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‘Better is possible. It does not take genius. 
It takes accountability and diligence to want to improve.’
1. Aim
The aim of this appraisal policy is to nurture professional growth by focusing on the continuous improvement of teaching rather than merely validating performance. 
Our mantra of ‘IMPROVE not prove’ underscores our commitment to fostering an environment of personal accountability that supports teaching staff through reflective practice and constructive feedback, so they get better. Consistency in pedagogical approach and practice across the school will lead to better outcomes for our students.
Appraisal needs to be a fair and supportive process; it is good to have professional, transparent dialogue about successes and those areas for improvement whilst minimising the workload on all parties concerned. As such, all appraisal activities will be scheduled into teacher’s direct time (and keeping them separate from Planning, Preparation, and Assessment periods).
2. Legislation and guidance
The amendment to the School Teachers’ Pay and Conditions Document (STPCD) removes the Performance Related Pay (PRP) requirement in this policy. This is applicable to all pay ranges including unqualified, main, upper, lead practitioners and leadership pay ranges.
3. Links to other policies
· The Dorset Studio School Teaching & Learning Policy
· The Dorset Studio School Behaviour & Rewards Policy
· The Dorset Studio School Assessment Policy
· The Dorset Studio School Capability Policy
· The Dorset Studio School Support Staff Review Policy
4. Scope
In this policy, the term ‘teacher’ refers to classroom teachers, leaders, including senior ones and the principal. In addition, the policy includes full-time, part-time, and temporary teachers within school. Early Careers Teachers (ECT) are not subject to the annual appraisal process during their induction period and are not covered by this policy.
5. Appointment of the Appraiser & Standardisation Process
· Appointment:
The appointment of the appraiser is determined by the principal. In most cases, the teacher’s direct line manager will serve as the appraiser.
· Standardisation:
All appraisers involved in the process will participate in a moderation process facilitated by a member of the senior leadership team. This ensures there is consistency, fairness and veracity in the information collected.
6. Teacher Objectives
At the start of the appraisal cycle, all teachers will be informed of the standards against which their performance will be assessed. All teachers will be assessed against a set of standards entitled ‘Teacher’s Standards,’ updated in 2013 (latest terminology update December 2021). Furthermore, this performance should be consistent with what should be reasonably expected of a teacher in a relevant role and at a relevant stage of their career.
Objectives will not be linked to the terminal performances of Year 11 cohorts. Levels of attainment will increase if teaching is consistently good.
Teachers’ Standards link:
https://assets.publishing.service.gov.uk/media/5a750668ed915d3c7d529cad/Teachers_standard_information.pdf
Teaching staff are likely to have three SMART objectives across the appraisal process. In some cases, where it is taking longer to secure a consistent mastery of the objective, this may be limited to two objectives only. This does not necessarily mean the teacher will be moved to informal support.
All objectives need to be tightly focused and require the teacher to work through a series of smaller steps to secure them. In helping to agree an appropriate objective, the teacher is taking personal accountability to improve their practice. This ‘buy-in’ will make them better in the classroom, thus raising standards in school.
When setting these objectives, appraisers will consider what is realistically achievable given the teacher’s roles, responsibilities, and experience while ensuring a healthy work-life balance. In cases where an agreement on objectives is not reached, the appraiser will set them, and the teacher may record their disagreement in writing.
The first objective will be the focus of the autumn term. It is an expectation that the appraiser and appraisee meet to discuss progress against each objective at least once in each half-term period.
The first objective must be secured before moving on to the next. The first and third objectives will be established before, or as soon as practicable after, the start of the appraisal period i.e. September 1st.

