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1 Introduction  
1.1 The day to day performance of staff is monitored, managed and supported by line managers.  The 

Appraisal Procedure sets out the framework for a clear, fair and consistent assessment of the overall 

performance of staff.  The process will be supportive and developmental, to ensure that all staff have 

the skills and support they need to carry out their role effectively and to enable them to continue to 

improve their professional practice within the context of the school’s improvement plan and the 

standards expected of staff by relevant national and local standards and job and person 

specifications.  Appraisal will also be the key process in determining annual performance pay 

progression. 

 

 

2 Scope 
2.1 This Procedure is applicable to all staff (including the Principals and CEO).  Support staff equally 

share the mission of the school to become an outstanding centre of learning. The Trust cares about 

the professional development of all of its staff, and wants them to enjoy the part they play in an 

outstanding place of learning. Support staff may be supported to better perform their current role, 

to acquire new skills, or to prepare for a promotion opportunity should it arise. 

2.2 Support staff managers are expected to have a clear vision of “outstanding” provision within their 

sector, and to have the ability to support and challenge team colleagues in achieving the necessary 

standards. 

2.3 The system for appraisal of support staff broadly follows the system of appraisal for the teaching 

staff, which is regulated by the DFE. The aim is to develop and encourage a culture in which all 

members of staff take responsibility for, and are supported in developing, their performance to an 

outstanding standard. 

2.4 Appraisal is intended to be a supportive process devised to ensure that all support staff have the 

skills and support they need to fulfil their role and develop their potential, both in terms of the 

priorities of the school development plan and personal professional development. 

2.5 The Principals are responsible for overseeing this policy and its correct implementation within their 

school, but may delegate this responsibility to a member of the senior leadership team or other 

appropriate and trained senior or middle manager.  

2.6 In practice, the appraisal of support staff is overseen by the School Business Manager. 

2.7 In the case of: 

 Staff with less than one year’s service/on fixed term contracts - the cycle will be adjusted 

according to the start/duration of the contract 

 Those undergoing a probationary or statutory induction period – the Appraisal Procedure will 

not normally apply until this period has been successfully completed. 

 

 

3 Roles & Responsibilities 
3.1 Appraisers’ Reviewers 

 The CEO will appoint members to manage the Principals’ appraisals.  This Principals’ Appraisal 

Panel may, as necessary, be advised by an external advisor who has been appointed by the CEO 

for this purpose.  It may include a member of the Local Governing Body 

 The Principals will appoint appraisers for other staff with guidance from the CEO. 

 

The role of the appraiser is to operate the Appraisal Procedure in its entirety.  The appraiser makes 

the recommendation on pay progression for the CEO to consider on the Appraisal Statement in 

accordance with the Pay Policy. 

 

Training 
The Governing Body and school Principals are responsible for ensuring that managers within the 

school who have responsibility for undertaking appraisals are sufficiently trained, and supported in 

order to conduct appraisals and performance management in line with the annual appraisal period. 

Training opportunities for appraisers and appraisees are built into the CPD Calendar for INSET days 

in September, and periodically throughout the appraisal cycle. 
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3.2 It is the responsibility of the Multi Academy Trust Board via the CEO to: 

 Define, communicate and monitor procedures and to ensure that they are applied in a fair and 

consistent manner 

 Appoint an external advisor to support them in undertaking the Principals’ appraisal. 

 
3.3 It is the responsibility of the CEO / Principals and other managers to: 

 Manage performance effectively ensuring that staff are aware of the standards expected of them 

and dealing with any minor deficiencies at the earliest stage through normal day to day 

supervision and probation and induction procedures 

 Ensure that systems are in place for the proper induction of new and promoted staff, and for day 

to day management, support and development of staff. 

 
3.4 It is the responsibility of the Multi Academy Trust to perform the appraisal of the CEO as deemed 

necessary, they may be assisted by or seek advice from, an external professional advisor. 

 

3.5 It is the responsibility of all staff to: 

 Be aware of and comply with the specific standards of performance related to their area of work 

and workplace 

 Comply fully with this procedure and to co-operate with the processes contained therein. 

 

 

4 The Appraisal Cycle 
4.1 Teachers 

The appraisal cycle will run from September – September.  The CEO determines those responsible 

for appraisal, with advice from the Principals and their Senior Leadership Team.  Final reviews will be 

completed in time to allow for any pay decisions to be made by 31 October (31 December for the 

Principals).  

 
4.2 Support Staff 

The appraisal cycle will run typically from April – April, except for those whose cycles run from 

September (student facing roles, e.g. LSAs and Pastoral Managers).  Final reviews will be completed 

in time to allow for any pay decisions to be made by the 31 March (or by the 31 August as the case 

may be). 

 

 

5 Objective Setting 
5.1 Objectives will be set before, or as soon as possible after, the start of each appraisal cycle. This will 

begin with a 360 Review of all staff (teaching and support staff) see Appendix B. 

 
5.2 The objectives set for each appraisee will be SMART ID (specific, measurable, achievable, realistic 

and time-bound Impact Defined) and the number of objectives will be reasonable having regard to 

the nature of the role.  Key objectives must take the form of outcomes for the children and young 

people in the main. 

 
5.3 The appraiser and appraisee will seek by joint agreement, to agree the objectives, but if that is not 

possible, the appraiser will determine the objectives.  The objectives, and any training and support 

identified (see 6.3 below), will be set out in writing.  The form at Appendix B may be used for this 

purpose. 

 
5.4 The Multi Academy Trust may wish to consult with the external advisor when setting objectives for 

the CEO. The CEO will consult with local governing bodies when setting objectives for the 

Principals. 

 

5.5 Wherever possible and appropriate, the objectives for all staff should contribute in some way, to the 

school’s plans for improving its educational provision and performance, improving the education of 

students and improving and developing the performance of staff.   
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5.6 Objectives once agreed should be moderated across the school to ensure consistency and fairness. 

 

5.7 Objectives may be revised in-year where circumstances change substantially. 

 

 

6 Monitoring & Supporting Performance 
6.1 Standards 

Teachers will be assessed against the Teachers’ Standards. The Principal, and where appropriate, 

other school leaders will be assessed against the Principals’ Standards. Support staff will be assessed 

against their job descriptions. The CEO will be assessed against agreed Trust targets. 

 
6.2 Observation 

The school believes that observation is important, both as a way of assessing strengths and areas for 

development, and for gaining important information which can inform school improvement more 

generally.  

 
All staff should expect to have their performance and work observed and assessed on a continuous 

basis by their line manager, appraiser and/or senior leaders.  This will include, where relevant, ‘drop-

in’ classroom observations for the purposes of evaluating the standards of teaching and learning, and 

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

 

The amount and type of such observations will be proportionate to the performance of the 

appraisee and the needs of the schools. 

 

All observation will be carried out in a supportive fashion and, in the case of teachers, by someone 

with QTS.  

