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Aims of this policy 

This policy aims to: 

• Set out the arrangements for appraising teachers and support staff, including the process and the 

responsibilities of individuals.  

• Ensure consistency and fairness across the school. 

• Ensure consistency and fairness between teaching and support staff. 

• Create a process where professional development of all staff is supported and encouraged, in the context 

of our school and departmental improvement plans, the Teachers’ Standards (in relation to teaching staff 

only) and to individual job descriptions in relation to all staff. 

• Ensure that all staff have the skills and knowledge they need to fulfil and excel in their role, to provide and 

support an excellent education to our pupils.  

The policy applies to all teaching and support staff employed by the school, except those on contracts of 

less than 1 term, those undergoing induction and those undergoing capability procedures. 

 

Legislation and Guidance 

As a school, we are free to determine our own appraisal arrangements for teaching and support staff.  It is 

not a requirement to conduct formal appraisals for support staff, but as it is good practice to do so, St 

Peter’s Catholic School has chosen to have these formal procedures in place.  The rationale for this is: 

• The process provides a chance for dialogue about the work of all individuals, whatever their role. 

• To allow all staff a chance to raise any issues that may have, within an open and professional framework.  

• To treat all members of staff equal by providing access to the same appraisal processes and opportunities.  

This policy is based on the model policy produced by the DfE. 

This policy applies to all teaching and support staff, including the headteacher. 

This policy should always be applied in a way that is robust whilst minimising the impact on workload for all 

staff. 

 

This policy should be read in conjunction with our capability and pay policies.  

The appraisal periods 

The appraisal periods will run for 12 months.   

For teaching staff, including the headteacher, the appraisal period begins on 1st September each year.  Their 

annual appraisal meeting to review and set targets will take place during the Autumn term. An interim 

review of targets will take place in February. 

For support staff, the appraisal period begins on 1st April. Their annual appraisal meeting to review and set 

targets will take place in the Summer term. An interim review will take place in November. 

The difference in timing is historical, predating the school joining a MAC and being under local authority 

control. 

For teachers on fixed-term contracts of less than 12 months, the appraisal period will be determined by the 

duration of their contract, and an individual’s objectives should take account of the length of contract. 

Staff who start at or leave the school during the appraisal period can have that round of the appraisal 

period made longer or shorter in that appraisal cycle.  

Staff taking a period of maternity leave during the appraisal cycle should not be disadvantaged. On their 

return, it will be assumed that round of the appraisal cycle was completed during their absence. 

Commented [MSS1]: This is the case at the moment but 
there is a discussion around bringing this inline with 
academic staff. 

https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fassets.publishing.service.gov.uk%2Fgovernment%2Fuploads%2Fsystem%2Fuploads%2Fattachment_data%2Ffile%2F786145%2FTeacher_appraisal_and_capability-model_policy.docx&wdOrigin=BROWSELINK
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Appointing appraisers 

The headteacher will be appraised by the governing body. 

 

The headteacher will decide who will appraise other members of staff.  

 

Setting Objectives 

Objectives for all staff will be set before, or as soon as practicable after the start of each appraisal period. 

The headteacher’s objectives will be set by the governing body. All appraisers have a duty to have regard to 

the work-life balance of all staff, and objectives will reflect this. 

 

Teaching Staff Objectives: 

• Will contribute to improving the education of pupils at the school and the implementation of the whole 

school and departmental improvement plans. To ensure this happens, the Headteacher will quality assure 

all objectives against the school improvement plan. 

• Will, in the case of teaching staff, relate to Quality of Education, in the form of outcomes for groups of 

pupils. When objectives are set, teachers will also be informed of the standards their performance will be 

judged against.  

• Will not solely be based on data and predictions, or on the assessment data for a single group of pupils.  

• Can be set in relation to assessment data, however, these will not be used in isolation and other factors will 

also be considered when making decisions about pay progression. 

 

Support Staff Objectives: 

• Will be determined by their role in school. 

• Will be agreed in discussion with line managers. 

 

All Staff Objectives:  

• Will contribute to the Catholic Life of the school, supporting the values and virtues our school, ‘Faith is our 

Foundation’.  

• Will be appropriate to the member of staff’s role and career experience.  

• Will be revised if circumstances change throughout the year.  

 

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

will determine the objectives. 

 

Reviewing performance 

We will use a range of evidence to judge staff performance:  

• Lesson observations/learning walks 

• Whole School Quality Assurance process 

• Observations of, and results from activities the individual performs  

• Pupil outcomes 

• Reviews of pupils’ work  

• Parent and pupil voice  

• Data and documentation   
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Observations 

St Peter’s Catholic School believes that observation of classroom practice and other responsibilities is 

important as a way of assessing staff performance to identify any particular strengths and areas for 

development they may have, gaining useful information which can inform school improvement more 

generally and enabling staff to learn from each other and collaborate. 

 

Formal observations may take place if: 

• A member of staff requests them. 

• There are concerns that the staff member’s performance is not meeting the required standard (in the case 

of teaching staff, this refers to the Teachers Standards). 

 

Feedback 

In the case of lesson observations of teaching staff, these will be learning walks carried out by senior and 

middle leaders.  Feedback will highlight areas of strength as well as any areas that require further 

development and will be anonymized and given to staff. Individual feedback will not be given unless there 

are specific concerns the member of staff is not meeting the required standards. 

 

Evidence 

All teaching and support staff will be expected to provide evidence towards meeting their objectives during 

their mid-year review meeting. 

 

Concerns 

Where there are concerns about the performance of any member of staff, the appraiser will arrange a 

formal meeting to: 

• give clear feedback to staff member about the nature and seriousness of the concerns. 

• give the member of staff the opportunity to comment and discuss the concerns. 

• set clear objectives for required improvement. 

• agree any support (e.g. coaching, mentoring, structured observations), that will be provided to help address 

those specific concerns. 

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

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 though that process.  

 

Annual Assessment 

Each staff member’s performance will be formally assessed in respect of each appraisal period.  

 

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 in February for teaching staff and November for support staff.  

 

The member of staff will receive as soon as practicable following the end of each appraisal period an 

appraisal report.  In this school, teachers will receive their appraisal reports by 31 October (31 December for 

the headteacher) and support staff by 31st July. The appraisal report will include: 

• details of the objectives for the appraisal period in question. 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1040274/Teachers__Standards_Dec_2021.pdf
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• an assessment of performance of their role and responsibilities against their objectives and the relevant 

standards. 

• an assessment of professional development needs and identification of any action that should be taken to 

address them. 

• a recommendation on pay where that is relevant. 

The assessment of performance and of professional development needs will inform the planning process 

for the following appraisal period. 

 

Confidentiality 

The appraisal process and relevant documents are strictly confidential.  Only members of staff who need 

the information in order to carry out their roles or fulfil their responsibilities will have access to the 

information. 

 

 

 

 