See Appendix 1: The Appraisal Process timeline

· Teacher Objective 1 (Autumn Term)
There are five potential teacher objective areas as described in Steplab to select from: securing attention; optimise communication; drive thought; gather and give feedback; ensure consolidation. These core steps have congruence and synchronicity with our approach to Continuing Personal Development (CPD).
There is a pedagogical hierarchy to these objectives with each one building on the knowledge and skills secured in the previous one. Teaching staff will be guided to the most appropriate teacher objective for them by the appraiser.
· Teacher Objective 2 (Spring Term)
The second teacher objective will be discussed between the appraiser and appraisee after the original one has been secured through its consistent demonstration. Should the teacher require additional time to secure the first one, time will be made available within the appraisal cycle to do this.
If applicable, the second teacher objective should be agreed at the start of the spring term.
· Teacher Objective 3: Annual Professional Development Objective
The third teacher objective will run concurrently with the other objective, since it is based on specific professional development requirements linked to the School Improvement Plan. All professional development must have its roots in learning i.e. ‘learning is defined as committing knowledge and skills to long-term memory to benefit our students’. There will be a broad arc of knowledge and skills development for this objective because of the range of experience and expertise within the teaching staff body. To support this objective, teachers can:
· Draw upon National College resources,
· Utilise National Professional Qualifications (NPQ), and
· Maintain membership in appropriate professional hubs.
Additionally, professional development will leverage trials of the latest technologies such as AI and be informed by evidence-based educational research to ensure continuous, dynamic improvement.
7. Monitoring of Appraisal Objectives
There will be a variety of ways to gather information of the teacher’s performance against the objectives set during the appraisal cycle. In most instances, the most reliable way to assess typicality and progress is through an ‘open door’ approach. These can be short ‘drop ins’ throughout the school year, longer (up to fifteen minutes) ‘walk throughs’ during the appraisal cycle and/or an agreed observation (up to fifteen minutes) if there is something the teacher would like to demonstrate.
‘Drop ins’ are liberating for staff because their efforts are both valued and recognised through a ‘Shout Out’. All staff are encouraged to ‘drop in’. However, alongside the appraiser, senior leaders and associate leadership staff within the appraisee’s core subject team will conduct walk throughs.
Moving away from three formal observations per appraisal cycle means that teaching pedagogy and practice can become truly developmental and the collective progress of teaching body across the school can better understood.
Recording of information must take place on Step Lab to an effective and efficient system aligned with our purpose to ‘IMPROVE not PROVE’ the quality of teaching.

8. Appraisal Meetings
See Appendix 2: Teacher Appraisal Planning Meeting – Autumn 1
The appraisal cycle requires that the appraiser and appraisee meet in person at least six times. This equates to twice per term. The final meeting will involve sharing the completed appraisal report with the appraisee.
In the case of maternity leave, the appraiser should arrange an interim meeting before the leave commences.
These meetings must be conducted in-person and be developmental. They provide opportunities to discuss feedback, highlight successes ("what is going well"), those areas for improvement and professional development needs.
See Appendix 3: Teacher Appraisal Review Meeting – Objectives 1 and 3 – Spring 1
Furthermore, they must ensure there are ‘no surprises’ for the teacher later in the cycle. If a teacher is unlikely to achieve their objectives, they must be told and support offered where appropriate. The meeting will provide a timely opportunity to identify the root cause(s) of the problem(s).
Where it is apparent that a teacher's personal circumstances are leading to difficulties at school, support will be offered as appropriate.

9. Annual Appraisal Report

Appendix 4 - Appendix Annual Appraisal Report
The Annual Assessment marks the end point of the appraisal process. As soon as practicable following the close of the process:
· The teacher will receive a comprehensive appraisal report summarising all observations, feedback, and progress against the established objectives.
· The teacher will be given the opportunity to comment on the report in writing, ensuring their perspective is formally recorded.

This document represents a commitment to continuous improvement, professional accountability, and a supportive environment that respects workload balance and the overall well-being of teachers.

10. Informal Support 
Except in the most serious cases of persistent failures to accept professional accountability which results in failure to meet the expected Teacher Standards, teachers will not ordinarily be placed in formal capability procedures. 

Where concerns are identified the appraiser will provide clear, specific feedback regarding the nature and seriousness of the concern(s). Realistic, clear objectives will be set with a minimum timescale of six weeks for required improvement. The level and frequency of support, including possible mentoring, coaching and other targeted interventions to enable the teacher to overcome identified concerns will be documented in a support plan. 

In this case, the teacher will be given at least five working days’ notice of the meeting to discuss additional support and is entitled to be accompanied by a trade union representative or workplace colleague.
It will be clearly communicated that if no, or insufficient, improvement is made, the situation may escalate to formal capability procedures.
11. Transition to Capability
If serious underperformance is evident, or if the teacher has not responded effectively to the informal support within six weeks, the teacher will be notified in writing that the appraisal system may no longer apply. A transition meeting will determine whether their performance will continue to be managed under the appraisal process or whether a formal capability procedure needs to commence. If the latter applies, the teacher will be invited to a formal capability meeting.
The teacher will be given at least five working days’ notice of the meeting to discuss additional support and is entitled to be accompanied by a trade union representative or workplace colleague.
12. Confidentiality and professional relationships
The appraisal process will be treated with confidentiality since only the appraiser, the principal, vice-principal, and relevant senior leader, determined by line management structure, will have access to the appraisee’s record.
However, the desire for confidentiality is balanced by a commitment to quality assurance — where the principal and the governing body may review aggregated data and overall process outcomes to ensure the appraisal system remains effective and fair.
All appraisal records will be held securely. The governing body and the principal will ensure that all written records are retained for six years and then destroyed.
13. Quality Assurance of the Appraisal process
The appraisal process is continuously reviewed and monitored to uphold fairness, consistency, and effectiveness. This includes:
Annual Review: The principal will evaluate the overall effectiveness of the appraisal system with its stated aim of improving the quality of teaching. This will include the impact of all methods of recording information and in line with the Equality Act 2010
Quality Assurance: Periodic spot-checks by senior leaders and associated leaders, including aggregated data reviews will ensure the process is reasonable and appropriate whilst supporting professional development.





