 
6.3 Feedback 

Appraisees will receive constructive feedback on their performance throughout the year and as 

soon as practicable after observation and as often as required by evidence or other evidence.  

 
6.4 Training and Support 

The school expects all staff to take responsibility for improving their own performance through 

appropriate continuing professional development.  Professional development will be linked to school 

improvement priorities and individual job roles, priorities and ambitions.  Specific support, guidance 

and development needs will be identified through the appraisal process.   

 

7 Reviewing Performance 
7.1 All staff will be assessed on their overall performance – any professional standards applicable to that 

role, performance against their appraisal objectives, the requirements of their job roles and the 

degree to which they have taken responsibility for their own CPD, and the improvement priorities 

of the school. 

 

 
7.2 Performance and development priorities will be considered and addressed on a continuous basis 

throughout the year and there will be informal meetings as necessary to consider progress against 

objectives.  There may be formal review meetings during the year. 

              

           We will use a range of evidence to judge a teacher’s performance:  

 Lesson observations – QALs, Walk ins, Deep dives etc. (Constructive feedback will be provided 

within 48hrs, or as soon as practicable) 

 Observations and results from wider school activities, if applicable 

 Performance of their students 

 Reviews of planning and marking 

 Parent and student voice, if applicable. 
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For Support Staff, this may include a range of evidence as pertaining to the Support Staff Standards 

(Appendix F). 

 
 
7.3 Appraisal report 

Staff will be provided with a written report of their appraisal (Appendix B). The report will be 

completed by the person who conducted the appraisal. We will use all reasonable endeavours to 

complete this within 5 working days. 

               
           This will include:  

 An assessment of the teacher’s performance against their objectives and the relevant standards 

 An assessment of the teacher’s training and development needs, and the action that should be 

taken to address them 

 Where relevant, a recommendation on pay progression 

 There will be space in the report for the teacher’s own comments  

 After the report has been issued, we will hold review meetings where teachers can discuss the 

contents of their report if they wish 

 Teachers will sign the appraisal report to say they have seen it and agree with its content 

 Teachers can appeal to the Principal, and the Principal can appeal to the governing board, if they 

disagree with the contents of the report and the pay recommendation it makes.  

 
7.4 End of year review 

At the end of the cycle, each appraisee’s performance will be formally assessed.  

In the case of the CEO, the Appraisal Panel will consult the external advisor. 

The appraiser and appraisee will meet to discuss progress against objectives and overall 

performance.   

 

The appraisee will receive, and have an opportunity to comment on, a written report (Appendix B 

may be used for this purpose) which will include: 

 An assessment of the appraisee’s performance against the objectives (met or not met) 

 An assessment of overall performance with particular reference to performance against the job 

role and any standards relevant to the role (met or not met) 

 Review the relevant evidence 

 Assess performance in the appraisal period against the relevant standards 

 Discuss the teacher’s professional development needs and identify action that should be taken  

 Discuss the teacher’s wellbeing, career aspirations and any difficulties they may be facing  

 If necessary, discuss underperformance and put a plan in place to address it. If a teacher 

continues to demonstrate serious underperformance and does not respond to support 

provided, they 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. Refer to our capability policy for more information 

 An assessment of how the employee and school have identified and met the employee’s training, 

development and support needs, and the impact of learning on their performance 

 A recommendation on pay to the CEO where applicable.  Board of Trustees for the CEO.   

 

The template appraisal report can be found in Appendix B. 

 

 

 
7.5 Absence 

Where an employee has been absent during the Appraisal Cycle, performance will be assessed on 

the basis of any and all evidence available for the periods of attendance, and where necessary on 

prior performance. This will be in line with the STPCD and the Multi Academy Trust’s Pay Policy. 
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8 Unsatisfactory Performance 
8.1 If at any point in the cycle, evidence emerges that an employee’s performance has fallen below the 

minimum standards expected of them, the appraiser or other appropriate manager will: 

 Explain the nature and seriousness of the concerns 

 Give the employee the opportunity to comment on and discuss concerns 

 Detail any previous discussions/support 

 Set objectives for the employee to improve within a reasonable time as per the teaching 

standards. 

 
Any concerns and subsequent discussion will be confirmed in writing to the employee within  

5 working days. 

 

 The manager will normally (see 8.2 below) set a monitoring period.  This will involve:   

 The setting of targets for future performance (in addition to existing Appraisal Objectives) 

 Agreeing any further support with the employee 

 Making it clear how, and by whom, progress will be monitored and when it will be reviewed 

 Explaining the consequences and process if no, or insufficient, improvement is made.  

 
The period of monitoring will normally be between 4 and 8 working weeks and, in any case will only 

be as long as is necessary to allow reasonable time for improvement, and this will depend on the 

seriousness of the issues and individual circumstances.  Exceptionally, an extension of not normally 

more than 4 weeks may be granted, where there has been significant improvement, or there has 

been significant absence during the monitoring period.  Improvement should be closely linked with 

outcomes for children and young people. 

 

Regular contact will be maintained throughout the monitoring period to review and support 

progress. 

 
8.2 A monitoring period for more than 4 weeks may also be set where employees consistently fail to 

develop their skills and knowledge or to sustain the expected level of performance. 

 

8.3 Where performance concerns are particularly serious, and/or where there has been insufficient 

improvement following any monitoring period, the appraisal procedure will be suspended and the 

formal Capability Procedure will be invoked. 

 

 

 

9 Confidentiality 
9.1 The appraisal process and related paperwork will be treated with confidentiality.  However, 

appraisal paperwork may be shared beyond the appraiser and appraisee in the following 

circumstances: 

 With senior leaders for the purposes of quality assurance and monitoring 

 With the Principal and CEO to discuss standards for the purpose of assessing eligibility to pass 

the Threshold (UPS and TLRs) and meeting other relevant standards 

 Where poor performance is identified 

 With those responsible for making pay decisions; a data sheet of outcomes for children and 

young people must always accompany any PM and appraisal evidence. 
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Appendix A  Appraisal Timeline 

 

DATE ACTION 

First day of autumn term Appraisal cycle begins 

September – October Appraisal meeting held to review the previous 

appraisal period and be completed for teachers 

Discuss and set objectives, inform teachers of the 

standards their performance will be assessed 

against 

7 October Threshold applications completed and given to 

Principals 

Termly throughout the year Meetings held to review progress 

Throughout the year Observations and monitoring take place, 

constructive feedback is provided via the agreed 

coaching model i.e. every member of staff to 

have their own professional coach. Training 

undertaken 

March Appraisal meeting held to review the previous 

appraisal period and be completed for support staff 

Discuss and set objectives, inform support staff of 

the standards their performance will be assessed 

against 
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Appendix B  Ortu Appraisal Form 2022-2023 

 

Reviewee’s Name:   Current Pay Scale 

Position & Role: 

  please circle: 

 

Support Banding & point 

Reviewer’s Name:   Main 2-3 4-5 6 

Planning Date:   Upper 1 2 3 

Review / Meeting Dates (Min of 3):   Leadership  

Final Review Date:    

 

Ortu Staff Appraisal: Proficiency Questionnaire A 2022-23 (To be completed in September 2022 before Objective Setting) 

 

How to use this form 

This form should be jointly completed by the reviewer and the reviewee  

If both fail to agree, the reviewer’s view holds 

1 – Strongly agree 

2 – Agree 

3 – Disagree 

4 – Strongly Disagree 

There’s also space to provide any additional comments  

Circle your answer to rate how strongly you agree with each statement in the table. You can also provide any additional comments you 

might have. 

