
 

   
  

Professional Development & Appraisal Policy 

 

 

Aim of the Trust 

 

One community.  Many ideas.  Everyone’s future. 

 

We aim to provide an exceptional education for every child in the Trust through an ethos of collaboration and 
high aspirations and through the principles of quality learning using curiosity, exploration and discovery. 

  

This policy is linked with: 

• Capability Policy   

• Equality, Diversity & Inclusion Policy 

• Grievance Policy 

• Pay Policy   

  

 

Principles 

 

• Curiosity, exploration and discovery underpin our whole Trust approach.  The importance of this 

approach to learning and development is as applicable to every member of staff, as it is to every student / 

child in the Trust. 

• We are committed to achieving the highest standards and will work with individuals to ensure they are 

achieving their very best. 

• Through high aspirations for themselves and an ethos of collaboration, all staff are encouraged to share a 

commitment to high performance in order to provide an exceptional education for every child in the 

Trust. 

• Continuous improvement is achieved through the identification of key Trust, Academy and 

faculty/subject/year group priorities that are recorded in the relevant plans, enabling every member of 

staff to consider their own contribution to these objectives and how they can enhance their contribution 

in the year ahead. This enables 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. 

• Individuals and teams are encouraged to plan and own their own professional development, with support 

and guidance from their line manager, Headteacher and the Executive Principal.  

• Opportunities for high quality induction, training, development and progression will be made available to 

all employees, who will be supported and encouraged to develop their full potential. 

• The Trust is aiming to create one inclusive community in which everyone can thrive and create their best 

future. 
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Purposes 

  

The overriding aims of the Trust are to provide the best possible educational experience and the best possible 

outcomes for children/students. To achieve this, the Trust encourages all staff to continue to improve their own 
practice and to develop the skills necessary to keep pace with a changing educational environment.  All staff are 

encouraged to consider how they might improve delivery within their own immediate remit, in the work of their 

academy, the Trust or the broader community - whether independently or in collaboration with others.   They will 
be supported in this and helped to progress in their career through regular discussions about their performance 

and the provision of personalised and high quality training and development activities. In short, the Trust views 
regular appraisal of performance and continuous professional development as critical to achieving its central 

purpose.   

 

 

Scope 

 

This policy is intended to underpin our objective setting, appraisal and continuous professional development 

(CPD) process to ensure that all staff experience fairness and that there is consistency of approach.  It applies to 

all staff directly employed by the Trust.  Different procedures apply to staff on supply or short-term agency 

contracts, those training to be teachers and those who are the subject of capability procedures.   

 

  

Guidelines 

 

1. Implementation  

 

We will implement our professional development arrangements as follows:   

• The arrangements will be based on the principles of equality and inclusion.  

• We all need to be aware of the potential for discrimination and to avoid assumptions about individuals 

based on stereotypes to ensure that our arrangements are fair.   

• All staff should be encouraged and supported to achieve their full potential through agreeing objectives, 
engaging in personal development and having an opportunity to review their performance on a regular 

basis.   

• Each year, all staff will identify one objective which relates to either a whole Trust, academy or team 

objective and another objective which focuses on individual development.  Leaders (including UPS 

teachers) also identify a third objective relating to their leadership role.   

• Objectives should focus on priorities and areas where specific action is required.   

• Formal objective setting, CPD and reviews are recorded on the BlueSky platform.   

 

 

2. Using Curiosity, Exploration and Discovery to Underpin Professional Development   

 

• All staff are encouraged to understand the relevant Trust, academy, faculty/subject/year and team 

priorities and plans and to explore with their line manager how they might contribute to their 

achievement.  They are also invited to use curiosity, exploration and discovery to consider their own 
personal professional goals and what learning and development might support these. 

• Similarly, line managers are encouraged to use curiosity and exploration to get to know the individuals 
that they supervise and to discover their particular strengths, interests and career aspirations.   
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• Through using curiosity, exploration and discovery in all aspects of our approach to professional 

development, everyone in the Trust should be supported to set and achieve stretching objectives that 
meet both the needs of the Trust / academy / team and the individual.  

 

 

3. Appointment of Appraisal Managers 

  

The Executive Principal is the reviewer for those staff that they directly line manage and has delegated the role of 

reviewer, in its entirety, to the relevant line managers for all other staff. Where a staff member has more than 
one manager, the Headteacher/Executive Principal will determine which manager will be best placed to lead on 

managing and reviewing the staff member’s performance.   

 

 

4. Appraisal Cycle 

 

The Trust has an annual appraisal cycle which begins in September and ends in August.   

 

September  

• Professional objectives for the year ahead are discussed and agreed with the line manager (or other 

appropriate nominated reviewer). 

• All staff record their objectives on BlueSky by end of September. 

 

October 

• Objectives should be finalised and approved by the reviewer by the Friday before theOctober half-term 

starts at the latest. 

• The Headteacher/Executive Principal collate and review the appraisal outcomes for all staff within their 

management remit for the previous annual cycle.  Recommendations prepared for scrutiny by the Pay 

Committee.   

    

November  

• Pay Committee meet to consider recommendations from the Headteachers/Executive Principal.  

• Letters sent to staff confirming the outcome of the Pay Committee review by end of November.  

  

July / August 

• Staff member ensures all relevant activities and continuous professional development has been uploaded 

to BlueSky to reflect their development during the year and to evidence achievement of their agreed 

professional objectives.   

• Meeting between staff member and reviewer to review performance and personal development for that 

year and to note any implications / actions for the coming year.  

• Generally almost all staff will complete the review in July but some full-time support staff may choose to 

do this during August. 
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5. Practical Guidance for All Staff on the Key Stages of the Appraisal Cycle 
 
Objective Setting (September-October) 
 How many objectives? 

• All staff identify 2 objectives at the beginning of the annual performance cycle in September. One 

objective will relate to either a whole Trust, academy or team objective and the other is an objective for 

professional development.  

• In addition to the above, leaders (including UPS teachers) identify a third objective relating to their 

leadership role. 

 

How are appropriate objectives identified? 

