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1. Introduction 

This policy and guidance has been written in-line with the appraisal arrangements that 

came into force with effect from 1st September 2012. 

Purpose  

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

performance of teachers, including the Executive Headteacher and Head(s) of School(s), 

and for supporting their development within the context of Dulwich Hamlet Educational 

Trust’s (DHET) plan for improving educational provision and performance, and the 

standards expected of teachers.  

It also sets out the arrangements that will apply when teachers fall below the levels of 

competence that are expected of them. 

Application of the policy  

This policy applies to the Executive Headteacher, Head(s) of School(s)(s), and to all 

teachers employed by the school(s), except those on contracts of less than one term, 

those undergoing induction (ie NQTs) and those who are in the process of formal capability 
proceedings. 

2. Aim 

Appraisal at all DHET school(s)s will be a supportive and developmental process designed 

to ensure that teachers have the skills and support they need to carry out their role 

effectively.  

It will help to ensure that teachers are able to continue to improve their professional 

practice and to develop as teachers. 

Appraisal, sometimes referred to as performance management, in conjunction with 

Continuing Professional Development (CPD), is the process that links priorities for 

school(s) improvement, as set out in the School(s) Development Plan, with priorities for 

career progression. 

Appraisal is the process for assessing the totality of a teacher, Executive Headteacher and 

Head(s) of School(s)’s performance, in the context of an individual’s job description, 

Career Expectations and Teacher Standards. These standards define requirements for 

conduct and teaching practice and provide the basis for assessment of performance, and 

are set-out in the teacher’s job description/career expectations. These are contained in 

the current Pay Policy for reference. 

3. Outcome 

The outcome of the appraisal process will provide evidence of performance that will 

inform career and pay progression for the teacher and the school(s)s’ evaluation of 

leadership and management, quality of teaching, learning and assessment, personal 

development, behaviour and welfare, and outcomes for pupils. 

The intended outcome of the appraisal process, will be an assessment of a teacher’s 

performance. This assessment may, for those who are eligible, may lead to pay and career 

progression recommendation. Further details of who might be eligible, when 
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recommendations are to be made and what criteria will be applied, are set out in the Pay 

Policy.  

 

4. The Appraisal Period (see annex 5) 

The appraisal period will run for 12 months from 1st September to 31st August.  

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.  

5. Appointing Appraisers (see annex 3 & 4) 

The Executive Headteacher will be appraised by a sub group of Board Trustees, supported 

by a suitably skilled and/or experienced external adviser who has been appointed by the 

Board for that purpose.  

The Executive Headteacher will appraise the Head(s) of School(s).  

The Executive Headteacher and Head(s) of School(s) will decide who will appraise other 

teachers.  Where this teacher is not the Appraisee’s line manager/team or phase leader, 
the teacher will have an equivalent or higher status in the staffing structure to the teacher 

being appraised. 

Where the teacher being appraised is of the opinion that the person is unsuitable for 

professional reasons, s/he may submit a written request to the Executive Headteacher for 

that teacher to be replaced, stating those reasons. This will be considered and if necessary, 

will be shared with the Chair of Governors of the particular school(s). 

6. The Appraisal Planning Statement (see annex 7) 

The teacher’s Appraisal Plan, shall be such that, if it is achieved, contribute to the School(s) 

Development Plan for improving educational provision and performance, and contribute to 

improving the progress and attainment of pupils. 

Each teacher will discuss and agree a Planning Statement with objectives linked to the SDP 

which is organised against the four Ofsted judgements: 

 1 – Effectiveness of Leadership and Management;  

2- Quality of Teaching, Learning and Assessment;  

3 – Personal Development, Behaviour and Welfare;  

4 – Outcomes for Children and Learners. 

These objectives will be derived directly from the current School(s) Development Plan, 

and relate to identified needs and goals. They will be agreed with the teacher’s appraiser 

and be recorded in an individual plan. 

The Executive Head teacher’s objectives will be set by the Board of Trustees (delegated to 

sub group, after consultation with the external adviser.  
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The Head(s) of School(s) objectives will be set by the Executive Head Teacher in 

conjunction with the appropriate trustees/governors of the school(s).  

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

each appraisal period. The appraiser and teacher will seek to agree the objectives but, if 

that is not possible, the appraiser will determine the objectives.  

Where an appraisee’s request for change is not accepted, the reasons for this should be 

explained in writing by the appraiser and be appended to the planning and review 

statement together with the appraisee’s request. Objectives may be revised if 

circumstances change.  
 

Each Planning Statement has four parts:  

a. The Objectives and Outcomes (derived from and linked to the School(s) 

Development Plan)    

These will be determined each year by the Executive Headteacher and Head(s) of 

School(s) in conjunction with the Core Leadership Team(s), from the School(s) Self 

Evaluation /SDP process.  

b. The Action Steps (derived from job description duties and responsibilities)                                                               

These should be drafted by the teacher prior to the first planning meeting. They set out 

what the teacher intends to do to deliver the objective/outcome and will be Specific, 

Measurable, Achievable, Realistic and Time-bound. They will take account of the teacher’s 

job description, career aspirations and their existing skill and knowledge base. Action steps 

should not be a list of tasks. Each action step should describe a process and may have 

several constituent parts. CPD may be required to effectively and successfully achieve the 

complete action step. Therefore any CPD required should be set out within the action 

step and highlighted.  

We will use the following principles in agreeing action steps: 

 The steps focus on matters over which a teacher has direct influence/control and 

take into account fully the wider socio-economic, cultural and other external 

influences on pupils.  

 The steps ensure that all pupil groups, including those with SEN, are expected to 

make good progress 

 They relate to the objectives in the School(s) Development Plan and any specific 
team/Year Group plans and Curriculum Leader/Team Leader responsibilities 

 They identify and address professional development needs. 

 They reflect the teacher’s career stage. 

 

 

 

 

c. The Evidence  and Timelines (linked to achievable (SMART) targets)                                                                                               

To be presented by the teacher, during and at the end of the cycle, and used to assess the 

impact of the action steps on the objective and evaluate performance against teacher 
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standards. Some of the evidence will be presented during the course of the half termly 

Appraisal discussions and some will be contained, collected in the teacher’s own appraisal 

folder and stored in the relevant section of the folder. (See annex 9) 

d. The Standards (derived from the Teachers’ Standards)                                                                                              

The appraiser will set standards against which the evidence will be assessed. Normally 2 

Standards will be set for each objective. ie, 4 standards per appraisal cycle. Teachers will 

also be expected to list specific actions that they will take to demonstrate personal and 

professional conduct: part 2 of the Teacher Standards. In order for an Appraiser to 

determine performance as good or better or to make a pay recommendation, all standards 

and performance expectations must be fully met.  

 

7. The Process 

Process – review of previous cycle 

At the Annual Review Meeting in September, the final agreed evidence as contained in the 

Appraisal Folder and documented in discussions, should be brought by the teacher. At this 

meeting the teacher will use the recorded action steps, evidence and standards as a focus 
to discuss their achievements and identify any development needs.  This meeting will be 

the culmination of half termly meetings lasting approximately twenty minutes, which are a 

professional dialogue between Appraiser and teacher and will include discussion of 

evidence.  

Following the Annual Review Meeting the appraiser will record the results of the review 

and make a recommendation on pay progression for those eligible for pay determination.  