1 – Strongly agree     2 – Agree     3 – Disagree     4 – Strongly disagree 
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Name and Job Role 1 2 3 4 Any Other Comments 

Knows our school’s values and promotes these in their 

way of working 

1 2 3 4  

Challenges inappropriate behaviour by students 1 2 3 4  

Listens to others, including students, is inclusive, and is 

willing to help others 
1 2 3 4  

Is willing to learn, and uses mistakes as learning 

opportunities 
1 2 3 4  

Establishes good relationships with other staff, students 

and parents 
1 2 3 4  

Establishes effective partnerships with external 

professionals 
1 2 3 4  

Works effectively as a member of the team 1 2 3 4  

Communicates effectively 1 2 3 4  

Responds positively to change and suggestions for 

change 
1 2 3 4  

Takes a problem-solving approach, and makes useful 

suggestions for improving how our school works, or 

aspects of our school, based on experience 

1 2 3 4  
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Name and Job Role 1 2 3 4 Any Other Comments 

Contributes positively to discussions and meetings 1 2 3 4  

Is constructive when offering ideas or criticisms 1 2 3 4  

Plans effectively for carrying out their role and 

responsibilities 
1 2 3 4  

Works effectively and makes good use of time, and 

meets deadlines 
1 2 3 4  

Is punctual 1 2 3 4  

Asks for help and advice when needed  1 2 3 4  

Is resilient and copes well under pressure 1 2 3 4  

Understands the importance of safeguarding, and makes 

sure any concerns are passed on appropriately 
1 2 3 4  

Maintains confidentiality 1 2 3 4  
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Objectives 

1. TRUST 

 

Steps to achieve, 

evidence to assess 

progress, and 

timescales: 

 

 2. Whole School Priority School 

Improvement Plan (If you have a 

UPS target, it should be linked in this 

section) 

 

Steps to achieve, evidence to 

assess progress, and 

timescales: 

Review  / Meetings progress to date:  

1) 

 

2) 

 

3) 

 

 Review  / Meetings progress to date:  

1) 

 

2) 

 

3) 

Final Review MET or NOT MET 

 

 

 

 

 

 

 

 

 Final Review MET or NOT MET 
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3. Department / Team Priority 

(Refer to Department Improvement 

Plan to be determined by / with HOD or 

Line Manager include PPP objective) 

 

 

Steps to achieve, 

evidence to assess 

progress, and 

timescales: 

 

 4. Individual Linked to progression and 

professional standards.  

 

 

Steps to achieve, evidence to 

assess progress, and 

timescales: 

 

Review  / Meetings progress to date:  

1) 

 

2) 

 

3) 

 

 Review  / Meetings progress to date:  

1) 

 

2) 

 

3) 

Final Review MET or NOT MET 

 

 
 

 

 

 

 

 

 

 

 

 Final Review MET or NOT MET 
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Training & Development: Skills & Knowledge required  

Planning Professional 

Development Entitlement  

Staff are encouraged to undertake 

longitudinal training e.g. NPQ (subject to 

DfE funding), Exam Board, Apprenticeship 

levy etc. 

 

Review / Meetings progress to date 

Evidence of Training and Development to date: 

 

 

 

What further actions / support are needed to ensure 

objectives standards are met? 

Final Review 

Evidence of personal responsibility for CPD, give examples 

of application and impact. 

How has this improved own practice and students’ learning? 

Has this added value to the role and how has this been 

applied? 

 

1) Give examples of training development completed (at 

least 2) 

  

  

2) Give examples of application (at least 2) 

  

  

3) How has this added value to your role? (In student 

progress terms, whole school impact) 

  

  

4) What impact has this had on students’ learning / 

impact on group? 

  

  

Career aspirations / notes of conversation had: 

 

Reviewee’s Comment if Required: 
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Standards 

All Standards need to be focused on and particular attention must be paid to Teachers’ Standard 2: ‘Promote good progress and 

outcomes by students’ 

 

 

 

 

Evidence to assess progress and timescales: 

 
 

 

Review  / Meetings progress to date:  

1) 

 

2) 

 

3) 

 Final Review Standards MET or NOT MET 

Assessment of overall 

quality of teaching 

against teacher 

standards 

 

 

 

(Indicate which standards) 

(1-8)         

Standard not met 

 

 

Standards met Standards exceeded 

 

 

 

Assessment of 

performance against job 

role (overall) 

 

 

Not met                                                Met Exceeded 
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Ortu Staff Appraisal: Proficiency Questionnaire B 2022-23 (To be completed in July 2023 before Final Review) 

 

How to use this form 

This form should be jointly completed by the reviewer : reviewee  

If both fail to agree, the reviewer’s view holds 

1 – Strongly agree 

2 – Agree 

3 – Disagree 

4 – Strongly Disagree 

There’s also space to provide any additional comments  
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Circle your answer to rate how strongly you agree with each statement in the table. You can also provide any additional comments you 

might have. 

1 – Strongly agree     2 – Agree     3 – Disagree     4 – Strongly disagree 

 

Name and Job Role 1 2 3 4 Any Other Comments 

Knows our school’s values and promotes these in 

their way of working 

1 2 3 4  

Challenges inappropriate behaviour by students 1 2 3 4  

Listens to others, including students, is inclusive, 

and is willing to help others 
1 2 3 4  

Is willing to learn, and uses mistakes as learning 

opportunities 
1 2 3 4  

Establishes good relationships with other staff, 

students and parents 
1 2 3 4  

Establishes effective partnerships with external 

professionals 
1 2 3 4  

Works effectively as a member of the team 1 2 3 4  

Communicates effectively 1 2 3 4  

Responds positively to change and suggestions for 

change 
1 2 3 4  
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Name and Job Role 1 2 3 4 Any Other Comments 