• Each academy will determine whole school and team objectives as they see fit, though these are likely to 

be aligned with existing objectives including the Trust Improvement Plan (TIP), Academy Improvement 
Plan (AIP), Faculty Improvement Plan (FIP) or other departmental / year objectives.  The staff member 

and their reviewer should ensure they are familiar with these before setting individual objectives. 

• The individual and their reviewer should also consider whether there are any professional standards 

relevant to the individual’s role.  If so, they should ensure they are familiar with the standards which form 

the context to the staff member’s current career stage and those appropriate to their next career stage 
and identify whether there are any areas for development that should form the basis of a personal 

professional objective.   

• Objectives should focus on priorities for development and improvement, where specific action is 

required.  

• The objectives set should be Specific, Measurable, Achievable, Relevant and Time-bound (SMART) and 

appropriate to the staff member’s role, level of experience and personal circumstances (for example, this 

might involve including an adjustment to allow for a known absence relating to maternity leave or 

providing a disabled person with additional practical support). They should enable the staff member to 

achieve a satisfactory work/life balance. 

• They should cover a statement of the overall objective, the criteria for assessing its successful 
achievement, evidence that will be taken into account in assessing the successful achievement of these 

objectives at the end of year and the support that will be provided by the Trust to help the member of 
staff to meet the objective.  While a number of individuals will have objectives in common, their 

performance criteria, actions, evidence and support requirement will in many cases be different. 

• Where the member of staff works for more than one line manager or other relevant third parties, the 
reviewer should consult the other relevant individuals in advance of setting objectives.  

• Objectives can be agreed which may take longer than one academic year to achieve, in which case the 
realistic progress that can be expected within the first year should be identified and recorded.   

• The individual and the line manager (or other agreed reviewer) will mutually agree the objectives.  If an 

agreement cannot be reached, the Headteacher/Executive Principal will make a final determination.   

• The senior leaders, Headteachers and Executive Principal quality assure the appropriateness and quality 

of the objectives and may occasionally suggest adjustments or an alternative.      

• The senior leader in charge of CPD collates training needs identified from objectives and uses this 

information for planning eg for INSET.  

 

Setting objectives outside the annual September cycle 

• There is an opportunity to review whether an objective is realistic during the performance year.  It may be 

that the objective has been met at this point and that it is helpful to set an additional objective.  It may 
also be that circumstances have changed and the objective needs to be revised accordingly.  

• Where a new member of staff starts their employment part-way through an annual performance cycle, 

objectives appropriate for the length of the cycle remaining should be agreed.   



  5  

• When staff return from a period of extended absence (e.g. maternity leave), objectives may be adjusted 

accordingly. 

• Where an individual transfers to a new post part-way through a performance cycle the 

Headteacher/Executive Principal (or in the case of the Executive Principal, The Trust) will determine 

whether the objectives should be changed and whether to change the reviewer.  

 

Professional development throughout the year (September-August) 
• Opportunities for reflection and coaching / mentoring sessions with line managers should be provided 

throughout the year.  A template that can be used to record key points from these line management 

discussions in provided in appendix 1.   

• Objectives should be periodically reviewed to ensure that they remain SMART and that any agreed 
support needs are being met. Evidence of progress towards objectives should be uploaded to BlueSky 

throughout the year to support these discussions. 

• Any concerns will be noted with the individual throughout the year so that there is clear evidence and 

agreed corrective action. 

• The member of staff and their reviewer should ensure that any planned Trust support required 
throughout the year should be identified and appropriate action agreed. 

• The reviewer should determine how to support the professional development of the individual through 

direct observation of their work eg through ‘in-the-moment’ feedback on observed practice, learning 
walks, observations, use of IRIS etc.  

• There are no formal mid-year reviews but individuals / line managers should ensure that sufficient time is 

regularly allocated to performance and CPD discussions. 

• In the event that a member of staff does not consider they are being given sufficient opportunity to 

regularly discuss their performance and professional development, they should raise this with their line 

manager in the first instance.  Should this be unsuccessful in resolving the issue, they may raise this with 

the Headteacher/Executive Principal.  

• Where it becomes apparent that the reviewer will be absent for the majority of the performance cycle or 
is unsuitable for professional reasons, the Headteacher/Executive Principal may perform the duties 

themselves or delegate this to another appropriate member of staff.  

 

Appraisal for All Staff (July-August) 
• A full appraisal of progress against the agreed objectives will be undertaken for all staff before the end of 

each performance year cycle (31 August) and recorded on BlueSky. 

• All evidence should be uploaded by the reviewee in advance of the appraisal meeting with the reviewer. 

• The reviewer should ensure feedback has been gathered from all relevant third parties in advance of an 

appraisal meeting. 

• The reviewer should prepare their feedback in advance of the review meeting together with any 
supporting examples, evidence and input from any other relevant third parties. 

• Ensure an appropriate time and venue are identified for an appraisal meeting. 

• The final summary should be recorded on BlueSky. 

 

Pay Recommendations 

The Headteacher/Executive Principal collate and review the appraisal outcomes for all staff within their 

management remit for the previous annual cycle.  The underlying expectation is that every member of staff will 

have maintained or improved their contribution to the Trust through the year.   On this basis, an annual 

increment will be recommended to the Pay Committee for all staff who have not yet reached the top of their pay 

scale, other than for the exceptions below:   
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1) If a member of staff has received a formal warning for unprofessional conduct or performance in the 
appraisal cycle, irrespective of performance in other areas, this will preclude movement up the pay scale 
for that cycle. There will be a support programme in place for those who are not meeting the required 
standards under the Trust’s Capability Policy;   

2) Those teachers wishing to move from MP6 to UPS1 will have to specifically demonstrate that they meet 
the threshold criteria, including evidence of a whole school perspective; 

3) Those teachers who have served less than 2 years on the threshold at UPS1, 2 or 3; 
4) Those who have been appointed new to the Trust or promoted on or after 1 March in the previous 

appraisal cycle. 
 

The Trust’s Pay Committee is responsible for scrutinising annual reports from the executive and 

recommendations as to the number of those staff who should not receive an increment because they fell short of 

the required standards. 