 

Process – planning meeting for each annual cycle  

A new Planning Statement, containing the new objectives will be provided in the first week 

of September, for the teacher to prepare and draft their new actions.  

Teachers will then return to appraisers their action steps, timelines and proposed evidence 

by the end of the second week of term. Appraisers and teachers will meet during the third 

week in September to agree the plan and add relevant standards.  

Within this time period, the Core Leadership Team will meet to moderate the teachers’ 

new statements and discuss with the Head(s) of School(s). Any training and development 

needs set out in the planning statement will be considered as part of the overall 

discussions held by CLT. 

 

 

 

 

 

8. Reviewing Performance: Evidence, Observations Monitoring and Feedback                        

(see annex 1/2/6/10/11) 
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In order to ensure that teachers are assessed on the totality of their work and not just on 

lesson observations a wide range of evidence should be used and this is listed in Annex 10 

and 11. This evidence will replace the need for Curriculum Leaders to produce a separate 

Action Plan as those teachers with wider responsibilities will be expected to evidence their 

performance as part of the Teacher Appraisal process. All actions that they would take to 

lead and manage their curriculum will be part of the Appraisal Plan. 

Monitoring will take place throughout the year on a half termly basis.  The feedback from 

lesson observations will be in accordance with classroom observation protocols (see 

annex 1). There will be one sentence in the feedback that relates to support staff 

performance, which will be fed-back, forming part of their appraisal process. Appraisal 

observations will also include opportunities for Curriculum Leaders to work with 

Appraisers. The teacher and Appraiser will keep progress under active review focusing on 

different types of evidence (planning, assessment data, feedback and marking, work 

scrutiny) during the meetings.  They will discuss any supportive action and CPD needed 

and keep development plans up-to-date. They will record their assessment of progress 

towards objectives on the statement pro-forma. 

 

9. Continuing Professional Development: 

“A Teacher must take responsibility for improving teaching through appropriate professional 

development, responding to advice and feedback from colleagues” 

The Teachers’ standards (May 2012) 

 

We believe that the opportunity to develop professionally and personally is an essential 

part of a teacher’s career development; learning both improves standards of attainment 

and achievement, and raises morale through personal and professional fulfilment. All 

staff, shall have an entitlement to equal access to high-quality induction and continuing 

professional development. All members of the school(s) community will have 

opportunities through appraisal and through other mechanisms to discuss their 

professional development needs. 

In order to maintain effective CPD we will undertake regular reviews of our provision.  

Where we feel that it is effective and beneficial we will obtain or renew quality standards 

such as Investors in People. 

The emphasis of our CPD will be to improve the standards and quality of teaching and 

learning.  CPD planning will be inextricably linked and integrated with the Teachers’ 

Appraisal Plans which are linked to the School(s) Development Plan and will be based on 

a range of information: 

• the needs of the school(s) as identified through its self-evaluation; 

• issues identified through other monitoring, eg. OFSTED, quality standards such as 

Investors in People; 

• national and local priorities, eg. national strategies, local community priorities; 

• Appraisal; 

• feedback from staff and others including governors, pupils and parents. 

 

In order for CPD to be effective, there will be measures in place to audit both personal 

and professional needs.  There will be links between the school(s)’s self-evaluation and 
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the appraisal procedures.  Each annual CPD plan will address the needs created by 

national and local priorities, the needs of the school(s) as well as individual aspirations, 

needs and personal fulfilment. 

Provision of CPD 

CPD provision will allow staff to develop skills and competencies progressively, with 

reference to Teachers Standards and national initiatives. The school(s) will support 

accreditation of the professional development of staff. 

Quality assurance mechanisms will ensure that the school(s)’s access provision of a 

consistently high standard. 

To ensure that there are effective links to School(s) improvement and self-evaluation, 

the overall responsibility for CPD will be located with the Core Leadership Team.  

CPD processes will be designed to widen participation, maximise inclusion and minimise 

bureaucracy.  The school(s) will participate in initiatives and projects which can be 

shown to have a positive impact on staff development, which represent good value for 

money and can be accommodated within the constraints of the school(s). 

Leadership and Management of CPD 

The Core Leadership Team shall be responsible for identifying the school(s)’s CPD 

needs and those of the staff working within it. It will be recognised that CPD provision 

will arise on a both a planned and an ad-hoc basis. 

CPD issues will be addressed at local governing body meetings where and when 

appropriate, and be included as part of the Head(s) of School(s)’s Annual Report to 

Governors.  

Planning for Effective CPD 

CPD will be planned to balance use of resources with the aspirations and interests 

within staff.  CPD opportunities should meet the following criteria: 

a) meet identified individual, school(s) or national development priorities; 

b) are based on good practice – in development activity and in teaching and learning; 

c) help raise standards of pupils’ achievements; 

d) respect cultural diversity; 

e) are provided by those with the necessary experience, expertise and skills; 

f) are planned systematically and follow the agreed programme except when dealing with 

emerging issues; 

g) are based, where appropriate, on relevant standards; 

h) are based on current research and inspection evidence; 

i) make effective use of resources, particularly ICT; 

j) are provided in accommodation which is fit for purpose with appropriate equipment; 
k) provide value for money; 

l) have effective monitoring and evaluation systems including seeking out and acting on 

user feedback to inform the quality of provision. 
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The Range of CPD activities 

In order to meet the needs of staff and to maximise the impact on teaching and learning 

within the school(s) a range of approaches to CPD will be used. These CPD approaches 

will include: 

• Using online resources available through the internet and social media 

• attendance at a course or conference; 
• in-school(s) training using the expertise available within the school(s), eg. team 

teaching, skills in classroom observation, sharing existing expertise; 

• school(s)-based work through accessing an external consultant/adviser or relevant 

expert such as an advanced skills or lead teacher, model and demonstration lessons; 

• school(s) visit to observe or participate in good and successful practice, eg. visit to a 

school(s) or curriculum area with similar circumstances, a teaching school(s); 

• secondments, eg. with a regional or national organisation, an exchange or placement, 

eg. with another teacher, school(s), higher education, industry, international 

exchange, involvement with governing body; 

• opportunities to participate in award bearing work from higher education or other 

providers such as NCSL; 

• research opportunities, eg. a best practice research scholarship; 

• distance learning, eg. relevant resources, training videos, reflection, simulation; 

• practical experience, eg. national test or exam marking experience, opportunities to 

present a paper, contribute to a training programme, co-ordinating or supporting a 

learning forum or network, involvement in local and national networks; 

• job enrichment/enlargement, eg. a higher level of responsibility;  job sharing, acting 

roles, job rotation, shadowing; 

• producing documentation or resources such as a personal development plan, 

teaching materials, assessment package, ICT or video programme; 

• coaching and mentoring – receiving or acting in these roles, acting as or receiving the 

support of a critical friend, team building activity; 

• partnerships, eg. with a colleague, group, curriculum, phase, activity or school(s)-

based; team meetings and activities such as joint planning, observation or 

standardisation, special project working group, involvement in Network or 

partnerships 

• creating an improved learning environment within the school(s). 

Recording and disseminating 

Staff are encouraged to maintain an appropriate professional development portfolio and 

file this in their Appraisal folder. Staff are responsible for disseminating relevant 

professional development to the school(s) community.  In partnership with senior staff, 

the teacher will plan the process by which to most effectively disseminate to other staff, 

eg. relevant papers, session at staff or curriculum meeting, etc.   