Takes a problem-solving approach, and makes 

useful suggestions for improving how our school 

works, or aspects of our school, based on 

experience 

1 2 3 4  

Contributes positively to discussions and meetings 1 2 3 4  

Is constructive when offering ideas or criticisms 1 2 3 4  

Plans effectively for carrying out their role and 

responsibilities 
1 2 3 4  

Works effectively and makes good use of time, and 

meets deadlines 
1 2 3 4  

Is punctual 1 2 3 4  

Asks for help and advice when needed  1 2 3 4  

Is resilient and copes well under pressure 1 2 3 4  

Understands the importance of safeguarding, and 

makes sure any concerns are passed on 

appropriately 

1 2 3 4  

Maintains confidentiality 1 2 3 4  
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Pay Recommendation / Progression 

Pay Recommendation 

(If applicable) 

Performance Pay Progression criteria set out in the pay policy 

Has been met   

 

Has not been 

met 
 

 

 

 

CEO’s validation of recommendation 

Current Pay Level: £ 

 

Pay Progression recommendation: 

 

New pay level: £ 

Yes   

 

No   

Challenge Provide Evidence 

 

Reviewee Signature_________________________________      Reviewer Signature_____________________________________ (Planning) 

Reviewee Signature_________________________________      Reviewer Signature_____________________________________ (Review / Meeting 1) 

Reviewee Signature_________________________________      Reviewer Signature_____________________________________ (Review / Meeting 2) 

Reviewee Signature_________________________________      Reviewer Signature_____________________________________ (Review / Meeting 3) 

Reviewee Signature_________________________________      Reviewer Signature_____________________________________ (Final) 
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Appendix C  Threshold Application Form 2022-2023 

 

Criteria for Application to Upper Pay Range 

 

 The teacher (on the 1st of September of the application date) is at least 3 years from the end date of 

their ECT year/s. 

 

An application will be successful, if the Principal and the Pay Committee are satisfied that: 

 The teacher is highly competent in all elements of the teaching standards 

 The teacher’s achievements and contribution to the school are substantial and sustained. 

 

In this school, this means that the teacher has consistently: 

 Demonstrated that they meet all teaching standards, both in terms of teaching and personal and 

professional conduct, over a sustained period (Please refer to career expectations Appendix D) 

 Been assessed as meeting their appraisal objectives over a sustained period (Please refer to Appendix B). 

 

and in addition, that: 

 Teaching has been rated as good overall with some outstanding, over a sustained period 

 The teacher has demonstrated over a sustained period an ability to support most students to exceed 

expected levels of progress/achievement 

 The teacher has consistently taken responsibility for identifying and meeting their own professional 

development needs and used their learning to improve their own practice and student progress 

 The teacher has demonstrated that they have made an impact on the school beyond their own 

class/group(s) over a sustained period.  This may include: 

 Demonstrating an ability to coach, mentor, advise and demonstrate best practice to other 

teachers to enable them to improve their teaching practice 

 This has had an impact on student progress, contributing to policy and practice which 

has improved teaching, learning and student progress across the school.  (Including 

work with other adults). 

 

Sustained means maintained continuously over a period of at least 3 school years (a year being defined as at 

least 26 weeks work in any academic year).  It is normally expected that this will include at least two year at 

this school, although discretion will be criteria at the teacher’s previous school. 

 

 

The school will exercise its discretion to consider performance over a lesser period where a teacher has been 

absent for some of the relevant period.  
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Application to be paid on the 

Upper Pay Range 

 

 

Eligibility criteria 

 

 In order to apply you will need to hold Qualified Teacher Status on the date of your application. 

 

 To be paid on the Upper Pay Range you must be assessed as meeting the expectations set out in the 

Pay Policy (these can also be found at the end of this form). 

 

 Please enclose copies of appraisal reports to support your application.  You may submit addition 

evidence if you wish to do so to support your application. 

 

 Print, sign and date the form, keeping a copy and pass it to your Principal by 7 October 2022. 

 

 

 

Name:  

I confirm that I am applying to be paid on the Upper Pay Range with effect from 1st September 20__ 

 

I consider that I meet the criteria to be paid on the Upper Pay Range set out in my employer’s Pay Policy 

and enclose copies of my last three Appraisal Review Statements which contain the evidence to support 

this. 

Signed:  

Date:  
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[To be completed by the CEO] 

 

Application for Upper Pay Range Assessment for  

 
(teacher’s name) 

The criteria for Upper Pay range have/have not* been met.  (*delete as applicable) 

Signed:  

Date:  

The Teaching Standards have/have not been throughout the assessment period 

Explanation/evidence (include assessment of quality of teaching overall during the assessment period and 

outcomes for students.) 

 

Appraisal objectives have/have not been met through the assessment period 

Explanation/evidence 

 

Evidence of contribution to wider school(s) which is substantial and sustained 

 

Evidence of personal responsibility for CPD and application and impact of this development 

on student progress 

 

Other comments 
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Appendix D  Career Routes 

 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

Teacher 

standards 

/ 

Compete

ncies  

S1  

 Set High 

Expectations  

 

S2  

Promote Good 

Progress 

 
S3  

Demonstrate good 

subject and 

curriculum 

knowledge 

 

S4  

Plan and teach 

well-structured 

lessons 

 

S5  

Adapt teaching 

 

S6  

 Make accurate and 

productive use of 

assessment 

 

S7  

Manage behaviour 

effectively 

 

 

S1  

Consistently high 

expectations of 

students’ work, 

conduct and 

learning.  

Ensures that 

expectations are 
appropriately 

challenging for all 

groups and abilities 

and are impacting 

on progress of 

classes taught.  

 

S2  

Uses student 

tracking data to set 

and monitor target 

for all students. 

 

S3  

Takes 

responsibility for a 

subject area and 

become an expert 

. 

S4  

Understands 

curriculum 

progression, plan 

groups of lessons 

S1  

High expectations 

of all students’ 

work, conduct and 

learning. 

Consistent use of 

strategic plan to 

positively impact 
on student 

progress for all key 

groups.  

 

S2  

Consistent use of 

student tracking 

data with classes 

and embed 

departmental 

intervention for 

underachieving 

students. 

 

S3  

Develop 

responsibility and 

expertise for a 

subject area. 

 

S4 

Consistently keeps 

knowledge up to 

date and has 

S1  

Consistent role 

model for 

excellent conduct 

and learning 

programme of 

others.  

Supports 
colleagues in 

consistent 

application of 

school policy. 

 

S2  

Consistent use of 

student tracking 

data to support 

others in 

monitoring and 

intervening with 

class / group 

performance 

 

S3  

Have a developed 

knowledge and 

understanding of 

their subjects/ 

curriculum areas 

and related 

pedagogy including 

how learning 

S1  

Consistent role 

model for 

excellent conduct 

and learning 

programme of 

others.  

Support and 
monitor colleagues 

in consistent 

application of 

school policy. 

 

S2  

Consistent use of 

student tracking 

data to support 

others in 

monitoring group 

performance, 

identifying, 

anticipating and 

addressing 

appropriate 

intervention 

measures / training 

measures for team. 