 
 

6 Specific Guidance for Support Staff  
  

Support staff and their line managers will refer to the individual’s job description and any relevant professional 
standards specifically applicable to their role to identify the underpinning expectations that apply.  These 
standards might for example include the LSA standards, HLTA standards, Early Years Framework, Accounting and 
Auditing Standards (including UKGAAP & SORP) as well as Ethical Standards issued by relevant CCAB bodies, 
Chartered Institute of Personnel & Development (CIPD) profession map etc.  Any areas identified for development 
from the relevant standard may then form the basis for an appropriate professional development objective.  
Relevant standards relating to professional conduct are non-negotiable.   
 
 

7 Specific Guidance for Teaching Staff (other than the Executive Principal and Headteachers) 

  

In addition to the 2 specific agreed annual objectives, all teaching staff are expected to consistently maintain the 
minimum requirements for teachers’ performance and conduct, as set out in the current national Teachers’ 
Standards.  The Teachers’ Standards should be used in conjunction with the Trust’s Career Stage Expectations for 
Teachers, which are based on an agreed framework developed by all the members of the Slough Association of 
Secondary Headteachers (see appendix 3 for TLA Career Stage Expectations and appendix 4 for TLAP/TLHP Career 
Stage Expectations).  Any areas identified for development from the Teachers Standards (see appendix 5 for an 
audit tool to support this process) may then form the basis for an appropriate professional development 
objective.  Relevant standards relating to professional conduct are non-negotiable.   
 

Early Career Teachers (ECTs) will be assessed by the normal process and agreed national standards.  The Trust’s 
Initial Teacher Training Coordinator will observe their practice in the classroom and provide support accordingly. 

ECTs can have their period of assessment extended. 

 

Threshold (guidance for teachers progressing to UPS) 

Each academy will provide support to all staff who are progressing through the Upper Pay Scale (UPS) to ensure 

that there is clarity as to what needs to be achieved to pass the Threshold. The standards expected are those that, 

if they are achieved, will contribute to improving the progress of students/children and be linked to the relevant 

Academy, Faculty, Key Stage, Year or Pastoral Improvement Plans or the continuous professional development 

objective.  

 

The arrangements for threshold mean that we assess staff against the National Standards at the main scale and 

upper pay scales together with the Trust’s Career Stage Expectations for Teachers (appendix 3 for TLA & 

https://www.gov.uk/government/publications/teachers-standards
https://www.gov.uk/government/publications/teachers-standards
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appendix 4 for TLAP & TLHP).  The standards are set out to broaden and deepen the professional attributes, 

knowledge, understanding and skills of teachers and are therefore seen as harder standards to achieve. Threshold 
Teachers should be able to act as role models for teaching and learning, make a distinctive contribution to raising 

standards across the academy or Trust, continue to develop their expertise post threshold and provide regular 

coaching and mentoring to less experienced teachers. The statutory basis for assessment against the post-
threshold standards is contained in the School Teachers’ Pay and Conditions Document (STPCD).  

  

In our view this means that teachers need to demonstrate that:  

• They have played a proactive role in leading the professional development of other colleagues   

• They can demonstrate whole school improvement to improve provision and outcomes  

• Their teaching now needs to have elements of outstanding  

• They can show that student/children’s outcomes are in line with the academy / Trust’s expectations and 

either many, a significant number or almost all students/children exceed them depending on the scale 
UPS1-3.   

  

Any teacher eligible to be considered for the Upper Pay Scale must write a letter of interest or email to the 

Headteacher by the end of September in any appraisal cycle  

• Where a teacher is eligible for and successful at threshold assessment, they will be placed on point one of 

the upper pay scale and the pay will be backdated to 1st September. 

• Progression/remaining on the upper pay scale is not automatic.  

• The ‘Professional Conduct’ expectation is non-negotiable.  

 

 

8 Specific Guidance for Headteachers & Heads of Directorates  

• The Executive Principal and one Trustee nominated on behalf of the Trust will review the Headteachers, 

Finance Director & HR Director performance.  

• 3 objectives will be agreed each annual performance cycle. 

• In addition to the 3 specific agreed annual objectives, Headteachers are expected to consistently maintain 

the performance and conduct expected of a Headteacher, as set out in the current national 

Headteachers’ Standards.  Any areas identified for development from the Headteachers’ Standards may 

then form the basis for a professional development objective.   

• Input will be sought from the LGB Chair to inform both the review of performance and the setting of 

objectives. 

 

 

9 Specific Guidance for Executive Principal  

 

• The Trust will nominate 2 Trustees (normally the Chair and the Chair of the Personnel Committee) who 

will review the Executive Principal’s performance on behalf of the Trust.  

• 3 objectives will be agreed each annual performance cycle.  

• In addition to the 3 specific agreed annual objectives, the Executive Principal is expected to consistently 
maintain the performance and conduct expected of Headteachers, as set out in the current national 

Headteachers’ standards. Any areas identified for development from the Headteachers’ Standards may 

then form the basis for a professional development objective.    

• Where the Executive Principal is of the opinion that any of the Trustees/Governors  appointed by the 

Trust is unsuitable for professional reasons, they may submit a written request to the Chair of the Trust 
for that Trustee/Governor to be replaced, stating reasons. 

 

https://www.gov.uk/government/publications/school-teachers-pay-and-conditions
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10 Specific Guidance for New Staff on Probation 

   

New staff are subject to a probationary period of six months.  During this time their performance will be assessed 

by their line manager in terms of general performance against the requirements of the job description and any 

relevant professional standards.   

   

Staff who are on probation will have at least one review meeting after three months to assess their progress and 

then a final review meeting after six months.  At the final meeting, a decision will be made by the line manager 

from the following three options:   

• Pass the probation;  

• Extend the probation - where there are concerns over performance but improvement is considered likely, 

the probationary period may be extended;  

• Fail the probation - the staff member leaves the Trust with one week’s notice.  Where the Trust considers 

a staff member’s performance, conduct or attendance has been less than satisfactory, or has doubts 
about an individual’s suitability for the role, the Trust may also choose to terminate the contract with 

notice at any time during the probationary period.   