Assessing the impact of CPD 

An annual review of CPD undertaken will take into account the benefits to:   

• pupil and school(s) attainment; 

• improved teaching and learning; 

• increased pupil understanding and enthusiasm; 

• increased staff confidence; 
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• increased evidence of reflective practice; 

• recruitment, retention and career progression/promotable staff. 

 

10. Annual Assessment: (see annex 8) 

Each teacher's performance will be formally assessed in respect of each appraisal period. In 

assessing the performance of the Executive Headteacher, the Board of Trustees must 

consult the external adviser.  

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 half-termly. 

The teacher will receive as soon as practicable following the end of each appraisal period 

the teacher will receive a written appraisal report and have the opportunity to comment in 

writing on this. 

 Teachers will receive their written appraisal reports by 31st October (31st December for 

the Executive Headteacher).  

The appraisal report will include:  

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

or not they were met;  

• 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 professional development needs and identification 

of any action that should be taken to address them;  

• a recommendation on pay progression.  

• The rationale for pay awards is contained within the Trust’s Pay Policy. Pay 

recommendations will be made by 31st  December for the Executive Headteacher and 

Head(s) of School(s), and by 31st October for other teachers);  

 

• Each teacher will be informed of the recommended salary by the Executive 

Headteacher and or Head of School(s). The teacher has five days to make written 

representations and/or request a meeting with the Head of School if required. 

 

• If written representations are made and/or a meeting takes place, the Head of School 

then informs the teacher of the final recommendation, whether or not this has changed, 

giving reasons. Advice may be taken from the appropriate governors at the school 

concerned. 

 

• The assessment of performance and of professional development needs will inform 

the planning process for the following appraisal period. 

 

• Final decisions in regard to staff pay awards will be contained in a report to the LGB. 
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11. The Appraisal Appeals Process: 

An appeal must be made within ten school(s) days of receiving the statement and must be in 

writing to the Local Governing Body of the School concerned. 

An appeals officer will then be appointed to conduct an appeals review. The Local 

Governing Body will provide an appeal officer or officers and any external adviser assisting 

the appeal officer or officers with a copy of the review statement and the statement of 

objectives within five school(s) days of receiving the notice of appeal. 

The appeals officer will normally be the Chair of the Local Governing Body or in the case of 

the Executive Head Teacher the Chair of the Board of Trustees. 

No governor who is a teacher or staff member can be appointed as an appeals officer for 

the Executive Headteacher or Head(s) of School(s).  

The appeal review will be carried out within ten days of the appeal officer or officers 

receiving the review statement. 

In conducting an appeal review the appeals officer or officers must take into account any 

representations made by the Executive Headteacher, Head(s) of School(s) or teacher. After 

due consideration, the appeals officer or officers may consider the Appraisal has been 
carried out satisfactorily (and may make observations); may, with the agreement of the 

Appraiser(s), amend the review statement; or may order that a new planning meeting or 

review meeting be carried out. 

The appeals officer or officers may not determine that new objectives should be set or that 

existing objectives should be altered. 

Any additional review meeting ordered should be conducted within a further fifteen 

school(s) days.  

The pay policy appeals process will apply to all appeals concerning pay decisions. There is a 

separate appeal process for teachers who have been dismissed or have had action taken 

against them through the capability process. 

 

12. Dealing with Concerns in Performance: 

Where, during the course of any cycle, the teacher’s circumstances or responsibilities 

change, or evidence emerges which gives rise to concern about the teacher’s performance 

but which does not justify the application of capability procedures, the Appraiser may 

revise the statement and provide additional support and monitoring of performance. 

The Appraiser will arrange a structured meeting with the teacher, giving them the right to 

be accompanied by a colleague, a trade union official, or a trade union representative who 

has been certified by their union as being competent, to: 

 

 Give clear feedback to the teacher about the nature and seriousness of the 

concerns; 

 Give the teacher the opportunity to comment and discuss the concerns; 

 Agree any support (eg, coaching mentoring, structured observations), that will be 

provided to help address those specific concerns; 

 The school(s) will expect significant improvement against the objectives at the end of 

4 weeks. 
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 If no - or insufficient- improvement is made by that time then capability procedures 

will be invoked 

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. 

 

Transition to Capability 

If the appraiser is not satisfied with progress, within the time specified, the teacher will be 

notified in writing that the appraisal system will no longer apply and that their performance 

will be managed under  

the capability procedure, and will be invited to a formal capability meeting. The capability 

process will be conducted as detailed in our Capability Procedures. (See Staff Handbook) 

 

13. Confidentiality: 

The appraisal process will be treated with confidentiality. However, the desire for 

confidentiality does not override the need for the Executive Headteacher, or the Head(s) 

of School(s) and Governing Body to quality-assure the operation and effectiveness of the 

appraisal system. The Executive Headteacher and Head(s) of School(s) will review all 

teachers’ objectives and written appraisal records, in order to check consistency of 

approach and expectation between different appraisers. The Executive Headteacher will 

decide on any pay recommendations that have been made. 
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Annex 1: CLASSROOM OBSERVATION PROTOCOL 

 

The Local Governing Bodies are committed to ensuring that classroom observation is 

developmental and supportive and that those involved in the process will: 

 carry out the role with professionalism, integrity and courtesy; 

 evaluate objectively; 

 report accurately and fairly; and 

 respect the confidentiality of the information gained. 

The arrangements for classroom observation will be included in the plan in the planning and 

review statement and will include the amount of observation, specify its primary purpose, 

any particular aspects of the teacher’s performance which will be assessed, the duration of 

the observation, when during the appraisal cycle the observation will take place and who 

will conduct the observation. 

A copy of the lesson or unit plan will be made available to the observer prior to the 

observation. The observer will not take part in the lesson, and will not intervene unless a 

child’s health and safety is at risk. This is dependent on the focus of the observation and 
participation may have been agreed. The observer may not stay for the duration of the 

lesson. Any professional development needs arising from the monitoring process will be 

addressed as soon as possible. 

The process must be manageable and should not require additional preparation by the class 

teacher. 

Teachers will be invited to make constructive suggestions about ways in which the process 

can be improved. 

Classroom observations are a high priority in improving standards and will not be 

postponed unless it is wholly unavoidable. 

The pro-forma for undertaking observations will be agreed between Appraiser and teacher 

before the observation. Observations focussing on the quality of teaching must use the 

Lesson Observation Sheet set out in annex 1(a). 

Where evidence emerges about the teacher’s teaching performance which gives rise to 

concern during the cycle, classroom observations may be arranged in addition to those 

recorded at the beginning of the cycle curriculum to a revision meeting being held in 

accordance with the Regulations. 

Information gathered during the observation will be used, as appropriate, for a variety of 

purposes including informing school(s) self-evaluation and school(s) improvement strategies 

in accordance with the school(s)’s commitment to streamlining data collection and 

minimising bureaucracy and workload burdens on staff.  

In keeping with the commitment to supportive and developmental classroom observation 

those being observed will be notified in advance. 

