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PRIMARY SCHOOL

WE PRAY, PLAY & RESPECT ALL




APPRAISAL & PERFORMANCE MANAGEMENT POLICY

OVERVIEW

At least once each year every member of staff will have an appraisal where their performance will be reviewed and where they will be set appropriate targets for improvement. Appraisal will be used to identify and agree appropriate opportunities for training and development. It will contribute to decisions that will be made about performance related pay in accordance with the provisions set out in the STPCD 2013/14. It will ensure that all have an appropriate work/life balance.
INTENT
1. To appraise the performance of each member of staff and to praise them for their contributions to the successes of the school.
2. To judge how well the targets set in their last appraisal have been met.

3. To judge how well the National Teachers’ Standards are being met

4. To provide evidence to underpin decisions about performance related pay and pay progression.
5. To use all the evidence gathered through the school self-evaluation strategy to underpin the appraisal process.

6. To give each member of staff a clear review of their strengths and to identify any areas for professional development.

7. To offer advice, support and training where areas for development have been agreed.
8. To set targets for improvement and to raise the game in teaching and learning
9. To ensure that appraisal is used to monitor and review the workload of all and ensure that all have a work/life balance.
IMPLEMENTATION
1. At least once each year the governing body will carry out the appraisal of the headteacher using appropriate professional advice.
2. The headteacher appraisal review group will appoint a suitable person to carry out the headteacher’s review and they may continue to decide to use the same reviewer on any number of occasions as long as they remain satisfied with their services.

3. The headteacher will be consulted by the review group about the choice of the headteacher reviewer and any points the headteacher raises should be considered before the reviewer is appointed.
4. The headteacher and appraisal review group will agree the cycle and dates of the appraisal process including those of the HT review. They will have the powers to vary the dates if the circumstances warrant.
5. The headteacher will lead and manage the strategy for staff appraisal.

6. Appropriately qualified and experienced members of staff may be appointed by the headteacher to carry out appraisals of others.

7. The appraiser and the appraisee will be given time to prepare and gather evidence prior to the appraisal meeting.
8. The appraisal will draw on a wide range of evidence but key to the appraisal will be a review of how well the targets set in the last appraisal have been met and how well the appraise is meeting the requirements set out in the National Teachers Standards at an appropriate level.
9. Normally, appraisal meetings will be confidential to those involved and the headteacher, but in some circumstances the headteacher will have the discretion to share the findings with appropriate others. Where this is done the apraisee will be informed.
10. At the end of each appraisal meeting no more than three targets will be set for improvement and a time scale will be agreed for their achievement. The headteacher will set strategies for monitoring, evaluation and review of the targets. 

11. The targets set will reflect the educational priorities of the school as well as individual matters for development.

12. A written appraisal statement will be produced and copy will be given to the appraisee. A copy will be kept by the school.
IMPACT
Appraisal will be key to the process of achieving the school’s aims. It will underpin the professional development of the staff and it will make a significant contribution to improving progress and raising standards of achievement. It will give members of staff credit for what they do and it will celebrate the contributions that they make to the school’s success. It will relate their performance to their progression through the statutory pay scales as set out in the STPCD 2013/14. We are committed to meeting the needs of each individual especially those identified in the 2010 Equality Act and all protected characteristics will be recognised and accepted and embedded in all areas: these will include disability; gender reassignment; marriage and civil partnership; pregnancy and maternity; race; religion or belief; sex; sexual; homosexual, bi-sexual, trans-sexual. All will have an appropriate work/life balance.
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