 

 

11 Trust Support for Staff Training & Development 

 

Our overriding principle is to support our staff in their professional development, to afford them the best possible 

opportunities to develop their skills and subject knowledge so that students and children can receive the best 

possible education.  Each academy with have a CPD leader who will have responsibility for the leadership and 

management of CPD and reviewing the overall CPD needs of the staff. The Trust arrangements for CPD need to 
balance the judicious use of resources with the range of aspirations and interests of individuals. CPD opportunities 

are therefore most likely to be supported when they:  

 

• meet identified individual, team, academy, Trust or national development priorities;  

• are planned for and scheduled on BlueSky to ensure suitability and communication with line 

managers; 

• are based on good practice – in development activity and in teaching and learning; 

• help raise standards of students/children achievements; 
• respect diversity and support the Trust’s commitment to be free from unlawful or unfair 

discrimination of any kind; 

• are provided by those with the necessary experience, expertise and skills; 
• are based, where appropriate, on relevant standards; 

• make effective use of resources; 

• provide value for money; 

• have effective monitoring and evaluation systems, including seeking out and acting on user feedback 

to inform the quality of provision. 
 

Where a development activity is approved by the Trust (taking into account the criteria above) and there is a cost 

associated with that activity, that cost will normally be fully met by the Trust unless the cost per individual is over 
£1000 (in which the guidance in section 13 would apply). Any funding decisions will also need to take account of 

the Trust’s financial position and what is affordable in any particular year.   
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12 CPD Activities 

 

The Trust will use a range of providers/types of provision and endeavour to source the provision of CPD according 

to best value. The Trust will also support a wide portfolio of CPD approaches in an effort to match preferred 

learning styles of staff and to maximise the impact on professional development. These CPD approaches may 
include: 

• in-school / Trust training using the expertise available and collaborative activity (e.g. work with a 

learning team, collaborative enquiry and problem-solving, modelling collaborative teaching, planning 
and assessment, classroom observation, existing expertise, peer evaluation; 

• coaching and mentoring and engaging in a learning conversation;  

• practical experience (e.g. opportunities to present a paper, contribute to a training programme, co-

ordinating or supporting a learning forum or network, involvement in local and national networks, 

involvement with a subject or specialist association);  

• job enrichment/enlargement (e.g. a higher level of responsibility, shadowing, leading meetings).  

• producing documentation or resources such as curriculum development, teaching materials, 

assessment package, ICT or video programme;  

• accessing an external consultant/adviser or relevant expert; 

• master classes, model and demonstration lessons; 

• collecting and collating feedback, data and outcomes;  

• visits to observe or participate in good and successful practice;  

• attendance at a course or conference; 

• postgraduate professional development and other qualifications from higher educational institutions 

and other forms of professional recognition and qualifications such as NVQs, NCSL programmes;  

• research opportunities (e.g. using TED talks, Open University courses, online resources); 

• distance learning e.g. relevant resources such as educational journals and publications, training 

videos, reflection; 

• partnerships (e.g. with a colleague, group, subject, phase, activity or academy or Trust based team 

and activities such as joint planning, observation or standardisation, involvement in an external 

network).  

 

Following professional development activity, the impact of such development should be added to the 

participant’s BlueSky record. The participant will discuss with their line manager / CPD Leader any opportunities 
to disseminate learning to other staff as appropriate.  

 

CPD activity across the Trust is reported to Trustees via the Personnel Committee. 

  

 

13 Higher Level Courses Where Costs are £1,000 or Over 

 

The Trust is able to support individuals wishing to undertake courses such as Masters, Doctorates, PhDs, NPQs 
where costs are £1,000 or over.  We have two funding pots for this, each school’s continuous professional 

development (CPD) budget and Annabel Nicoll’s sponsorship fund. If a member of staff wishes to be supported 

financially for a course, they would need to submit a one-page document detailing how the course will support 
their development needs, whilst being aligned to the school and Trust’s priorities (see appendix 6). 

 

Principles and process to support decision making: 

• The funding must support the individual in improving their practice. This in turn must align with the 

school’s improvement priorities and help the school and possibly the Trust in developing its provision.  

https://www.gov.uk/government/publications/national-professional-qualifications-frameworks-from-september-2021
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• The funding is to support a member of staff who wishes to support their development in a particular, 

professionally relevant, area, this is not driven by the school but by the individual. (*see note on 

exceptions below)  

• The member of staff must apply for the financial support using the relevant form (appendix 6).  

• The Trust will pay up to 50% of an annual cost of a course, up to a maximum of £1500 per year, up to a 

total maximum £4,500 per course. 

• Clawback rules will apply (see terms outlined in the template letter, appendix 7). 

• Depending on the level of the course/qualification, there may be an expectation that the learning/impact 

from the course is shared annually with the Headteacher, and may also be shared with LGB and / or 

Trustees. This can be through a one-page written report or a brief presentation at an appropriate 

meeting.  

 

Exceptions: 

• *It may be the case that the Trust or a school particularly wants an individual to develop their skills in a 

specific area in which case consideration may be given to funding the course in full.  In this scenario, there 

is likely to be an agreement that that individual will take on that area of responsibility alongside the 

training or on completion of the course. 

• The Trust wishes to provide enhanced support to those staff who wish to become qualified as a teacher 

and consideration may be given to fully funding the course, subject to consideration of the criteria set out 

in section 11 above.   

• The Trust also has the apprenticeship levy that will support a wide range of courses, including higher level 

courses eg MBA. This needs to be treated differently as it comes from a ringfenced fund subject to 

specific government rules. The HR Director manages the apprenticeship levy fund and will partner with 

academies to ensure equality of opportunity across the Trust. 

 

 

14 Monitoring and Evaluation  

  

The Executive Principal, along with the Headteachers will provide the Trustees with a written report on the 

operation of the Trust’s  professional development policy annually. The report will not contain any 

information which would enable any individual to be identified (other than for the Executive Principal, the 

Headteachers, HR Director and Finance Director for whom Trustees retain specific oversight for performance 

and pay).  