Classroom observations will only be undertaken by persons with QTS. In addition, in this 

school(s) classroom observation will only be undertaken by those who have had adequate 

preparation and the appropriate professional skills to undertake observation and to provide 

constructive oral and written feedback and support, in the context of professional dialogue 

between colleagues.  
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Oral feedback will be given as soon as possible after the observation and no later than the 

end of the following working day.  It will be given during directed time in a suitable, private 

environment. 

Written summary feedback will be provided within three working days of the observation 

taking place. If issues emerged from an observation that were not part of the focus of the 

observation as recorded in the planning and review statement these should also be covered 

in the written feedback and the appropriate action taken in accordance with the regulations 

and guidance.  

The written record of feedback also includes the date on which the observation took place, 

the lesson observed and the length of the observation. The teacher has the right to append 

written comments on the feedback document. No written notes in addition to the written 

feedback will be kept. 

The Executive Headteacher and Head(s) of School(s) have a duty to evaluate the standards 

of teaching and learning and to ensure that proper standards of professional performance 

are established and maintained. The appraisal arrangements are integral to fulfilling this duty.   

In addition to formal observation, head teachers or other leaders with responsibility for 
teaching standards may “drop in” in order to evaluate the standards of teaching and to 

check that high standards of professional performance are established and maintained. The 

length and frequency of “drop in” observations will vary depending on specific 

circumstances. 

Teachers (including the Executive Headteacher and Head(s) of School(s)) who have 

responsibilities outside the classroom should also expect to have their performance of those 

responsibilities observed and assessed.  
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Annex 2: LESSON OBSERVATION CHECKLIST AND PROFORMA 

 

LESSON OBSERVATIONS SHOULD LOOK FOR EVIDENCE OF: 

 

Planning Is detailed and clarifies the outcomes to be met; Shows appropriateness of task 

for a range of abilities; Identifies skill development; Includes effective use of support staff; 

Includes effective use of resources; 

 

The Teacher shows confidence and knowledge of the curriculum matter; Makes learning 

objectives clear; Is enthusiastic;  Is responsive to issues emerging during the teaching, and 

can adapt planning as necessary; Manages pupils effectively and sets high expectations; 

Provides effective models and scaffolds to aid understanding and make new concepts clear; 

Offers challenge/extension appropriately to all levels; Makes good use of resources; Offers a 

variety of tasks; Uses appropriate vocabulary; Manages and organises the classroom 

effectively; Manages the timing of activities to maintain a good pace; Assesses children’s 

work thoroughly 

 

Classroom Management shows relationships are good; The atmosphere is purposeful;  

There is a clear orderly start to the lesson; Resources are easily accessed; Teacher 

encourages progress through praise and reward; 

 

Whole Class Session There are opportunities for children to contribute; the learning 

objectives are clear; the pace is good; the work is interesting;  

 

The Pupils are actively engaged on task; Show enjoyment/interest; Are encouraged to talk 

and share ideas; Work independently as appropriate; Work collaboratively as appropriate; 

Sustain concentration; Respond positively to challenge; Are co-operative in work; Can talk 

about their work with understanding;  Participate in shared sessions;  Respond to the 

teacher’s questions;  Understand the tasks set;  Have strategies for self-resourcing and self-

management; Are supported to remain on-task; Show evidence of skill development in their 

work; 
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Annex 2 (continued): SUMMARY OF LESSON OBSERVATION 

Lesson Observation for:                                                                               Date: 

Class:                       Lesson type:                  

Observations 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Continue overleaf 

Learning Points 
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Annex 3 – APPRAISER’S JOB DESCRIPTION AND PROTOCOLS 

 

 Complying with the appraisal requirements set out in the school(s)’s appraisal policy. 

 Treating all teachers fairly and consistently. 

 Ensuring all teachers are set agreed objectives and outcomes which have action 

steps, monitoring and evidence of impact attached. 

 Ensuring all teachers are observed up to a maximum of three hours each appraisal 

cycle. 

 Ensuring that all teachers have a completed Appraisal Review Statement with 

standards, which following the review meeting will be the basis for making 

judgements of a teacher’s performance and for making recommendations for pay 

progression where relevant.  

 Ensuring the Executive Headteacher/Head(s) of School(s) receives a copy of each 

teacher’s statement and that a copy of the training and development needs is sent to 

the school(s) CPD Leader 

 Undertaking Appraiser training as required. 

 Attending moderating meetings. 
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Annex 4: ‘WHO’S WHO’  

Template for completing names of Appraisers/Appraisees 

Appraisal Year: 

Appraiser Appraisee 
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Annex 5: APPRAISAL MEETINGS CYCLE  

As the meetings between yourselves and your Appraisers have progressed we have 

concluded that it has been helpful to have a specific focus to the discussions in addition to 

the more general dialogue that has occurred. 

Month Overall Focus evidence 

September 

 

 

 

 

FIRST MEETING 

Discuss completed Appraisal Plan 

 

Support staff Appraisal Plans 

Leadership and Management 

associated with the role should 

be discussed at each of the 

meetings. 

November 

 

 

 

 

 

QUALITY OF PROVISION 

Lesson observations and book look 

Lesson Observation 

Books 

Planning 

January 

 

 

 

 

 

ATTAINMENT AND PROGRESS 

Progress of individuals including Pupil Premium 

Review of autumn term data and 

intended actions for new term 

March 

 

 

 

 

ATTAINMENT AND PROGRESS 

Progress of individuals including Pupil Premium 

 

Review of spring term data and 

intended actions for new term 

June 

 

 

 

 

QUALITY OF PROVISION 

Lesson observations and book look 

 

Lesson Observation  

Books and Feedback for Progress 

 

July 

 

 

 

 

FINAL MEETING 

Review Appraisal Plan and achievement of 

Teacher Standards 

Folder/ Final Meeting 

 

 

September 

 

 

 

CLT APPRAISAL MODERATION MEETING 

Review final statements and discuss pay awards as 

appropriate 

Final review statements 
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Annex 6: APPRAISAL RECORD OF MEETINGS  

Month Overall Focus Discussion Focus & Any key Actions Arising 

September 

 

 

 
 

 

FIRST MEETING 

Discuss 

completed 

Appraisal Plan 
 

Support staff 

Appraisal Plans 

 

November 

 

QUALITY OF 

PROVISION 
Lesson 

observations 

and book look 

 

 

January  
 

ATTAINMENT 
AND 

PROGRESS 

Progress of 

individuals 

including Pupil 

Premium 

 

March 

 

ATTAINMENT 

AND 

PROGRESS 

Progress of 

individuals 

including Pupil 

Premium 

 

 

June 

 

QUALITY OF 

PROVISION 

Lesson 

observations 

and book look 

 

 

July  

 

FINAL 

MEETING 

Review 

Appraisal Plan 

and achievement 

of Teacher 

Standards 

 

 

 



Annex 7: TEACHER APPRAISAL PLANNING STATEMENT    Academic Year:  

Name     Career Stage:           Class:  

 SDP Objective 1 Effectiveness of Leadership and Management:  

 SDP Objective 4 Outcomes for Children & Learners:  

Action Steps Teaching Standards  

For these SDP Objectives, please record between 6-8 action steps that you will take to demonstrate your achievement against 

standards, appropriate to your career stage and your curriculum and leadership responsibility 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

1.   
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 SDP Objective 2 Quality of Teaching, Learning & Assessment:  

 SDP Objective 3 Personal Development, Behaviour & Welfare:  