 

S3 

Support colleagues 

to design a 

carefully 

S1  

In addition to own 

practice, 

establishes and 

sustains excellent 

standards of 

conduct across 

school and ensures 
a safe, orderly and 

inclusive 

environment. 

 

S2  

Consistent and 

accurate whole 

school data / 

assessment / 

tracking / 

accurately predict 

outcomes. 

Determines 

interventions and 

lead development 

of CPD and other 

initiatives to 

support the 

progress of key 

groups. 

 

S3  

Oversee the 

design, and 

S1  

Establish and 

sustain excellent 

standards of 

conduct across 

school and a safe, 

orderly, inclusive 

environment. 
Uphold ambitious 

educational 

standards which 

prepare students 

from all 

backgrounds for 

their next phase of 

education and life. 

 

S2  

Ensure consistent 

and accurate 

whole school data 

/ assessment / 

tracking / 

accurately predict 

outcomes. 

School has robust 

interventions and 

CPD to support 

the progress of key 

groups across 

school / trust. 
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

S8  

Fulfil wider 

professional 

responsibilities 

 

https://assets.publis

hing.service.gov.uk/

government/upload

s/system/uploads/at
tachment_data/file/

978358/Early-

Career_Framewor

k_April_2021.pdf  

 

 

 

 

in collaboration 

with others and 

contribute to share 

ideas.  

Consistently 

displays secure 

knowledge of the 

important 

concepts in the 
discipline and how 

these relate to one 

another in terms 

of sequencing and 

retention. 

Good knowledge 

of National 

Curriculum, 

Golden Threads 

strategies, and uses 

them consistently 

to raise 

achievement in all 

lessons taught 

 

S5  

Consistently 

applies school T&L 

procedures 

including 

Rosenshine and 

AfL to support key 

groups including 

those with 

additional and 

advanced 

understanding of 

curriculum plans. 

Can create SOW 

and assessments 

and collaborates / 

shares ideas and 

best practice with 

other colleagues. 
Able to recognise 

‘good’ practice in a 

given subject area. 

 

S5  

Consistently 

embedded school 

T&L procedures 

including 

Rosenshine and 

AfL, to support 

key groups 

including those 

with additional and 

SEND, sharing 

approaches across 

the team. 

Knowledge of 

evidence based 

teaching strategies 

/ pedagogical 

approaches. 

Consistent and 

highly effective 

differentiation 

progresses within 

them. 

 

S4  

Keeps knowledge 

up to date and has 

an advanced 

understanding of 

curriculum 
progression, and 

leads the 

development of 

schemes of 

learning, 

assessments and 

shares ideas.  

Actively leads 

initiatives in the 

department / 

subject area which 

promote effective 

planning and 

delivery. 

 

S5  

Consistently 

embedded school 

pedagogical 

procedures, 

including 

Rosenshine and 

AfL. 

Evaluate the 

effectiveness of 

sequenced, broad 

and coherent 

curriculum. 

Ensure all team 

members have a 

developed 

knowledge and 

understanding of 

their subjects/ 
curriculum areas 

and related 

pedagogy, including 

how learning 

progresses within 

them. 

 

S4  

Demonstrating and 

promoting effective 

practice.  

Teacher always 

keeps knowledge 

up to date and has 

an advanced 

understanding of 

curriculum 

progression.  

Leads the 

development of 

schemes of 

learning, 

assessments and 

shares ideas 

[including literacy].  

implementation of 

a carefully 

sequenced, broad 

and coherent 

curriculum. 

Developing and 

valuing the subject 

expertise of 

others.  
Lead research-led 

developments in 

provision of 

subject / 

curriculum training 

to develop 

knowledge and 

expertise across 

school / 

department / trust, 

including cross 

curricular links and 

the wider 

curriculum. 

Establish effective 

curricular 

leadership, 

developing subject 

leaders with high 

levels of relevant 

expertise with 

access to 

professional 

networks and 

communities 

S3  

Ensure a broad, 

structured, 

coherent 

curriculum 

entitlement which 

sets out the 

knowledge, skills 

and values that will 
be taught.  

Ensure that all 

students are taught 

to read through 

the provision of 

evidence informed 

approaches to 

reading.  

 

S4  

Establish and 

sustain high quality, 

expert teaching 

across all subjects 

and phases, built 

on evidence, 

informed 

understanding of 

teaching and how 

students learn.  

 

S5  

Ensure that the 

school holds 

ambitions of 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/978358/Early-Career_Framework_April_2021.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/978358/Early-Career_Framework_April_2021.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/978358/Early-Career_Framework_April_2021.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/978358/Early-Career_Framework_April_2021.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/978358/Early-Career_Framework_April_2021.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/978358/Early-Career_Framework_April_2021.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/978358/Early-Career_Framework_April_2021.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/978358/Early-Career_Framework_April_2021.pdf
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

SEND.  

Uses a range of 

T&L strategies to 

differentiate to 

meet the needs of 

all groups 

 

S6  

Make accurate and 
productive use of 

assessment by 

adopting school 

policy for 

summative and 

formative 

feedback.  

 

S7  

Implement school, 

pastoral and 

behaviour policies 

to ensure positive 

attitudes towards 

learning from all 

students.  

 

S8 

Meets all 

standards of 

professional 

conduct  

Able to evaluate 

own teaching 

regularly to 

ensures that all key 

groups are able to 

access learning / 

make good 

progress.  

Coaching others in 

department to 

embed good 

practice. 
 

S6  

Make accurate and 

productive use of 

assessment by 

consistently 

applying school 

policy for 

summative and 

formative 

feedback.  

 

S7  

Autonomous in the 

implementation of 

school behaviour 

policies to ensure 

positive attitude 

and conduct from 

students.  

 

S8  

Meets all 

standards of 

professional 

differentiation and 

other strategies 

used to support 

key groups, 

including those 

with additional and 

SEND.  

Monitor and track 

approaches to 
differentiation 

across department, 

coaching others to 

embed.  

Active involvement 

in the development 

of resources. 

 

S6 

Make accurate and 

productive use of 

assessment by 

ensuring that team 

consistently apply 

school policy for 

summative and 

formative 

feedback.  

Draw conclusions 

across patterns of 

performance. 

 

S7 

Support colleagues 

in the management 

Always take a 

proactive lead and 

support 

development 

across the wider 

school to grow 

excellent teaching 

outside of team 

[across a school or 
cross trust] 

 

S5.  

Support colleagues 

to adapt their 

teaching to 

different student 

needs.  

Outstanding and 

innovative practice 

in T&L; the wider 

context is 

investigated and 

leads to the 

implementation of 

new and relevant 

initiatives across 

the school/ trust 

which enables all 

learners to 

succeed, including 

those with SEND.  

Consistently 

embedded school 

pedagogical 

 

S4  

Ensure effective 

lesson planning and 

preparation across 

the school which 

stimulates student 

thinking and 

understanding, 
[including literacy], 

promoting good 

practice across 

school/ trust. 

