
 
 

Interim Modification of Performance Management Policy 
 
Summary  
 
The Trust’s current performance management policy is due for review in October 2021.   During the 
current school year, the three academies will trial a new approach. This will shift the focus of annual 
reviews away from accountability for individual objectives to an approach focused on common 
objectives and professional development.  If the trials are successful they will inform a revised policy for 
performance management throughout the Trust. It should therefore be regarded as an interim 
modification of the Trust’s Performance Management Policy which preserves a number of its key 
elements.  On this basis and on the recommendation of the Personnel Committee, trustees have 
approved the arrangements described in this document.  
 
Rationale  
 
2.   The previous performance management policy uses the performance of individual annual objectives set 
by line managers as the basis for awarding annual increments on pay scales. This process has come to be 
regarded as a form of performance-related pay.  It is however out of line with leading practice in the 
corporate sector and risks operating as a disincentive because it rests on the false assumption that the 
process of individual objective-setting and the financial reward which it unlocks constitute the most 
effective way of motivating better performance. The Senior Leadership Team (SLT), supported by some 
recent educational research findings believe that annual reviews should instead focus on 
 
•  setting and assessing progress towards common or team objectives and on 
•  identifying the scope for professional development and creating opportunities for pursuing it.   
 
They believe that this will  
 
• encourage staff to drive their own learning and be more involved in action research 
• promote collaboration  
• aid staff recruitment and retention by showing that all colleagues have the capacity to develop. 
 
3.  It is important to avoid confusing the principles of performance-related pay with the purpose of 
incremental pay scales.  Incremental pay scales assume that employees will normally get better at their job 
as they gain more experience unless and only unless, they fail to recognise and remedy persistent 
shortcomings. It is essentially management by exception.  Performance-related pay is better defined as a 
means of rewarding exceptional performance, regardless of length of service. Treating these two 
approaches as if they were identical risks unintended consequences:  not least the misapprehension that 
the annual increment rewards individuals for having reached the limit of their professional development 
during the year in question.   
 
4.   Consultation with both teaching and support staff appears to confirm other findings that in 
organisations such as schools, where pupil outcomes are typically influenced by more than one individual, 
financial inducements rarely provide sufficient motivation to be the main driver for improving the 
effectiveness of the institution. This strengthens the SLT’s view that it would be wiser to focus annual 
reviews on common or team objectives, on enabling every member of staff to consider their contribution 
to these objectives and on how they can enhance their contribution in the year ahead. The approach 
being tried out will require a systematic review of gaps in skills and an agreed programme of professional 
development linked as far as possible to the Trust’s key strategic objectives. 
  



General Observations  
 
5.  This is a strategic change which will need to be monitored and assessed before it is made permanent.  
The Executive Principal envisages that it will need to be supported by training opportunities for all line 
managers and by providing more time for a greater number of professional conversations and quality 
assurance. There will need to be further reflection on the criteria and methods for judging whether the new 
arrangements should continue and/or what changes might be required to provide assurance that they are 
likely to secure better teaching and better learning.  An example of such quality assurance might be to 
examine random samples of whole school or team objectives to ensure that they are aligned with the 
School’s Trust Improvement Plan (TIP) and the Academy Improvement Plan (AIP), while fairly allowing some 
leeway for exceptional members of staff to pursue special interests and thereby give them an incentive to 
remain at the Trust.  While such methods are being developed during the current school year, the Trust will 
be guided by the Trust Staff Survey in January and by informed judgements of senior leaders on how far 
pupil behaviour and wellbeing, parental satisfaction and academic performance can be positively linked to 
the new focus on team objectives and professional development. Other methods of assessment might need 
to be developed in the light of experience.  
 
6.   It is important to stress that the introduction of a developmental approach will not mean abandoning 
entirely the concept of performance management or the link between pay progression and professional 
standards.  Many of the principles and practices set out in the earlier policy document will remain in force 
- not least because the claim that  
“ .. standards rise when schools and individuals are clear about what they want pupils and students to 
achieve.“ 
still carries conviction. Annual increments for staff who have not yet reached the top of their pay scale 
will continue to be awarded only if there are no concerns that the individual concerned has fallen short 
of expectations or made little contribution to agreed objectives.  Every such member of staff is expected 
to maintain or improve their contribution to the Trust in line with their experience and - for teachers - the 
nationally set standards which describe the skills and behaviour necessary for discharging the Trust’s 
responsibility to pupils and for ensuring value for money in the use of public funds. Those wishing to move 
to the Upper Pay Scale (UPS) will continue to submit applications which demonstrate they meet the 
relevant criteria, including evidence that their own teaching has outstanding elements and that they 
have contributed to whole school development and the professional development of their colleagues on 
the Main Pay Scale.  
 