Appendix 1:  Appraisal Process timeline
	Time
	
Key Events


	Autumn 1
	
Agree Teacher Objective 1 with Success Criteria
Agree Teacher Objective 3 with Success Criteria
Appraiser: Appraisee Review Meeting

If a mutual agreement is not reached, the appraiser will set the objectives, and the appraisee may record any disagreement in writing.


	Autumn 2
	
Sign off Objective 1 or continue with it
Set Objective 2 with Success Criteria
Or continue with Objective 1 with Success Criteria
Review progress related to Teacher Objective 3
Appraiser: Appraisee Review Meeting


	Spring 1
	
Review progress against Objectives
Appraiser: Appraisee Review Meeting


	Spring 2
	
Sign off Objective 2 or continue with it
Review progress related to Teacher Objective 3
Appraiser: Appraisee Review Meeting


	Summer 1
	
If appropriate, review progress towards Objectives 1 and 2
Review progress related to Teacher Objective 3
Appraiser: Appraisee Review Meeting


	Summer 2
	
Completion of the process
Appraiser: Appraisee Review Meeting

Also serves as a forum to discuss workload, well-being, flexible working options, and career aspirations before the conclusion of the process.


	Autumn 1
	Annual Appraisal Report is submitted to the principal
By the end of September at the latest




Appendix 2: Teacher Appraisal Planning Meeting – Autumn 1
A record of the meeting should be shared with the principal
	Name:



	Appraiser:

	Date:


	Subject:



	Teacher Objective 1:




	
Success Criteria: What will this look like on a consistent basis?









	Teacher Objective 3:




	Link to the School Improvement Plan:


	
Success Criteria: How will this impact on student learning & progress?



Resources required to secure (or move towards) Teacher Objective 3







[bookmark: _Int_u81DIUva][bookmark: _Int_Ki6uBXme]Signed:			  (Appraiser)				                  (Appraisee)


Appendix 3: Teacher Appraisal Review Meeting –Spring 1
A record of the meeting should be shared with the principal

	Name:



	Appraiser:

	Date:


	Subject:



	Teacher Objective 1: A summary of actions






	
Evidence:









	Teacher Objective 3: A summary of actions






	
Evidence:








[bookmark: _Int_qc7OuDLL]Signed:			 (Appraiser)				           (Appraisee)


Teacher Appraisal Review Meeting – Spring 1- (Continued)
A record of the meeting should be shared with the principal

	Relevant Action Points from the meeting (including any required support):









	Next steps (please underline as appropriate)


· Continue with Teacher Objective 1

· Start Teacher Objective 2





Only complete this section if it has been agreed that Teacher Objective 1 has been secured i.e. it has been consistently demonstrated

	Teacher Objective 2:




	
Success Criteria: What will this look like on a consistent basis?









Signed:			(Appraiser)				             (Appraisee)



Teacher Appraisal Review Meeting – Summer 1
A record of the meeting should be shared with the principal
	Name:



	Appraiser:

	Date:


	Subject:



	Teacher Objective 1 or 2 (underline as appropriate): A summary of actions






	
Evidence:








	Teacher Objective 3:  A summary of actions






	
Evidence:














Teacher Appraisal Review Meeting (cont.) – Summer 1
A record of the meeting should be shared with the principal

	Relevant Action Points from the meeting (including any required support):









	
Next steps into summer 2:





















[bookmark: _Int_olxQhcvj]Signed:		(Appraiser)				           (Appraisee)






Appendix 4 - Appendix Annual Appraisal Report

	Name:



	Appraiser:

	Date:


	Subject:



Assessment against Teacher Objectives

	Teacher Objective 1:




	Please underline as appropriate:

     Fully Achieved                                      Partly Achieved                             Not Achieved


	Comments:









	Teacher Objective 2 (if appropriate):




	Please underline as appropriate:

     Fully Achieved                                      Partly Achieved                             Not Achieved


	Comments:








Appendix 4 - Appendix Annual Appraisal Report (cont.)
	Teacher Objective 3:




	Please underline as appropriate:

     Fully Achieved                                      Partly Achieved                             Not Achieved


	Comments:






In terms of these objectives, how has the appraiser performed against the applicable Teachers' Standards?
	Teachers’ Standards
	Comment

	TS1
	

	TS2
	

	TS3
	

	TS4
	

	TS5
	

	TS6
	

	TS7
	

	TS8
	




[bookmark: _GoBack]Signed:			(Appraiser)				                  (Appraisee)
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