 

S5  

Establish and 

sustain a culture 

and practices that 

enable students to 

access the 

curriculum and 

learn effectively so 

that all students 

experience 

success.  

Ensure outstanding 

and innovative 

practice in T&L for 

all learners, 

including those 

with additional and 

special needs and 

disabilities. 

Research leads to 

expectations for all 

students with 

additional and 

special educational 

needs and 

disabilities and 

fulfils its statutory 

details with 

regards to SEND 
code of practice. 

Ensure outstanding 

and innovative 

practice in T&L 

and the wider 

context is 

investigated and 

leads to the 

implementation of 

new and relevant 

initiatives across 

the school/ trust. 

 

S6  

Ensures that 

assessment policy 

is fair, transparent, 

compliant and 

consistently 

applied across 

school / trust and 

helps teachers to 

draw conclusions 

about what 

students have 
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

support with 

professional 

development. 

conduct  

Able to evaluate 

own teaching 

regularly to 

support with 

professional 

development. 

 

of behaviour and 

have high 

standards of 

professionalism.  

 

S8  

Meets all 

standards of 

professional 
conduct 

procedures 

including 

Rosenshine and 

AfL and coaching 

others to embed. 

 

 S6  

Working with 

school and subject 
leaders to ensure 

that a body of well-

designed, 

externally 

validated, 

summative 

assessment 

resources is in 

place, and 

supporting the 

integration and 

understanding of 

these resources in 

curriculum 

planning.  

Lead in 

development and 

application of 

feedback policy. 

Adopt school 

policy, consistently 

monitoring others 

to develop 

innovative practice, 

and support 

the implementation 

of new and 

relevant initiatives 

across the school/ 

trust.  

 

S6  

Ensure that 

students get high 
quality feedback. 

Lead and influence 

assessment policy 

to develop 

innovative practice. 

Know how to use 

internal and 

external 

assessment data to 

spot and anticipate 

trends and 

influence future 

actions.  

 

S7  

Lead professional 

in pastoral work. 

Investigate and lead 

implementation of 

relevant initiatives 

to promote high 

expectations of 

behaviour and 

conduct across 

school.  

learned, factored 

into curriculum 

planning. 

 

S7  

Establish and 

sustain high 

expectations of 

behaviour for all 
students, built 

upon relationships, 

rules and routines 

which are 

understood clearly 

by all staff and 

students.  

 

 S8  

Meets all 

standards of 

professional 

conduct and 

ensures all team 

members meet 

the standards. 

Ensure the 

protection and 

safety of students 

and colleagues, 

including by 

ensuring 

safeguarding is the 

first priority of 

every colleague in 
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

colleagues to 

provide high 

quality feedback. 

Help leaders to 

identify patterns in 

performance.  

 

S7 

Leading role in 
taking decisive and 

effective actions in 

promoting high 

expectations of 

behaviour / 

conduct.  

Supports 

colleagues in the 

management of 

behaviour to have 

high standards of 

professionalism.  

 

S8  

Meets all 

standards of 

professional 

conduct 

 

 

 

 

 

 

Develop 

relationships with 

outside agencies to 

support.  

Develop 

colleagues’ ability 

to respond 

consistently to 

student behaviour. 
 

S8  

Meets all 

standards of 

professional 

conduct.  

Ensures the 

protection and 

safety of students 

and colleagues, 

including by 

ensuring 

safeguarding is the 

first priority of 

every colleague in 

the school. 

 

 

the school. 
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

Leader

ship 

compe

tencies 

School culture - 

Know the school 

and departmental 

priorities 

Communicate in 

a way that 

demonstrates the 

high expectations 

for all students, 
model professional 

standards at all 

times 

Apply school 

policy, seek out 

advice from other 

colleagues and 

opportunities to 

improve practice. 

Know and 

recognise wider 

partnerships 

including 

structures for 

governance.  

Liaise with 

stakeholders 

where necessary 

 

 

Developing 

practice ensures 

effective 

professional 

contribution 

Develop 

understanding of  

School Culture - 

Able to know and 

understand school 

improvement 

priorities and 

role/s in achieving 

departmental 
priorities on DIP. 

Communicate in 

a way that 

demonstrates the 

high expectations 

for all students, 

model professional 

standards at all 

times 

Implementing 

and monitoring 

the effects of 

departmental 

initiatives within 

your own 

classroom 

Establish and 

sustain effective 

planning and 

preparation in own 

lessons, 

collaborating with 

others to promote 

good practice  

Ensure teaching in 

Develop 

understanding of  

School Culture - 

Able to know and 

understand school 

improvement 

priorities and 

role/s in achieving 

departmental 
priorities on DIP. 

Communicate in 

a way that 

demonstrates the 

high expectations 

for all students, 

model professional 

standards at all 

times 

Implementing 

and monitoring 

the effects of 

departmental 

initiatives within 

your own 

classroom and 

wider team. 

Establish and 

sustain effective 

planning and 

preparation in own 

lessons, designing 

long term plans 

and collaborating 

with others to 

Develop 

Understanding of  

School culture - 

Able to understand 

and communicate 

the school’s 

strategic direction 

to team and 

implications for 
DIP. Can 

construct, monitor 

and evaluate 

department 

improvement plan. 

Communicate - 

high expectations 

for students and 

professional 

standards for all 

colleagues in team. 

Conduct regular 

expert led 

conversations 

regarding 

development and 

performance 

within team. 

Implementing 

and monitoring 

the effects of 

school and 

departmental 

priorities within 

your area of 

Develop 

understanding of 

School Culture - 

Able to understand 

and communicate 

the school’s 

strategic direction 

as outlined on the 

SIP, encouraging 
every member of 

the school 

community to 

support it. 

Communicate 

using intentional 

and consistent 

language that 

promotes 

challenge, 

aspiration and high 

expectations for 

students and high 

professional 

standards for all 

colleagues. 

Conduct regular 

expert led 

conversations 

holding others to 

account where 

necessary. 

Implementing 

and monitoring 

the effects of 

Develop 

understanding of 

School Culture - 

Able to use a range 

of data, the 

expertise of 

colleagues and 

wider community 

to contribute to 
SIP and its ongoing 

refinement. 

Regularly 

communicating 

strategic direction 

to the whole 

school community. 

Communicate - 

Articulating, 

modelling and 

rehearsing 

practices that 

contribute to the 

intended school 

culture and 

supporting every 

member of the 

school community, 

particularly senior 

and middle leaders, 

to do the same. 

Conduct, and 

support 

colleagues to 

conduct, regular 

Develop 

Understanding of 

School / Trust 

Culture-  

Establish and 

sustain the trust’s 

strategic direction, 

with those 

responsible for 
governance using a 

range of data, the 

expertise of the 

Trust’s Principals, 

other colleagues 

and experience of 

the wider 

community in its 

creation and 

ongoing 

refinement. 