 

 

15 Appeals  

  

Should a member of staff have a concern about the application of the professional development policy or the 

management of their performance, they should follow the guidance outlined in the Trust’s Grievance Policy.  

Any appeals about a pay decision linked to performance are dealt with separately under the appeals process 

outlined in the Pay Policy.   

   

 

Review Date:  June 2021  

Ratified Date:  August 2021 

Author: Sarah Casemore  

Review Date: June 2024 
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Appendix 1 
 
 

Line Management Meeting 
 

Date:   
 
 

Attendees:   
 

Summary of current objectives: 
 

 
 
 
 
 

Discussion points: 
  

 
 

 
 
 
 
 
 

 
 

Agreed actions  
Individual to: 

 
 
 
 
 
 
 
 
 
 
Line manager to:  
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Appendix 2 

 

Classroom Observation Protocol 
  
The Trust is committed to ensuring that classroom observation is developmental and supportive and that those 

involved in the process will:  

• carry out the role with professionalism, integrity and courtesy  

• evaluate objectively  

• report accurately and fairly  

• respect the confidentiality of the information gained  

  

The total period for planned classroom observation arranged for any teacher will not normally exceed three hours 
per annual cycle having regard to the individual circumstances of the teacher. There is no requirement to use all 
of the three hours, the amount of observation for each teacher will be proportionate to need. In this Trust 
proportionate to need will be determined by the Headteacher. Classroom observations may be conducted face to 
face or remotely, through the use of appropriate systems such as IRIS. 

   

Where evidence emerges about an individual’s teaching performance which gives rise to concern, additional 

classroom observations may be arranged.   

  

Although classroom observation is undertaken for this specific purpose, other information gathered during the 

observation will be used, as appropriate, for a variety of purposes including to inform academy self-evaluation 

and academy strategic planning in accordance with the academy’s commitment to streamlining data collection 

and minimising bureaucracy and workload burdens on staff.   

  

In keeping with the commitment to supportive and developmental classroom observation, those being observed 

for any formal performance assessment purposes will normally be notified five working days in advance.  Formal 

classroom observations will only be undertaken by persons with QTS and who have been trained in classroom 

observation and in the provision of constructive supportive feedback.   

  

Verbal feedback will be given as soon as possible after the observation and always within 24 hours of the 

observation taking place. It will be given in a suitable, private environment.   

 

Written feedback will normally be provided within five working days of the observation taking place. If issues 

emerged from an observation that were not part of the focus of the observation as recorded in the planning and 

review statement, these should also be covered in the written feedback and the appropriate action taken.  The 

written record of feedback also includes the date on which the observation took place, the lesson observed and 

the length of the observation. The teacher has the right to append written comments on the feedback document.  

  

In addition to any planned classroom observations, there will also be drop-in visits to lessons (learning walks) as 

part of the normal operation of each academy and these will be carried out by the Leadership Team and/or 

appropriate colleagues.  

  

Finally there will be many occasions where staff observe each other’s lessons by agreement as part of their 

professional development through peer or group working.  These observations will not form part of the more 

formal classroom observation process to assess the quality of teaching and learning.   



 

                  Appendix 3 

  

The Langley Academy Career Stage Expectations 

 
The purpose of this document is to support understanding of the appraisal process, objective setting, development and progression.  

It is assumed that UPS3 absorbs UP 1 – 2 and UPS 1 – 2 absorbs all the Teachers’ Standards.  

 M1 – M3  M4 – M6  UPS1 – 2  UPS3  

Teacher support 

Teachers’ 

standards   

With support and mentoring  Independently  Starting to support others  Significant support of others 

1.1 Set high 

expectations 
which inspire, 

motivate and 

challenge pupils  

 

 

 

Understand assessment levels for 

all teaching groups, demonstrated 
in marking and teacher records.  

Evidence of a positive learning 
environment, underpinned by clear 

routines.  

Clear homework tasks set and 
followed up. (SMHW)  

Students know where they are and 

how to move forward.  

Marking is in line with faculty 

policy. Books show that students 
respond to marking.   

SIMS shows use of ABC code of 

conduct.  

LO feedback evidence that learning 

environment is strong.         

 

 

 

Consistently demonstrate 

features of M1 – M3. Plus:  

 

Active role in moderation.  

Provide support and advice 
in year team.  

Lead others through 
organising student events. 

E.g., trips,  

 

T&L tasks and resources 

created and shared with 

team – linked to AIP/FIP.  

 

Los comment on student 

engagement and 

understanding of progress. 

 

Able to teach in line with 

challenge policy.   

 

 

 

Consistently demonstrate 

features of M1 – 6 plus:  

 

Supports line management 

of the team.  

Implements and oversees 

events, e.g., targeted 
intervention, curriculum 

trips, CAS week activities.  

 

Monitor and QA homework 

tasks linked to SOW.  

Engage in peer observation 

and coaching.  

 

 

 

 

 

 

 

 

 

Consistently demonstrate 

features in all other 
categories plus: 

Minutes & observations 

show role model of high 

expectations, consistent 

practice. 

 

Initiate/lead on a number of 

staff development activities 
working with year team, 

HOF/fac. HOH, leadership.  

 

Actively contributes to the 

line management of 

individuals. 

 

Proactively contribute to 

working parties against AIP 

priorities. 
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1.2  

Promote good 
progress and 

outcomes by 

pupils  

Nearly all students working 

towards or above expectation 
against agreed flightpath.  

Teacher records shows evidence of 

effective teacher tracking and 
progress over time.  

Implement intervention strategies 
wave 1-2. 

Seek support to progress students, 

and respond to moderation. 

The majority of students 

achieve in line with school 
expectations.  

Use exam analysis tools and 

reports to plan for 
intervention with classes – 

demonstrated in lesson 
observation.  

Progress of students is 

recognised and used as a 

motivational tool.  

Take part in academic 

mentoring/AIM programme. 

Actively involved in faculty 

moderation.  

Contribute to supporting 

others to ensure that own 
and other classes achieve 

in line with expectation.  

Many students exceed 
expectations.  

Support HOF/post holder 
to evaluate data and agree 

next steps.  