Action Steps  Teaching Standards 

For these SDP Objectives, please record between 6-8 action steps that you will take to demonstrate your achievement against 

standards, appropriate to your career stage 
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Standards Part 2: Personal and Professional Conduct 

Please list any specific actions that you will take which demonstrate personal and 

professional conduct: 

 

 

 

 

 

 

 

 

 

 

 

 

a) Teachers uphold public trust in the profession and 

maintain high standards of ethics and behaviour, 

within and outside school(s), by: 

 

 treating pupils with dignity, building relationships rooted in 

mutual respect, and at all times observing proper 

boundaries appropriate to a teacher’s professional position 

 having regard for the need to safeguard pupils’ well-being, in 
accordance with statutory provisions 

 showing tolerance of and respect for the rights of others 

 not undermining fundamental British values, including 
democracy, the rule of law, individual liberty & mutual 

respect, tolerance of those with different faiths & beliefs 

 ensuring that personal beliefs are not expressed in ways 

which exploit pupils’ vulnerability or might lead them to 

break the law 

 

b) Teachers must have proper and professional regard 

to the ethos, policies and practices of the school(s) 

in which they teach, and maintain high standards in 

their own attendance and punctuality 

 

c) Teachers must have an understanding of, and 

always act within, the statutory frameworks which 

set-out their professional duties and responsibilities 
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Annex 8: FINAL REVIEW STATEMENT  

  

Name of Teacher:     Name of Appraiser:  

Career Stage:  

 

Date: 

 

Summary of strengths 

 

 

  

 

 

Summary of areas for future development 

  

 

Recommendation statement for pay progression (if applicable)    

  

 

Teacher’s statement  

 

 

 

 

 

 

The content of this statement has been agreed by: 

Teacher:__________________________      Appraiser:____________________________ 

(Signature)                                                           (Signature) 

Date: ______________________________     Date: _______________________________ 
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Annex 9: TEACHER APPRAISAL FILE  

Ofsted 1: Effectiveness of Leadership & Management 

Ofsted 2: Quality of teaching, Learning & Assessment 

Ofsted 3: Personal Development, Behaviour & Welfare 

Ofsted 4: Outcome for Children & Learners 

The folder will be divided into sections: 

Section A: The Appraisal Plan and Career Expectations/Job Description  

Section B: Ofsted 1- Effectiveness of Leadership & Management 

Curriculum Health checks, Curriculum Action Plans (if appropriate) would be filed here, 

plus any additional reports or feedback you have written for CLT, staff or governors. 

CPD would also be in this section: Reading undertaken, use of wider teacher talk/blogs/ 

peer observations, training courses which contribute to the quality of provision. 

Section C: Ofsted 2 - Quality of Teaching, Learning & Assessment 

This section will have copies of lesson observation notes, an example of planning for literacy 

and numeracy demonstrating differentiation, and use of support staff, and a couple of 

examples of feedback for marking from books. 

Section D: Ofsted 3 - Personal Development, Behaviour & Welfare 

Probably nothing unless there are Individual Incident Reports or copies of specific actions 

required for pupils in your class (which already exist –there should be NO additional 

evidence developed purely for this folder). 

Section E: Ofsted 4 - Outcome for Children & Learners 

This section will have termly data according to what agreed data has been collected, termly 

reviews showing analysis of class progress and future actions arising from what the data 

indicates. In the case of Team/Phase Leaders this section will also have whole year analysis.  
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Annex 10: POTENTIAL SOURCES OF EVIDENCE FOR APPRAISAL 

Planning and Classroom Organisation 

 Classroom plans/seating arrangements 

 Groupings based on assessment information 

 Termly or weekly lesson plans showing links to assessment information 

 Termly or weekly plans with reference to school(s)/ year group targets/priorities 

 Teaching log or notes 

 Schemes of work contributed to/reviewed 

 Homework schedule 

 Action plans 

 Pupil Profiles 

 Work plan for  Teaching assistant/learning support 

 Record of resources for learning 

 Monitoring report from curriculum leader 

 Monitoring/evaluation report from senior manager 

 Witness statement from peer/line manager 

 

Quality of Teaching 

 Samples of pupils’ work 

 Comments on pupils’ work 

 Lesson observation feedback record 

 Examples of differentiated activities/work sheets 

 OFSTED feedback 

 Feedback from pupils 

 Feedback from parents 

 Information about joint action with Inclusion Manager to meet pupil’s needs 

 Learning walks 

 “Drop-in’s” 

 

Assessment and Pupil Attainment 

 Samples of marked pupils’ work 

 Group and individual targets and objectives 

 Written feedback to pupils/pupils’ reports 
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 Marking records 

 Records of assessments against school(s) assessment framework 

 Analysis of baseline information from the beginning of the year 

 Projected attainments/targets 

 Progress records/report 

 Analysis of teacher assessments 

 End of module assessments 

 Analysis of school(s) based test results 

 Analysis of external testing 

  Pupil Profiles 

 Pupil feedback 

 Records of events, displays, awards 

 

Professional Development and Effectiveness 

 Record of action taken as a result of a professional development activity 

 The use of different strategies/improved approaches to teaching and learning 

(observation records or witness statements) 

 Notes of presentations/Inset to colleagues/parents/governors 

 Classroom research and development projects 

 Research and development work from elsewhere in the school(s) 

 Contributions to the work of the ‘team’ 

 Contributions/review of policy 

 Contribution to the implementation of the SDP 

 A bid or proposal that has been written 

 Notes of presentations on behalf of the school(s) Training and development record 

Wider Contribution to the School(s) 

 Clubs that are run 

 Organisation of day or residential trips 

 Team meeting notes 

 Annual review record 

 Representing the school(s) 

 Feedback from colleagues/pupils/parents 

 Monitoring/evaluation records of the SDP 
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Annex 11: AN ALTERNATIVE (MORE EXTENSIVE) EVIDENCE LIST  

Suitable evidence against the new Teachers' Standards (2012) 

1. Set high expectations which inspire, motivate and challenge pupils 

a) establish a safe and stimulating environment for pupils, rooted in mutual 

respect 

 -Safeguarding practice matches policy 

 -Class environment – how does environment support and extend learning? 

 -Attendance and punctuality; bullying log/ behaviour log 

 -Opportunities for learning outside school(s) day; completion of homework 

 -Pupil behaviour in lessons: behaviour systems promoting learning, e.g. peer feedback 

 -Possible rewards and sanctions (including celebration assemblies, class assemblies) 

 -Relaxed atmosphere within class – pupil talk; confidence to speak and discuss; 
respect for opinions 

 -Lesson observation and learning walks; portfolio of (stimulating) displays & learning 

walls (which represent minorities e.g. disabled, ethnic groups, etc.) 

