

with progress, the teacher will be notified in writing that they are required to attend a 

transitional meeting with the Headteacher to further discuss these concerns. Please 

refer to the Disciplinary Procedures for Teachers and Support Staff in Schools. 

 The employee should normally be given notice, of at least 4 days of this meeting and 

be advised of their right to be represented by a Trade Union Representative or work 

colleague. It is the employee’s responsibility to arrange representation at the meeting. 

At this point, the teacher will be informed in writing that the appraisal process will no 

longer apply and that their performance will be passed to the Headteacher to be 

managed under the school’s managing capability procedure. 

 The purpose of the transitional meeting is to ensure all parties fully understand the 

processes which will be followed prior to the commencement of the formal capability 

procedure and that the potential implications following the transition to formal capability 

procedures are fully explained. 

  

9 Link to pay 

 Following changes to the STPCD, with effect from 1 September 2013 a decision may 

be made to not award pay progression whether or not the teacher is subject to 

capability proceedings.  

10 Annual assessment 

 This assessment is the end point to the annual appraisal process, but performance and 

development priorities will be reviewed and addressed on a regular basis throughout 

the year in interim meetings, which will take place as a minimum every 6 months.  

Performance evidence will be provided by the Triad Record & Triad Presentations, 

which will enable assessments of performance measured in terms of teacher standards, 

appraisal targets and the progress of students in their class.  

https://www.gov.uk/government/publications/school-teachers-pay-and-conditions
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 The teacher will receive, as soon as is practical, feedback which will include:   

• details of the teacher’s objectives for the appraisal period in question;  

• an assessment of the teacher’s performance of their role and responsibilities 

against their objectives and the relevant standards;  

• an assessment of the teacher’s training and development needs and identification 

of any action that should be taken to address them;  

• a recommendation on pay. 

 The assessment of performance and of training and development needs will inform 

the planning process for the following appraisal period.  

11 Confidentiality 

 Access to any written documentation will normally be limited to the appraisee, the 

appraiser, the Headteacher or any nominated member of the senior management team 

or triad team.  

12 Equality and consistency 

 As outlined in section 5, the Headteacher will have overall responsibility for the quality 

assurance of the appraisal process across the school. This will include ensuring the 

consistency and equality of application of the process throughout the school. The 

Headteacher may delegate responsibility for monitoring consistency and equality of 

application to a teacher member of the senior leadership team. 

 The Headteacher will be responsible for reporting annually to the Governing Body on 

all recommendations on pay and any relevant issues, including those of 

underperformance, arising from the annual review cycle and on any action required to 

address those issues. The report will enable Governors to receive an overall general 

report of the process but will not include specific details relating to individual members 

of staff. 

 The Governing Body is committed to ensuring consistency of treatment and fairness 

and will abide by all relevant equality legislation. 

13 Retention of statements 

 The Governing Body and Headteacher will ensure that all written documentation linked 

to the appraisal process are retained in a secure place for six years and then destroyed.



PHILIPS HIGH SCHOOL TRIAD RECORD   2020-2021                                                                                         
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Name:  ____________________                               Triad Lead:   ______________________                                  Triad Members: 

_______________________ 

Major Intents for 2020/21 

1. 

2. 

3. 

Target: Identify an issue you are 

going to address. 

Rationale: Describe in detail why 

it is an issue and who it affects. 

Intention: What do you intend to 

do to address the issue? Explain 

how this will help you address the 

issue. 

Success: What evidence do you 

have to support this? 

1.    
 

 

 

 

 

   

2.     
 

 

 

 

   

Triad lead comments  

 

Interim (Spring term): 

 

 

 

End of year: 
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Triad Journal/Self-Reflection 

Use this to record what you have done, any feedback you have received and the impact of your actions. 

 

Date Action Feedback/Impact/What Went Well Next Steps 
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Date: 

 

Name: 

Teacher of class: 

 

Class age group/level: Group size: 

      Focus (to be agreed in advance) e.g. 

 

• Behaviour management 

• Deployment of staff 

• Teaching strategies 

• Developing pupil independence 

• Questioning 

• Teacher – pupil relationships 
 

 

 

Description of activity: 

 

 

 

 

 

Good practice seen: 

 

 

 

 

 

 

 

 

Implications for my own teaching: 

 

 

 

 

 

 

 

Post-lesson discussion (note any action points agreed): 

 

 

 

 

 

 

Opportunities for further collaboration (this may include follow up discussions or collaborative lesson planning 

and/or teaching): 

 

 

 

 

 