Support HOF with 
accountability.  

Almost all students within 

faculty/year group achieve 
in line with expectations of 

flight path.  

Effective tracking of data & 
intervention strategies 

contributes to closing the 
gap in FAC/year team.  

Teachers on UPS3 take 

responsibility for improving 

results with HOF.  

Work with lead 

practitioners to improve 
classroom 

practice/SOW/assessment.  

 

 

 

 

1.3 

Demonstrate good 

subject and 

curriculum 

knowledge.  

Membership of specialist 

association 

Engagement in higher level study 

Support an area during Curriculum 

Week e.g. joint planning 

Keeping up to date with curriculum 

changes 

Contribute to SOW and take 

responsibility for unit of work 

Share good practice in department 
meetings 

Participate/contribute in the 

development of SOW and sharing 
of good practice 

Demonstrate good subject 

knowledge base that 
colleagues respect and trust 

Other staff, deliver, 

monitor, review 

Mentor NQT in a different 

subject area 

Recognised by colleagues 
as a very capable 

practitioner in subject area 

Demonstrates expertise 

and engages in good 

quality CPD delivery 

Inform teams of changes to 

exams and evaluate exam 
boards 

Makes excellent use of CPD 

activities/opportunities to 

improve teaching and 

learning.  

 

1.4 Most lessons showing elements of 

good teaching and learning 

Majority of lessons at least 

good 4-6 

Lessons consistently good Engage in coaching 

programme 
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Plan and teach 

well-structured 
lessons 

St voice taken in observations or 

reviews describes good learning 

Take part in peer observation 

Observations show planned 

opportunities for SMSC,  

Understanding and use of available 

data to prepare appropriately 

differentiated tasks 

Minutes show share good 

practice in departmental 
time/year team 

Support programme for 

beginning  teachers at least 
one a term, comparing 

difference  

Demonstration of 

differentiation/AFL 

Take part in delivery of staff 
training at CPD/ 

meetings/briefings 

Evidence of developing T&L 

of staff within faculty  

Observations show 

understanding and use of 

data to plan carefully 

tailored activities 

Observations show other 

adults used strategically in 

lessons. 

Respond to new initiatives, 

recognising the need for 
change 

Minutes show sharing good 

practice, 

Lead delivery of staff 

training at team meetings, 
leadership, whole academy 

TADM 

Planning is enhanced by 
engagement and dialogue 

with other colleagues 

 

Be an example of 

outstanding practice 

Refers to research to 

inform planning.  

Makes significant 

contribution to PED 

groups.  

Area line managed 

consistently good with data 
that confirms this 

Observations/minutes show 

proactive support of those 

needing support  

Whole academy 
responsibility taken for 

modelling and developing 

colleagues to improve, 

carrying out regular 

observation and effective 

feedback 

1.5 

Adapt teaching to 

respond to the 
strengths and 

needs of all pupils 

Have clear understanding of the 

differing needs of students in each 

class 

Lesson plans show task 

differentiated to meet needs of 

more than one set of students 

Teacher records show review of 

lesson plans 

Knowledge of groups e.g., DA, EAL, 

SEN,  

Records of planning meetings with 
Teaching Assistants 

Understanding of More Able policy 

clear in planning.  

Understanding and use of 

academic profiles to plan 

for differentiation seen in 
planning and teacher 

records 

Observations show 
differentiation for 

vulnerable groups of 
learners (SEN, DA) is well 

established and reviewed 

Attention is paid to the 
provision for and progress 

made by more able students  

Contribute to training on 

differentiation 

Contribute to T&L bulletin 

Lead training for staff 

Monitor marking of LM 

area, actions support 

improvements as required 

Responsibility for ensuring 
stretch & challenge across 

SOW 

TA used effectively in 
lessons across the 

department 

 

Provision for vulnerable 

groups of learners is highly 

effective and subject to 
close monitoring/review 

Ensure that area line 

manage effectively tailoring 
to needs of all shown in 

WWW on observations, 
learning visits 

Departmental reviews SOW 

T&L 

Records (mins) show 

effective management of 

TAs 



  16  

 M1 – M3  M4 – M6  UPS1 – 2  UPS3  

NQT/RQT Minutes show sharing 

differentiated tasks 

Team/pair preparation of 

resources 

Good use of teaching 
assistants noted in 

observations. 

 

 

 

Any student 

disengagement is instantly 
identified and 

interventions activated to 

ensure positive interaction 

and high levels of 

motivation. 

 

Offer support with 

intervention to colleagues 

in team. 

There is clear evidence that 

the more able students 
consistently make good 

(and often better) progress. 

1.6 

Make accurate 
and productive 

use of assessment 

Records on SIMS/ in teacher 

records 

Positive comments on marking 

audit feedback 

Marking up to date as per policy, 

evidence in books 

Observations show AFL strategies 

planned and effective 

Evidence of students responding to 

feedback in marking 

Green pen marking 

Competent with academy  

data systems 

Consistently positive 

comments in marking audits 

Observation show AFL 

strategies planned and 

effective 

Support others in 
understanding data in order 

to improve teacher and 

learning in their classroom 

Share AFL best practice 

 

 

Marking audits for area of 

line management show 

that area of strength 

Positive feedback from 

marking audit 

Role in exam board 

Lead input on AFL 

Department meets 
assessment deadlines 

Ensure moderation of 
assessment/marking 

support the creation of 

assessment plans 

Data analysis reports 

prepared and shared  

Monitor marking of LM 

area, action support and 

improvements as required 

Makes excellent use of data 

monitoring systems to 

evaluate and review levels 

of student progress and 

boost their performance 
evidence in outcomes 

Moderation create 

assessment plans 

1.7 

Manage behaviour 

effectively to 

ensure a good and 

safe learning 

environment 

Demonstrate commitment to 

academy behaviour policy, 

modelling positive and appropriate 

behaviour management strategies 

that enable students to make 

progress 

Observations and SIMS show 
behaviour policy followed 

consistently, including sanctions, 

L.O.s show that ABC code of 

conduct clearly embedded 

in lessons 

Proactive behaviour 

management in and around 

classroom/assembly/atrium 

on duty  

Supportive presence around 

the school. 