Communicate - 

Articulating, 

modelling and 

rehearsing 

practices that 

contribute to the 

intended trust 

culture, and 

supporting every 

member of the 

trust community, 

particularly school 

leaders and the 

senior trust team, 
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

across the 

school. Know 

how and when 

to seek 

professional 

advice 

 

 

 
 

 

 

 

 

 

 

your classroom 

stimulates student 

thinking and 

understanding, be a 

model of best 

practice 

Contribute to a 

consistent culture 

through the 
implementation of 

school BfL 

practices.  

Recognise own 

professional 

development 

needs, knowing 

when to seek out 

specialist support. 

Change 

management - 

responds and 

adapts well to 

change. Can use 

data including 

SIMS, DPR to 

analyse class 

performance. 

Working in 

partnership with 

parents and carers. 

Contribute to 

working in 

partnership with 

colleagues in 

promote good 

practice  

Ensure teaching in 

your classroom 

stimulates student 

thinking and 

understanding and 

share this best 

practice to 
influence others in 

wider team.  

Contribute to a 

consistent culture 

through the 

implementation of 

school BfL 

practices. Share 

best practice with 

other colleagues.  

Recognise own 

professional 

development 

needs, knowing 

when to seek out 

specialist support. 

Able to plan and 

deliver evidence 

informed CPD to 

small groups [e.g 

Dept / extended 

Dept meetings] 

Change 

management - 

responds and 

responsibility, 

holding colleagues 

to account. 

Establish and 

sustain effective 

planning and 

preparation across 

the team, 

supporting 
colleagues and 

middle leaders to 

promote effective 

teaching and 

learning practice 

including 

modelling.  

Ensure teaching 

across the team / 

subject stimulates 

student thinking 

and understanding. 

Contributing to 

the 

implementation of 

whole school BfL 

approaches at 

department / phase 

level. Sharing best 

practice with other 

colleagues. 

Ensure 

colleagues in 

your team take 

part in professional 

school policies, 

particularly in your 

area of 

responsibility.  

Establish and 

sustain effective 

planning and 

preparation across 

the school, 
supporting 

colleagues and 

middle leaders to 

promote effective 

practice in all 

aspects of teaching 

and learning, 

including 

modelling. 

Ensure teaching 

across the school 

stimulates student 

thinking and 

understanding. 

Contributing to 

the creation and 

consistent 

implementation of 

a whole school 

approach to 

recognition, rules 

and sanctions that 

is predictable and 

built on good 

relationships 

expert led 

conversations 

holding others to 

account where 

necessary. 

Play an active 

role in devising, 

Implementing 

and monitoring 
the effects of 

school policies 

across the school / 

trust in a 

structured way 

where school 

leaders actively, 

plan, prepare, 

deliver and embed 

changes. 

Recognising the 

complexity in 

managing parallel 

improvement 

projects with 

competing and 

aligned priorities 

Ensure teaching 

across the school 

stimulates student 

thinking and 

understanding. 

Creating, 

Implementing 

and enabling 

to do the same.  

Conduct, and 

support school 

leaders and the 

senior trust 

team to conduct 

regular expert-

led 

conversations, 
holding others to 

account where 

necessary. 

Implementing 

and monitoring 

the effects of trust 

policies to create 

an environment for 

students and 

colleagues where 

everyone feels 

welcome, safe, and 

able to learn from 

mistakes. 

Ensure teaching 

across the trust is 

effective and 

stimulates student 

thinking and 

understanding. 

Supporting school 

leaders and the 

senior trust team 

to implement an 

evidence-informed 
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

department. Know 

and understand 

roles of 

governance and 

wider agencies.  

 

 

 

Developing 
practice ensures 

effective 

professional 

contribution 

across the 

school. Know 

how and when 

to seek 

professional 

advice 

 

adapts well to 

change, able to 

support other 

colleagues in team 

in implementing 

new initiatives. 

Can use data to 

evaluate effect of 

changes 
Use of 4 Matrix 

SIMS 

DPR 

Spotting trends 

across classes, 

anticipating future 

action, comparison 

against department 

trends 

Working in 

partnership with 

parents and carers. 

Contribute to 

working in 

partnership with 

colleagues in 

department. Know 

and understand 

roles of 

governance and 

wider agencies.  

 

 

 

 

development by 

identifying needs 

and facilitating 

training where 

required.  

Understand the 

financial 

mechanisms 

which might affect 
a departmental 

budget.  

Change 

management 

able to bring about 

change at 

departmental or 

phase level by 

action planning, 

implementing and 

monitoring 

outcome of 

designs. 

Use of 4 Matrix 

SIMS 

DPR 

Spotting trends 

across 

department/s 

anticipating future 

action, comparison 

against national and 

school trends 

Working in 

partnership with 

between students 

and staff, 

complements the 

intended school 

culture and 

includes a clear 

approach to 

escalation of 

behaviour 
incidents.  

Contribute to a 

whole school 

approach in 

assisting students 

who need more 

intensive support 

with their 

behaviour, 

Ensuring that 

colleagues fulfil 

statutory duties 

with regard to the 

SEND Code of 

Practice (2015) and 

Equality Act 

(2010). 

Ensure 

colleagues take 

part in effective 

professional 

development - 

Working with 

school leaders and 

colleagues to 

leadership 

teams to apply a 

consistent 

implementation of 

a whole school 

approach to 

recognition, rules 

and sanctions that 

complements 
school culture.  

Ensuring that 

colleagues fulfil 

statutory duties 

with regard to the 

SEND Code of 

Practice (2015) and 

Equality Act 

(2010). 

Ensure 

colleagues 

engage in 

effective 

professional 

development. 

Aligning 

professional 

development with 

the SIP. Developing 

a team of 

colleagues who can 

facilitate a range of 

CPD opportunities 

such as twilight. 

Understanding 

approach to 

curriculum design. 

 

Ensure that 

trust schools 

establish and 

sustain a 

positive, 

predictable and 
safe 

environment for 

students. 

Supporting each 

school to have a 

predictable, whole 

school approach to 

recognition, rules 

and sanctions that 

is built on good 

relationships 

between students 

and staff 

Ensure all 

students 

experience 

success, including 

by ensuring that all 

trust schools, 

Principals and staff 

fulfil statutory 

duties with regard 

to the SEND Code 

of Practice (2015) 

and Equality Act 
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

Consistent 

outstanding 

practice, leads 

to developing 

skills in 

leadership and 

management. 

Effective 

professional 
contribution to 

department and 

/ or wider school 

parents and carers. 

Contribute to 

working in 

partnership with 

other middle 

leaders across 

school / trust. 

Begin to 

participate in 
governance when 

discussing 

departmental 

performance.  

