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Vision 

The drb Ignite Multi Academy Trust has been established through a shared belief that lives can be 

transformed by what goes on in schools. We believe that the process of teaching and learning shapes 

futures. To this end our vision is to provide every child with learning experiences that excite them and 

give them the power to begin to shape their own lives. 

 all pupils achieve the highest standard of educational outcomes regardless of circumstances or 

background. 

Rationale 

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

of teachers in the Trust. It outlines the standards expected of teachers and sets out the transition 

arrangements that will apply when teachers fall below the levels of competence that are expected of 

them. 

Application 

The Policy applies to all teachers employed by the Trust, except those on contracts of less than one 

term and those undergoing induction i.e. Newly Qualified Teachers. 

Appraisal  

Appraisal at Trust Schools will be a supportive and developmental process designed to 

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

effectively. It will help ensure that staff are able to continue to improve their professional 

practice and to develop in their role. The Appraisal period in Trust schools will run for twelve 

months from October to October. Staff 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. 

Appointing Appraisers Headteachers will be appraised by the Trust Board, 

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

the Board for that purpose. The task of appraising headteachers, including the setting of 

objectives, will be delegated by a sub group consisting of three members of the Trust Board. 

Headteachers will decide who will appraise all other staff in their schools. The appointment 

of appraisers will be based on the line management structure of the school. Appraisers for 

teaching staff must have QTS. In exceptional circumstances, where a member of staff is of 

the opinion that the person to whom the headteacher has delegated the appraiser’s duties is 

unsuitable for professional reasons, s/he may submit a written request to the headteacher for 

that appraiser to be replaced, stating reasons. All appraisers will have access to appropriate 
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support and development in the role. Where it becomes apparent that the appraiser will be 

absent for the majority of the appraisal cycle or is unsuitable for professional reasons a head 

teacher may perform the duties him/herself or delegate them in their entirety to another 

member of staff. Where this member of staff is not the appraisee’s line manager the member 

of staff will have an equivalent or higher status in the staffing structure as the member of 

staff’s line manager. Although there is no limit on the number of appraisals that any appraiser 

can undertake in a cycle, wherever possible this should be limited to six. 

Setting Objectives - Headteacher objectives will be set by the Trust Board after 

consultation with the external adviser. Objectives for teachers at Trust schools will be set 

before or as soon as practicable after, the start of each appraisal period. 

All teachers will have three objectives 

Objective 1 – Professional Practice: related to the quality of teaching 

Objective 2 – Professional Outcomes: related to pupil progress/outcomes 

Objective 3 – Professional Development: related to an aspect of the individual’s 

training/developmental needs. 

In addition, teachers will be expected to demonstrate exemplary professional relationships 

and conduct in line with the expectations laid out in the DfE Teachers’ Standards. 

(www.gov.uk) and for headteachers, the National Standards of Excellence for 

Headteachers 2015 (www.gov.uk) 

http://www.gov.uk/
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The objectives set for each teacher should be specific, measurable, achievable, realistic 

and timebound (SMART). The appraiser and appraisee will seek to agree the objectives, 

but, if that is not possible, the appraiser will determine the objectives. Objectives may be 

revised if circumstances change that are beyond the control of the appraisee/appraiser. 

The objectives agreed with each appraisee should, if achieved, enable the appraisee to 

make a contribution to the ongoing improvement of their school and the education of all 

students as well as to his/her own individual continuing professional development. This will 

be ensured by, amongst other things, quality assuring all objectives against the School’s 

improvement and rapid action plans as well as the Trust’s strategic improvement priorities. 

Reviewing Performance 

All members of staff should expect to have performance of   duties and responsibilities 

observed and assessed during each appraisal cycle. 

Teachers will have their classroom practice observed as part of the appraisal process. The 

Trust 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. 

All observation will be carried out in a supportive and transparent fashion with high quality 

feedback and support.  

Development and Support 

The Trust believes that appraisal is a supportive process to be used to inform continuing 

professional development. The Trust expects all members of staff to take responsibility for 

improving their professional practice through appropriate professional development. 

Professional development will be linked to school improvement priorities and to the ongoing 

professional development needs and priorities of individual members of staff. 