 -Pupil voice – especially look for stimulating environment & high expectations; impact 
of peer mediators and peer coaching; pupil questionnaire 

 -Cross-phase/ mixing year groups 

 -Use of external agencies 

 -Induction systems at start and middle of the year 

 -Ability to work with parents/carers to establish positive behaviour 

b) set goals that stretch and challenge pupils of all backgrounds, abilities and 

dispositions 

 Children know targets and how to get them; next steps marking; AfL embedded 

 -Attainment and wellbeing targets; end of term/ project/ year targets; support and 
intervention to meet targets 

 -Celebration of targets achieved? Effective mentoring in place 

 -Pupil voice - are targets challenging? Evidence of class code of conduct 

 -IEPs/Pupil Profiles show clear steps to goals & regular review 

 -Effective tracking/ analysis of data to close the gaps 

 -Quality lesson planning (which shows clear and appropriate differentiation); 

 -Seating plans/groupings 

 -Awareness of vulnerable children/groups – effective interventions 

 -Pupil progress meetings; evidence showing understanding/impact of vulnerable 

children’s needs; APP up-to-date; teacher tracking data with interventions 
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 -Lesson observation comments/ feedback form 

 -Ethnic Minority Achievement Plan; Celebration of other backgrounds/cultures 

 -Good use of resources and support staff 

 -Target walls differentiated to ensure personal success 

c) demonstrate consistently the positive attitudes, values and behaviour which 

are expected of pupils 

 -Lesson observations and learning walks show consistency of practice 

 -Teachers model behaviour, respect, politeness expected in and outside class to 

other colleagues and visitors, not just children 

 -Regular feedback to pupils 

 -Follow school(s)’s behaviour code consistently, including sanctions, rewards, code in 

& out of classroom; display work 

 -Vision & values of school(s) demonstrated; 

 -Home/School(s) agreement; Class charter/rules 

 -Behaviour around school(s) – transition times, playground, time keeping 

 -Feedback from outside agencies and community, e.g. trips out, visitors’ book, 
parents’ feedback 

 -Pupil conferencing/ voice; School(s) Council 

 -Being interested in, and committed to, each child as an individual 

 

2. Promote good progress and outcomes by pupils 

a) be accountable for pupils’ attainment, progress and outcomes 

 -PM reviews 

 -Pupil progress meetings – including teachers’ own analysis of data, impact & 

progress of vulnerable groups 

 -Intervention & impact – evidence of interventions in place Even if outcomes or 

progress is limited, is there evidence of actions? 

 -APP & teachers’ records 

 -Exam and test outcomes 

 -Lesson observation formative feedback and post-observation 

 -Learners’ views, pupil conferencing & knowledge of targets 

 -Parents’/ carers’ views – evidence of meetings 

 -IEP reviews, Personal Support Plans 

 -Progress against targets - teacher tracking 

 -Students responses to written feedback 
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 -Teachers’ data packs 

 -Case studies for individual pupils or groups 

 -Book scrutiny; marking in books & indicating next steps 

 -Planning scrutiny - planning that reflects gaps analysis/data interpretation 

 -Learning journals, class scrapbook 

 -EYFS profile data 

 -External input – SIA observations, etc. 

 -“Sign off day” – teacher giving evidence to next year’s teacher 

 -Pupil voice: ‘I have met my target’ 

b) be aware of pupils’ capabilities and their prior knowledge, and plan teaching 

to build on these 

 -Annotated lesson plans (including differentiation) 

 -AfL strategies 

 -Seating and group plans – identification of vulnerable children 

 -Impact of intervention 

 -Use of assessment to inform planning; SIMS assessment data sheets (Assessment 
Manager) 

 -IEPs; Individual pupil targets (data); annotated individual pupil tracking sheets 

 -Entry & Exit cards 

 -Observations 

 -Understanding of tracking documents/ systems in school(s) & demonstration of 

using them 

 -Key questions identified in planning 

 -APP sheets/ Planning linked to APP 

 -e-books 

 -EYFS profile 

 -Baseline assessments 

 -Learning logs/ Learning walks 

 -Use of school(s) pastoral systems, e.g. attendance 

 -Transition information 

 -Parents, including home visits 

 -Other professionals who are involved, e.g. speech therapists, etc. 

 -Discussion with students/pupils – students planning? 

 -Work scrutiny; Quality of marking in books 
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 -‘Vulnerability register’ – records barriers to learning – staff take responsibility 

 -CAF tracker 

  

c) guide pupils to reflect on the progress they have made and their emerging 

needs 

 -Lesson observations 

 -Student voice (process – not one-off conversation) 

 -Peer evaluation; AfL 

 -IEP reviews 

 -Response to marking and feedback 

 -Class environment promoting space for reflection 

 -Journals and diaries 

 -Thinking Trees; Learning Walls 

 -Pupil awareness of development target 

 -Marking to success criteria; Pupils select own success criteria 

 -Target setting 

 -Pupil progress reviews 

 -Child observations 

d) demonstrate knowledge and understanding of how pupils learn and how this 

impacts on teaching 

 -Lesson planning – for EAL, SEN, VAK learners 

 -Student voice 

 -Lesson study 

 -CPD/ staff training (and evidence of CPD in appropriate areas) 

 -Varied and creative teaching styles e.g. paired work, team teaching (not single 
approach all lesson) 

 -Evidence of adapting lesson in response to pupils’ needs through lesson 

observations/ learning walks 

 -Evidence of independent learning tailored to pupils’ preferred learning style e.g. 
Gardner’s 7 intelligences 

 -Good balance of teacher talk & independent work 

 -Feedback from, or providing for, lesson observations 

 -Observations for learning diaries (EYFS) 

 -Curriculum planning/skills progression 
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3. Demonstrate good curriculum and curriculum knowledge 

a) have a secure knowledge of the relevant curriculum(s) and curriculum areas, 

foster and maintain pupils’ interest in the curriculum, and address 

misunderstandings 

 -Planning showing progression from before and onwards 

 -Lesson observations show differentiation & appropriate challenge, questioning 

 -Marking & feedback, Assessment 

 -Target setting 

 -Pupil conferencing 

 -Work scrutiny 

 -CPD – engagement in INSET, staff meetings, courses, school(s) networks 

 -Leading curriculum (INSET, staff meeting, curriculum leader file) 

 -Support/ liaise with colleagues 

 -Classroom environment 

 -Focus weeks, clubs 

 -Creativity outside classroom 

 -Communication with parents 

 -Modelling interests, identifying & signposting to further activities 

 

b) demonstrate a critical understanding of developments in the curriculum and 

curriculum areas, and promote the value of scholarship 

 -Attendance of/ contribution / role modelling acquisition of new understanding in 

staff meetings, INSET, other CPD 

 -Policy and planning review and scrutiny 

 -Impact on learning – outcome of learning – progress/books 

 -Relevant pedagogy – TES articles, own research etc 

 -CPD records 

 -Lesson observations/ Observations from learning walks 

 -Pupil and parent voice/ pupil attitudes/ pupil progress 

c) demonstrate an understanding of and take responsibility for promoting high 

standards of literacy, articulacy and the correct use of standard English, 

whatever the teacher’s specialist curriculum 

 -Speaking & listening of children 

 -Modelling of spoken and written English in all lessons regardless of curriculum 

 -SATs results, optional SATs Y3 - Y5 
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 -Lesson observations – focus on literacy promotion, provision and standards 

accepted 

 -Planning shows development of literacy as well as curriculum specific 

 -Classroom environment shows accurate promotion of literacy key skills and reading 

 -Drop-in sessions 

 -Planning (target) to include building literacy skills 

 -Learning walks 

 -Work sampling and marking in (joined) legible script and enabling development of 

literacy skills, speaking and listening e.g. Talk for Writing 

 -Assemblies 

 -Articulate written and verbal communication (with parents and children) 