Support faculty detentions 

Proactive presence around 

the academy  

Be an example of 

outstanding practice. 

Proactive behaviour 

management in area of line 

management 

Strong presence around the 

academy  

Clear contribution to 

behaviour strategies that 
have contributed to 

supporting 

individuals/groups of 
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rewards, in and out of classroom, 

display, contact with parents 

SIMS logs show behaviour policy 

used. 

students. (Outcomes 

improved rates of progress 
for these learners). 

1.8 

Fulfil wider 

professional 

responsibilities 

Support HT group to deliver 

assembly 

SIMs records of meetings with 

parents/phone calls home 

Support enrichment/extra-

curricular provision  

Host visitors to the school in 

lessons 

Academic afternoon evidence  

Support tutor group to deliver 

assembly 

SIMs records of meetings with 
phone calls home (include …. 

Letters, postcards 

 

Take lead on area of FIP 

leads trips 

Actively contribute to PED 

groups 

Engage in coaching 

programme 

Documents show 

participation in 

collaboration with 
colleagues across the 

academy, 

Documents/minutes show 

lead in extra-curricular 

events 

Contribute to meetings 

Lead aspect of meetings 

Takes a genuine interest in 
the wider life of the 

academy engaging. 

Contribute to writing and 

reviewing FIP with HOF 

Write SEF statement 

Evidence e.g. email, letters, 
overview of participation in 

school to school work 

Take part in an academy 

school event 

Lead on residential visits 

Peer observation 

programme  

Proactive/lead on duty 

Support NQT/new staff. 

Duties 

Act as strong role model, 

illustrated in multiple ways 

in the life and practice of 

the academy  

Take lead on area of AIP  

Present on aspects of school 

to governors, directorate, 

visiting colleagues – 

presentation PP/notes 

Lead a whole academy 

event, e.g. sports days, CAS 

week - shown in 

documentation. 

Secondment. 

 

Lead working parties on AIP 

priorities. 
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Appendix 4 

 

 

TLAP & TLHP Career Stage Expectations 

 
The purpose of this document is to support understanding of the appraisal process, objective setting, development and progression.  

It is assumed that UPS3 absorbs UP 1 – 2 and UPS 1 – 2 absorbs all the Teachers’ Standards.  

 

 M1 – M3  M4 – M6  UPS1 – 2  UPS3  

Teacher support 

Teachers’ 

standards   

With support and mentoring  Independently  Starting to support others  Significant support of others 

1.1 Set high 

expectations 

which inspire, 
motivate and 

challenge pupils  

• Understand assessment levels 
for all teaching groups, 
demonstrated in marking and 
teacher records.  

• Evidence of a positive learning 
environment, underpinned by 
clear routines.  

• Contribute to homework grids 
encouraging children to 
complete tasks and provide 
opportunities to share work.   

• Pupils know where they are 
and how to move forward.  

• Feedback is in line with school 
policy. Books show that pupils 
respond to DIRT/marking.   

• Books show pupils are making 
progress. 

• Learning walks/observations 
show behaviour management 
promotes good attitudes to 
learning, encouraging children 
to give their best  

Consistently demonstrate 

features of M1 – M3. Plus:  

 

• Active role in preparing 
activities for moderation.  

• Provide support and advice 
in year team.  

• Lead others through 
organising pupil events. E.g., 
trips 

• T&L tasks and resources 
(including class & free-flow) 
created and shared with 
team – linked to AIP/KSIP.  

• Learning walks comment on 
pupil engagement and 
understanding of progress. 

• Able to demonstrate high 
ambitions for pupils of all 
abilities within most lessons 

 

 

 

Consistently demonstrate 

features of M1 – 6 plus:  

 

• Supports line 
management of the 
team.  

• Implements and 
oversees events, e.g., 
targeted intervention, 
curriculum trips. 

• Monitor and QA 
homework tasks across 
the year group. 

• Engage in peer 
observation and 
coaching.  

• High ambitions for all 
pupils evident in all 
lessons 

 

 

 

 

Consistently demonstrate 

features in all other 

categories plus: 

• Minutes & observations 
show role model of high 
expectations, consistent 
practice (including teaching 
& learning). 

• Initiate/lead on a number 
of staff development 
activities working with 
colleagues, SLT and Trust 
teams.   

• Actively contributes to the 
line management of 
individuals. 

• Proactively contribute to 
working parties against AIP 
priorities. 
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• Support during planning allows 
tasks and free-flow activities to 
further learning. 

• Learning walk feedback 
evidence that learning 
environment promotes pupil 
progress. 

 

  

 

1.2  

Promote good 

progress and 

outcomes by 

pupils  

• Nearly all pupils working 
towards or above 
expectation against agreed 
flightpath.  

• Tapestry, SIMs markbooks, 
books and teacher records 
shows evidence of effective 
teacher tracking and progress 
over time.  

• Implement intervention 
strategies to personalise 
support 

• Seek support to progress 
pupils, and respond to data 
meetings/moderation. 

• The majority of pupils 
achieve in line with school 
expectations.  

• Use data analysis and 
reports to plan for 
intervention/personalisation 
with classes – demonstrated 
in lesson observation.  

• Progress of pupils is 
recognised and used as a 
motivational tool.  

• Actively involved in 
subject/Key Stage 
moderation.  

• Contribute to 
supporting others to 
ensure that own and 
other classes achieve 
in line with 
expectation.  

• Many pupils exceed 
expectations.  

• Support Assessment 
Coordinator to 
evaluate data and 
agree next steps.  

• Support Key Stage 
Leader/SLT with area 
of accountability.  

• Almost all pupils within 
year group achieve in line 
with expectations.  

• Effective tracking of data 
& intervention strategies 
contribute to closing the 
gap (in the year group).  

• Teachers on UPS3 take 
responsibility for 
improving results with SLT. 

• Work with middle leaders  
to improve classroom 
practice/SOW/assessment.  

 

 

 

 

1.3 

Demonstrate 

good subject and 

curriculum 
knowledge.  