 

Feedback 

All teachers will receive constructive feedback on their performance throughout the year not 

just at appraisal review times. Feedback will highlight strengths as well as areas that require 

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

appraiser will meet the teacher formally to: 

• give feedback about the nature and seriousness of the concerns 

• provide the opportunity to comment and discuss the concerns 
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• agree any support e.g. coaching, mentoring, work shadowing, structured 

observations, that will be provided to help address the specific concerns. This may 

be detailed in a personalised support plan 

• make clear how, and by when, the appraiser will review progress 

• if necessary, revise objectives made in the initial appraisal meeting and allow 

sufficient time for improvement 

• explain the implications and process if no, or insufficient, improvement is made within 

the prescribed time frame 

When progress is reviewed, if the appraiser is satisfied that the member of staff 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 Procedures 

If the appraiser is not satisfied with progress, the teacher will be notified in writing that the 

appraisal system will no longer apply and that their performance will be managed under the 

Trust’s Capability procedure. The teacher will be invited to a formal initial capability meeting. 

The capability procedures will be conducted as detailed in the Trust’s Capability Policy. 

Annual Assessment 

Teacher performance will be formally assessed in respect of each appraisal period. In 

assessing the performance of headteachers, the Trust Board will consult with the 

external adviser. The annual assessment is the end point to the annual appraisal 

process. Teachers will meet with their appraiser at the end of the cycle to discuss their 

overall performance. The appraisee should provide evidence for the meeting in order to 

identify the level of performance achieved. A summary of performance will be agreed 

and a written record produced which includes: 

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

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

against their objectives and the relevant DfE professional standards 

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

of any action that will be taken to address them 

• a recommendation on pay progression, where relevant in line with the Trust’s Pay 

Policy  
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Confidentiality 

The appraisal process will be treated with confidentiality. 

Where headteachers have delegated the responsibility for appraisal to other members of staff 

– then the role of the Senior Leadership Team will be one of moderation/quality assurance. 

Headteachers will also be made aware of any pay recommendations that have been made in 

order to carry out effective moderation of judgements and report to the Trust Board. 

Consistency of Treatment and Fairness 

The Trust Board is committed to ensuring consistency of treatment and fairness and will abide 

by all relevant equality legislation. 

Monitoring and Evaluation 

The Trust Board and headteachers will regularly monitor the operation and effectiveness of 

the appraisal arrangements. 

Retention of Records 

The Trust Board (for headteacher performance appraisal) and headteachers will ensure that 

all written appraisal records are retained in a secure place for six years and then destroyed. 

Appeals 

Any teacher can choose to exercise his/her individual right of appeal against the 

implementation/operation of the Trust’s Appraisal Policy and this would be via the Trust’s 

Grievance Procedure. 
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Monitoring and review Headteachers 

Links Pay Policy for Teachers 

Staff Code of Conduct Policy 

Capability Policy 

Staff responsible Headteachers of all academy schools,  

Senior Leaders 

Committee responsible Board of Trustees 

Date approved November 2018 

Reviewed   November 2018 

Next review November 2019 

Sign off by Chair of Trust  

Date: November 2018  

 

 

 
*Please note that should there be any changes/further national guidance issued relevant to this policy, it will 

be updated accordingly prior to the review date shown above and referred to the next Trust Board meeting. 

 

Change Management 

 

Issue 
No.: 

Change date: Change description: 

1.0 Nov’16 Initial release 

2.0 Nov’18 Rebranded, updated and Signed off for release. 
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Appendix 1 

 

Trust Lesson Observation Protocol 

Teachers’ performance will be regularly observed. The amount and type of classroom 

observation will depend on the individual circumstances of the teacher and the overall needs 

of the school. 

• Classroom observations will only be carried out by those with QTS. In practice this means 

that formal observations will be carried out by a teacher’s line manager or a member of the 

leadership team. 

• Formal observations will be identified and arranged with at least five working days 

advance notice. 

• Formal observations will include a judgement about the quality of Learning and Teaching and 

provide formal feedback to the teacher both verbally and in writing. 

• Staff involved in formal observations will be trained and experienced in lesson observation 

and the provision of developmental feedback. 

• In some situations, formal lesson observations will be carried out by pairs of staff as part of 

that developmental process. 

• Informal lesson observations will not have a judgement made and may only offer verbal 

feedback. 

• Observations that have been planned as part of the Appraisal Cycle should focus on areas 

of development agreed at the objective setting meeting. Any other formal lesson observations 

should have the focus for the observation made clear to the teacher. 

• Lesson observations which are judged formally for the purposes of monitoring the standards 

of teaching and learning may be used by the appraiser for the purposes of appraisal, as long 

as they provide evidence to support the agreed objectives. 

• A standard lesson observation record will be used for all formal lesson observations based 

on the current Ofsted framework. 

• For all lessons which are observed formally the teacher will provide a lesson plan and details 

of the teaching group, identifying pupils groups as appropriate.  

• Verbal feedback for a lesson should be given within two working days of the observation at a 

mutually convenient time and a written copy of the lesson observation record given to the 

teacher within five working days. 

• The written documentation of formal lesson observations will be retained by the headteacher. 

 