 

d) if teaching early reading, demonstrate a clear understanding of systematic 

synthetic phonics 

 -Teaching at dedicated time EYFS/ KS1/ KS2 

 -Plans, including Letters & Sounds or other scheme and guided reading 

 show accurate, regular and prompt planning of groups, interventions and regular 

assessment 

 -Good use of TA’s who have good knowledge effectively displayed 

 -Hearing children read, picking up errors 

 -Teacher pronounces appropriate phonemes 

 -Literacy leader monitoring 

 -Outcomes of formal assessment 

 -Lesson observations 

 -CPD 

 -Phonics plans and rich classroom environment 

 -Work scrutiny 

 -Analysis of data 

 -KS2 – 4 teachers with children with SEN in reading are aware of next steps and 

proactive in promoting reading and supporting phonic development 

e) if teaching early mathematics, demonstrate a clear understanding of 

appropriate teaching strategies 

 -Planning 

 -Work scrutiny shows school(s) policy for developing strategies is applied 
consistency e.g. use of correct graphing skills in Maths, Science, Humanities, PE etc 
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 -Good use of TA’s 

 -School(s) policy outlining strategies, adherence to calculation policy 

 -Lesson observations 

 -CPD 

 -Work scrutiny 

 -Analysis of data 

 -KS2 – 4 teachers with children with SEN in maths are aware of next steps and 
proactive in promoting calculation, data handling and using and applying mathematics 

 

4. Plan and teach well structured lessons 

a) impart knowledge and develop understanding through effective use of lesson 

time 

 -Planning 

 -Timekeeping/ timetabling 

 -Pupil conferencing 

 -Lesson observations (show high level of productivity & engagement) 

 -Lesson plans (which reflect progression); well planned/ thought through questioning 

 -Use of TAs for effective learning 

 -Work scrutiny – productivity 

b) promote a love of learning and children’s intellectual curiosity 

 -Learning environment; encouraging children’s questions/ ideas and opportunities for 

deep questioning and curiosity to be aroused 

 -Evidence that children’s ideas have fed into topics 

 -Promotion of love of books/reading 

 -Student voice/ feedback 

 -Lesson observations and learning walks – staff enthusiasm 

 -Engagement in wider activities, e.g. World Book Day 

 -Enrichment opportunities – visitors 

 -Pupil conferencing – evaluation 

 -Parental responses 

 -Positive behaviour observed 

c) set homework and plan other out-of-class activities to consolidate and extend the 

knowledge 

 -Lesson plans; displays 
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 -Appropriate and motivating homework; homework record; 

 -Annual parental survey of home learning 

 -Scrutiny of appropriateness and motivation of work set 

 -Marking/ feedback 

 -Student voice, feedback from parents, homework dairies 

 -Stimulating homework challenges 

 -Visits/visitors used to enhance learning; school(s) trips & associated work 

d) reflect systematically on the effectiveness of lessons and approaches to 

teaching 

 -Lesson objectives with measurable outcomes to gauge progress 

 -Progress made between lesson observations (teacher progress) & response to targets 

 -Completion of peer observations 

 -Contribution/participation in CPD activity to improve teaching 

 -Annotated planning 

 -Lesson observations & evaluations/ lesson study 

 -Minutes of KS meetings 

 -CPD and impact in classes 

e) contribute to the design and provision of an engaging curriculum within the 

relevant curriculum area(s) 

 -Adapt/ develop SoW/ discussion with governors 

 -Participation in enrichment activity linked to curriculum e.g. running visit/ trip/ CPD event 

 -Review of resources, e.g. text books, CD Roms, online materials 

 -Planning and scrutiny – curriculum areas; learning arc; pupil voice 

 

5. Adapt teaching to respond to the strengths and needs of all pupils 

a) know when and how to differentiate appropriately, using approaches which 

enable pupils to be taught effectively 

 -Planning 

 -Children’s work, provision of resources 

 -Pupil progress meetings 

 -Decision making processes with support staff, deployment of additional adults 

 -Appropriate learning outcomes 

 -Use of Bloom’s Taxonomy/ thinking skills 

 -Lesson observations, assessment records. All make progress over time 
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 -Differentiated questioning informed by data 

 -Seating plans; appropriate groupings, provision maps, IEPs 

 -Student voice and pupil conferencing 

b) have a secure understanding of how a range of factors can inhibit pupils’ 

ability to learn, and how best to overcome these 

 -Planning /differentiation – shows understanding of child development 

 -Children’s work 

 -Pupil progress meetings and conferencing 

 -Resources 

 -Learning styles 

 -Observations 

 -Use of Pupil Profile SEN information + strategies 

 -Use of opportunities to promote Literacy, Numeracy, ICT 

 -Appropriate use of TAs, provision maps, decisions with support staff 

 -Diary notes of meetings with SENCo 

 -Training records 

 -Use of referral to internal and external agencies 

 -Knowledge of and application of up to date teaching pedagogies 

c) demonstrate an awareness of the physical, social and intellectual 

development of children, and know how to adapt teaching to support pupils’ 

education at different stages of development 

 -Application of appropriate strategies 

 -Training records – ability to articulate why children need a particular type of approach 

 -Lesson plans show understanding of next steps based on children’s needs 

 -Meetings with SENCo, IEP, pupil progress meetings all show personalisation 

d) have a clear understanding of the needs of all pupils, including those with 

special educational needs; those of high ability; those with English as an 

additional language; those with disabilities; and be able to use and evaluate 

distinctive teaching approaches to engage and support them 

 -Lesson plans show explicit differentiation 

 -In observation, resources created show awareness of need for differentiation, 

delivery is inclusive 

 -Written feedback and pupil/ parent meetings show understanding of different needs 

 -Appropriate methods of assessment and next steps 

 -G&T opportunities promoted throughout 
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6. Make accurate and productive use of assessment 

a) know and understand how to assess the relevant curriculum and curriculum 

areas, including statutory assessment requirements 

 -Accurate use of assessment to identify gaps and plan next steps 

 -Moderation (external, internal and across school(s)s/ departments) 

 -Monitoring cycle 

 -Lesson observation (and feedback) 

 -Contributions in staff meetings, training records show outcomes of training 

 -Work sampling 

 -Outcomes of moderation and pupil progress meetings– APP, levelling etc. 

 -Admin of EYFS profile/ KS1/ KS2 SATs 

 -Pupil conferencing, personalised questioning 

 -Pupil progress meetings 

 -Statutory assessment carried out correctly 

b) make use of formative and summative assessment to secure pupils’ progress 

 -Planning reflects assessment outcomes 

 -Data 

 -Book scrutiny and quality of marking – Next steps 

 -Interventions including more able and other vulnerable groups 

 -Deployment of other adults 

 -Pupil progress meetings 

 -Using APP or other materials to do gaps analysis 

 -Curricular target setting 

 -Planning of Guided Groups 

 -Using information from previous/ other current teachers to inform planning 

c)use relevant data to monitor progress, set targets, and plan subsequent 

lessons 

-Pupil progress meetings influence future planning 

-Learning environment 

-Pupil voice 

-Book scrutiny 

-Knowledge of Raise online/ Profile/ School(s) data 

-Pupil conferencing/ voice – enabling relevant planning of interest 

-Planning – medium/short term 
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-Lesson observation 