 

 

Established 

outstanding 

practice ensures 

highly effective 

leadership and 

management 

and outstanding 

professional 

contribution 

across the 

department and 

wider school 

identify 

opportunities for 

staff within the 

school colleagues 

to facilitate 

professional 

development 

approaches. 

Develop and 
deliver CPD where 

appropriate eg 

Twilight and 

evaluate impact. 

Understanding 

the financial 

mechanisms (and 

associated 

regulations) 

through which the 

school is funded. 

Change 

management 

Able to link 

evidence, spot 

common themes, 

action plan and 

implement, 

monitor and 

evaluate change 

effectively. 

identify needs and 

action plan  

Use of 4 Matrix 

SIMS 

the financial 

mechanisms (and 

associated 

regulations) 

through which the 

school is funded. 

Change 

management - 

able to prioritise 
change, recognise 

the complexity on 

managing multiple 

projects, adapt 

plans where 

necessary and 

develop a clear, 

logical and well 

specified 

implementation 

plan which is 

monitored and 

sustained. 

identify needs and 

action plan  

Use of 4 Matrix 

SIMS 

DPR 

Spotting trends 

across schools, 

anticipating future 

action, comparison 

against national and 

local trends  

Work in 

(2010) 

Ensure that all 

trust schools 

support 

colleagues to 

engage in 

effective 

professional 

development. 
Working with 

school leaders and 

the senior trust 

team to ensure 

professional 

development 

priorities are 

aligned with wider 

trust improvement 

priorities, and 

focussing on a 

shared 

responsibility for 

improving 

outcomes for all 

students 

Prioritise, 

allocate and 

manage 

resources 

(including financial, 

human and 

educational) 

appropriately, 

effectively and 
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

DPR 

Spotting trends 

across schools, 

anticipating future 

action, comparison 

against national and 

local trends 

Work in 

partnership with 
parents and carers. 

Contribute to 

working in 

partnership with 

other schools and 

school trusts 

alongside the 

community an 

other organisations  

Begin to 

appropriately 

participate in 

governance 

 

Established 

outstanding 

practice ensures 

highly effective 

leadership and 

management 

and outstanding 

professional 

contribution 

across the 

school and 

partnership with 

parents and carers, 

other schools and 

trusts and other 

professional 

associations and 

local authorities. 

Appropriately 

participate in 
governance and 

fulfil obligations to 

give account, be 

challenged and 

accept 

responsibility. 

Understanding 

statutory duties 

and policies 

surrounding 

appraisal and 

performance 

management, 

recruitment, 

exclusions 

 

 

efficiently across 

the trust to ensure 

sustainability 

Change 

management - 

Ensuring that 

implementation is 

a structured 

process, where 
school leaders and 

senior trust staff 

actively plan, 

prepare, deliver 

and embed 

changes 

Ensure the trust 

and its schools 

work in 

partnership with 

parents and carers, 

the community, 

governance, 

schools and school 

trusts, and other 

organisations, 

including 

professional 

associations, 

businesses and 

local authorities. 

Statutory duties 

and policies 

surrounding 

appraisal and 
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 ITT / ECT Main Scale 

2-4 

Main Scale + 

5-6 

UPR 1 / 2 UPR 3 / 

Leadership [LPs 

/ ETs] 

Leadership + Principal and 

CEO 

beyond performance 

management, 

recruitment, 

exclusions are 

implemented fairly 

and consistently by 

all schools. 
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Appendix E  Teachers’ Standards 
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Appendix F Skills & Expectations - Standards for Support Staff 

 

Job and Professional Knowledge/Skills:  

Developing and maintaining a high level of job and professional knowledge/skills and using these to provide 

and excellent service and achieve organisational objectives. 

 

Planning and Personal Organisation:  

Maximising efficiency, prioritising workload appropriately and focussing on the right areas to ensure the 

achievement of own/team and organisational objectives. 

 

Relationships with Colleagues:  

Building and maintaining productive and harmonious working relationships within own team and across the 

wider organisation. 

 

Customer Focus:  

Responding proactively to customers’ needs, both internal and external, to ensure the delivery of high 

quality, efficient services. 

 

Communication:  

Effectively communicating appropriate information through a range of mechanisms to ensure clarity and 

understanding and achieve organisational objectives. 

 

Problem Solving and Decision-Making:  

Analysing problems and evaluating options and risks to identify most appropriate solutions and taking 

effective action through sound judgement. 

 

Team Working:  

Working effectively with others within own team and across the wider organisation to achieve results in the 

job, team goals and organisational objectives. 

 

Additional Skills and Expectations for Managers 

 

Commitment and Motivation: 

Taking personal responsibility for your own development, demonstrating self- motivation and commitment 

towards achieving results and applying yourself in a positive manner to the work of the organisation. 

 

Managing Objectives:  

Making the best possible use of your resources at work, prioritising appropriately, consulting with others 

and ensuring resources and efforts are focused on key organisational objectives and goals. 

 

Managing People:  

Effectively leading and managing a team, dealing with team and individual problems, counselling and coaching 

others to achieve results and encouraging and supporting the team in their activities. 
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Appendix G Appraisal Leading to Capability Procedures  

(with reference to the DfE’s Teacher Appraisal and Capability model policy, March 2019) 

 

Appraisal is a supportive process, which will be used to determine decisions on pay progression and 

inform continuing professional development. 

 

Objectives for each teacher will be set at the beginning of the agreed appraisal period, which is in 

September of each academic year.  

 

The objectives set for each teacher, will be Specific, Measurable, Achievable, Realistic and Time-

bound and will be appropriate to the teacher’s role and level of experience. The objectives set 

for each teacher will, if achieved, contribute to the school’s plans for improving the 

school’s educational provision and performance and improving the education of pupils 

at that school. 
 

Teachers will receive constructive feedback on their performance throughout the year and as soon 

as practicable, after observation has taken place or other evidence has become known. Feedback 

will highlight particular areas of strength as well as any areas that require further development. 

 

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

appraiser will meet the teacher formally 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  

• 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 (it may be appropriate to revise 

objectives, and it will be necessary to allow sufficient time for improvement.  

 

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 though that process. 

 

Support will include but is not limited to:  

 A designated coach within the school to provide bespoke guidance on development points 

 Access to recommended CPD to support with achieving development targets 

 Release time to observe best practice within the school or trust 

 Formal support of this nature is expected to last a minimum of 6 weeks but no longer than a term 

 Where it is deemed that the support provided is not having a demonstrable effect on the ability of 

the teacher concerned to meet the Teaching Standards, then formal targets will be set over a 4-

week period, by the appraiser using the Ortu Performance Improvement Plan 

 When setting these targets the appraiser will explain the implications of the process and if no, or 

insufficient improvement is made, the potential move to formal capability.  

 

Transition to capability If a teacher demonstrates serious underperformance, and has not 

responded to support provided within the appraisal process, 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. At this point the Principal 

and CEO of the Ortu Trust will then be involved.



 

 