Key features 
 
7.  These will be as follows: 
I. The number of annual objectives will be reduced. Leaders, including teachers on the Upper Pay Scale 

(UPS), will have 3. All other staff will have 2.    
II. All staff will agree either a whole school or a team objective, as well as an objective for professional 

development.  
III. Leaders (including UPS teachers) will have a third objective relating to their leadership role 
IV. With one exception (see V below) all categories of staff, including those on the leadership spine, will 

move up the pay scale unless there is evidence to suggest otherwise (see managing underperformance 
below) 

V. Those wishing to move from MP6 to UPS1 will still have to demonstrate they meet the threshold 
criteria including evidence of a whole school perspective. 

VI. Newly Qualified Teachers (NQTs) will be assessed by the normal process and agreed standards 
VII. There will be a support programme in place for those who are not meeting the required standards and 

as part of that process the HR Director will meet each Headteacher once every term to establish 
whether there are concerns with any individuals’ performance and what action is being taken to enable 
these colleagues to improve. 

VIII. Agreed objectives and evidence will continue to be recorded on BlueSky as usual (while a number of 
individuals will have objectives in common, their performance criteria, actions, organisational 
commitments and evidence will in most cases be different). 



IX. Each school will have the freedom to organise whole school and team objectives as they see fit, though 
these are likely to be aligned with existing objectives including the TIP, the AIP or departmental /year 
objectives. 

X. In order to provide more time for reflection and coaching/monitoring sessions there will be no formal 
mid-year reviews.  Evidence placed on BlueSky will be reviewed throughout the year. 

XI. The timetable for the 2020-2021 school year will be November - July. In 2021-2022 it is likely to be from 
September-July. 

XII.  An INSET day will be devoted to issues relevant to staff development, such as coaching /line 
management and action research.  

XIII.  The January Trust Staff Survey will be used as part of the process of reviewing the success of the new 
arrangements. Other methods of assessment will also need to be developed. 

XIV.  Support staff are as valued as teaching staff and their professional development and contribution to 
common goals will be reflected in the implementation of the new arrangements. This will be 
challenging because there are no national standards and working hours will make it harder to attend 
meetings and training after school.   

 
Managing underperformance 
 
8.  The current arrangements for identifying and responding to underperformance will remain in place 
(except that one of the individual objectives will be replaced by common or team objectives). These 
arrangements could potentially become more rigorous with the introduction of termly meetings between 
Headteachers and the HR Director.  Staff will be line managed as usual and progress against objectives will 
be measured by line managers and through reflective conversations. Any concerns will be noted with the 
individual throughout the year so that there is clear evidence and agreed corrective action. Headteachers’ 
meetings with those they line manage will invariably include discussions about underperformance and the 
Executive Principal and Headteachers are confident that they are aware of colleagues who are causing 
concern and routinely discuss ways of ameliorating those concerns.  The Executive Principal is able to bring 
to these discussions his previous experience as the Headteacher at The Langley Academy. He will now be 
giving thought to alternative ways of picking up concerns where restrictions arising from the COVID -19 
pandemic prevent him from moving around the three schools as frequently as before. 
 
9. All new members of staff have a 6 months probationary period which can be extended by a further six 
months if required. Each has a three-monthly review meeting which highlights successes, areas for 
development and appropriate training opportunities.  Where areas for development become concerns the 
probationary period is likely to be extended and the HR Director informed.   
Newly qualified teachers (NQTs) are subject to the national teacher standards and those employed by the 
Trust are monitored and supported by the Initial Teacher Training Coordinator who observes their practice 
in the classroom.   NQTs can have, and have had, their period of assessment extended. 
 
10. The final element in the process for managing teachers and others whose performance gives cause for 
concern lies with Trust’s Pay Committee, since they are responsible for scrutinising annual reports from the 
executive and recommendations as to the number of those who should not receive an increment because 
they fell short of the required standards. (There will of course be others who will not receive an increment 
because they are at the top of their scale; have been appointed part way through the year or who have 
served less than 2 years on the threshold at UPS 1,2 or 3). It is relevant to note that a majority of teachers 
have moved up the scale but only when the school they work in has met key performance indicators 
demonstrating improvements in outcomes for pupils and students. 
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