d)give pupils regular feedback, both orally and through accurate marking, and 

encourage pupils to respond to the feedback 

-Books/ Work scrutiny 

-Lesson observations 

-Pupil conferences, tutor group time 

-Pupil questionnaires 

-Children can articulate targets 

7. Manage behaviour effectively to ensure a good & safe learning environment 

a) have clear rules and routines for behaviour in classrooms, and take 

responsibility for promoting good and courteous behaviour both in classrooms 

and around the school(s), in accordance with the school(s)’s behaviour policy 

 -Observation(s) of pupil behaviour 

 -Pupil conferencing / discussions with pupils 

 -Exclusion rates; behaviour log 

 -Lesson observations 

 -Clear, visible classroom rules; evidence of class agreement on rules; 

rewards/consequences boards 

 -Teacher engaging with students in and out of classroom time 

 

b) have high expectations of behaviour, and establish a framework for discipline 

with a range of strategies, using praise, sanctions and rewards consistently and 

fairly 

 -Behaviour management display 

 -Evidence of positive behaviour management/ school(s) rewards 

 -Pupil voice; happiness survey 

 -Classroom observations 

 -Certificate home log; SIMS/other MIS log 

 -Staffroom discussions; discussions with pupils 

 -Teacher behaviour – modelling to pupils 

 -Teachers’ communication with pupils, colleagues and all in school(s) 

 -Detentions/ exclusions 

 -Adhering to school(s) policy/ethos; school(s) policies & ‘non-negotiables’ are 
actioned consistently 

 -Follow up of behaviour outside of class 
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c) manage classes effectively, using approaches which are appropriate to pupils’ 

needs in order to involve and motivate them 

 -Lesson observations and drop in 

 -IEPs; pupil voice; parent voice 

 -Quality of work in books; differentiated tasks 

 -Classroom environment and displays; layout of classroom; seating plans 

 -Feedback from supply teacher 

 -Conflict resolution techniques 

 -different learning styles in planning 

 -Deployment of other adults; support staff; use of resources 

d) maintain good relationships with pupils, exercise appropriate authority, and 

act decisively when necessary 

 -Record keeping by teacher – behaviour 

 -Lesson observations 

 -Adherence to school(s) behaviour policy 

 -Informal mentoring; pupil voice 

 -Behaviour logs – teachers following through 

 -Staff modelling appropriate behaviour and actively promote good behaviour, build 

relationships and respect 

 -Consistency when dealing with poor behaviour 

 -Peer mentoring 

 -Restorative justice meeting 

 8. Fulfil wider professional responsibilities 

a) make a positive contribution to the wider life and ethos of the school(s) 

 -Supporting school(s) at New Parents Evenings, etc. 

 -Leading staff training sessions 

 -Peer mentoring/coaching 

 -Developing and contributing to development of SoW, policies 

 -Engaging in enrichment activities – planning/leading/organising – to include after- 

school(s) activities, residentials, whole school(s) events, home/school(s) events, 

clubs, fairs, community and charity events 

 -Developing a whole school(s) area – allotment, etc. 

 -Mentoring trainees 

 -Involvement with governors; PTA 

 -Being a team player and taking ownership of the environment you ‘live in’ 
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b) develop effective professional relationships with colleagues, knowing how and 

when to draw on advice and specialist support 

 -Changing practice in light of feedback from lesson observations 

 -Taking responsibility for own and group CPD 

 -Being prepared to participate in trials, new pedagogies e.g. team teaching/lesson 

study, etc. 

 -Playing active part in staff meetings/ INSET 

 -Coaching & peer mentoring 

 -Team meetings/ focus sessions 

 -Multi-agency working 

 -Lesson study 

 -Seeking support when appropriate 

 -Performance management 

 -Email messages (tone…) 

 -Evidence of team leadership/ collaborative work on specific projects 

 -“Walking the walk” 

 -Maintaining confidentiality in and out of school(s) 

c) deploy support staff effectively 

 -Lesson observations 

 -IEP/ Intervention 

 -Feedback from TAs/support staff (either lesson based or in support staff meeting) 

 -Pupil progress/ assessment 

 -Planning evidence and book scrutiny 

 -Team meetings 

 -Engagement in planning 

 -360º reviews 

 -Comments on school(s) review documentation 

 -Support staff appraisals 

 -CPD – requesting, attending, leading; ensuring support staff have appropriate CPD 

and resources to deliver learning effectively 

 -Supervision meetings 

  

d) take responsibility for improving teaching through appropriate professional 

development, responding to advice and feedback from colleagues 
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 -Acting on feedback – what’s changed? 

 -Curriculum leadership/ staff CPD 

 -Regular reflection on practice e.g. journal, further professional study, leading a staff 

group, disseminating new learning to colleagues 

 -Peer observation and mentoring 

 -Showing and sharing good practice 

 -Cross-phase and cross-school(s) moderation 

 -PM reviews – mid and end of year; contributing own targets for development 

 -Lesson observations 

 -Requesting CPD 

 -Being thoroughly up to date with pedagogy and practice 

 -Understanding and working to maintain and improve on the professional 
responsibilities and progression in these standards 

e) communicate effectively with parents with regard to pupils’ achievements 

and well- being 

 -Reporting 

 -Parents evenings/ days 

 -Parent feedback/ parents’ meetings/ 1:1 conversations with parents 

 -Parent voice 

 -Open-door sessions 

 -Following up actions/ concerns, giving hard messages, celebrating successes etc. 

 -Home/School(s) liaison – diaries, etc. 

 -Written reports including all SEN documentation, as required 

 -Newsletters 

 -Giving letters and information out on time – team approach 

 -Responsibility for contacting parents outside of timetabled parents’ meetings 

 

PART TWO: PERSONAL AND PROFESSIONAL CONDUCT 

A teacher is expected to demonstrate consistently high standards of personal and professional 

conduct. The following statements define the behaviour and attitudes which set the required 

standard for conduct throughout a teacher’s career. 

a) Teachers uphold public trust in the profession and maintain high standards of 

ethics and behaviour, within and outside school(s), by: 

 •treating pupils with dignity, building relationships rooted in mutual respect, and at all times 

observing proper boundaries appropriate to a teacher’s professional position 
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 •showing tolerance of and respect for the rights of others 

 •not undermining fundamental British values, including 

 •democracy, the rule of law, individual liberty & mutual respect, tolerance of those with 

different faiths & beliefs 

 •ensuring that personal beliefs are not expressed in ways which exploit pupils’ vulnerability 
or might lead them to break the law 

 •having regard for the need to safeguard pupils’ well-being, in accordance with statutory 

provisions 

-Observation - clear link between vision, ethos, policy & practice with class and across 

school(s) 

-Consistency – above evidenced through all professional activity in school(s) and community 

b) Teachers must have proper and professional regard to the ethos, policies and 

practices of the school(s) in which they teach, and maintain high standards in 

their own attendance and punctuality 

 -teacher conduct demonstrates a highly professional approach to teaching, 

 understanding and demonstrating that their own conduct is appropriate at all times 

 -teacher is on time for all beginnings and ends of days, meetings, lessons 

 -school(s)/ colleagues always informed of and reasons for any non-attendance in the 
school(s) day or other professional meetings and responsibilities in line with policy 

 -language and dress are highly professional and in line with school(s) policy 

 -apply school(s) policies at all times, e.g. health and safety, risk assessments before 
trips; homework etc…

 

 