• Engagement in higher level 
study/academic reading 

• Contribute to SOW 

•  Support a curriculum area to 
contribute to year group 
planning 

• Keeping up to date with 
curriculum changes 

• Share good practice in staff 
meetings 

• Demonstrate good subject 
knowledge base that 
colleagues respect and trust 

• Support the development of 
curriculum skills and 
knowledge progression 

• Contribute to learning 
experiences to build 
children’s cultural capital 

• Mentor NQT in a 
different Key Stage 

• Recognised by 
colleagues as a very 
capable practitioner in 
subject area 

• Demonstrates expertise 
and engages in good 
quality CPD delivery 

• Makes use of research 
and best practice to 
inform teams of changes 
pertaining to lead area, 
across the primary phase. 

• Is an expert in an area and 
makes excellent use of 
CPD activities/ 
opportunities to improve 
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• Leads the development 
of a curriculum area, 
including developing 
skills and knowledge 
progression 

• Can evidence how 
curriculum activity 
widens children’s 
cultural capital 

teaching and learning 
across the curriculum.  

 

1.4 

Plan and teach 
well-structured 

lessons 

• Most lessons (including 
free-flow) show elements 
of good teaching and 
learning building on 
previous learning. 

• Pupil voice taken in 
observations or reviews 
describes good learning 

• Take part in peer 
observation 

• Observations show planned 
opportunities for SMSC 

• Understanding and use of 
available data to prepare 
appropriately 
differentiated tasks 

• Majority of lessons at least 
good (with some 
outstanding) 

• Lessons show that 
sequence of learning is 
clearly understood – 
learning is purposeful 

• Minutes show share good 
practice is shared 

• Demonstration of 
differentiation/AFL 

• Take part in delivery of 
staff training at CPD/ 
meetings/briefings 

• Evidence of developing T&L 
of staff within Key 
Stage/school 

• Observations show 
understanding and use of 
data to plan carefully 
tailored activities 

• Observations show other 
adults used strategically in 
lessons. 

• Lessons consistently 
good (with many 
outstanding) 

• Lessons show 
adaptations to meet 
the needs of pupils so 
that each stage of 
learning is understood: 
‘Why this, why now?’ 

• Respond to new 
initiatives, recognising 
the need for change 

• Minutes show sharing 
good practice, 

• Lead delivery of staff 
training (teachers, 
support staff, including 
lunch staff) 

• Planning is enhanced by 
engagement and 
dialogue with other 
colleagues 

• Be an example of 
outstanding practice 

• Refers to research to 
inform planning.  

• Lessons show strong 
pedagogy to demonstrate 
being an outstanding 
practitioner 

• Area of responsibility is at 
least consistently good 
with data that confirms 
this.  

• Observations/minutes 
show proactive support of 
those needing support  

• Whole school responsibility 
taken for modelling and 
developing colleagues to 
improve, carrying out 
regular observation and 
effective feedback 

• Proactive in Middle 
Leader/SLT group work 
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• Makes significant 
contribution to Middle 
Leader meetings. 

1.5 

Adapt teaching to 

respond to the 

strengths and 
needs of all 

pupils 

• Have clear understanding 
of the differing needs of 
pupils in each subject 

• Lesson plans show task 
differentiated to meet 
needs of more than one set 
of pupils 

• Teacher records show 
review of lesson plans 

• Knowledge of groups e.g., 
PP, EAL, SEN, MA, school 
defined disadvantaged 
within class 

• Records of planning 
meetings with LSAs 

• Understanding of challenge  
clear in planning.  

 

• Understanding and use of 
pupil profiles to plan for 
differentiation seen in 
planning and teacher records 

• Observations show 
differentiation for vulnerable 
groups of learners is well 
established and reviewed 

• Most teaching demonstrates 
relevant inclusive provision 
for more able/PP/SEND 
pupils leading to good 
progress  

• Sharing differentiated tasks 

• Good use of LSAs noted in 
observations. 
 
 

 

• Seamlessly and 
consistently  
demonstrates inclusive 
teaching that provides 
relevant challenge for 
all; ie meeting the needs 
of the most able & SEN 
simultaneously.   

• Contribute to training 
on differentiation 

• Lead training for staff 

• Monitor marking within 
area of responsibility, 
actions support 
improvements as 
required 

• Responsibility for 
ensuring stretch & 
challenge across each 
topic 

• LSA used effectively in 
lessons across the year 
group 

• Any dip in pupil 
disengagement is 
instantly identified and 
interventions activated 
to ensure positive 
interaction and high 
levels of motivation. 

• Offer support with 
intervention to 
colleagues in team. 

• Provision for vulnerable 
groups of learners is 
highly effective so they 
achieve exceptionally well 

• Observations show the 
impact of strategies in 
each subject area, so that 
the needs of all are met.  

• Reviews T&L of area of 
responsibility across the 
school 

• Records (minutes) show 
effective management of 
LSAs 

• There is clear evidence 
that the more able pupils 
consistently make good 
(and often better) 
progress. 

• There is clear evidence of 
gaps narrowing for 
vulnerable pupils (inc PP 
& SEN) 
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1.6 

Make accurate 
and productive 

use of 

assessment 

• Records on Tapestry, SIMs, in 
teacher records show a 
variety of assessments 

• Pupils’ work is of a good 
quality across the curriculum 

• Positive comments on 
marking audit feedback 

• Marking up to date as per 
policy, evidence in books 

• Observations show AFL 
strategies planned and 
effective 

• Evidence of pupils 
responding to feedback in 
marking 
 

 

• Competent with academy  
data and reports 

• Pupils’ work is consistently of 
a good quality in all subjects 

• Consistently positive 
comments in marking 
reviews as marking supports 
pupil progress 

• Observations show 
consistent, effective use of 
AFL strategies so pupils 
progress 

• Misconceptions swiftly 
addressed and  

• Support others in 
understanding data in order 
to improve teacher and 
learning in their classroom 

• Share AFL best practice 
 

• Continuously makes 
effective use of 
assessment (both 
formative and 
summative) to close 
gaps and accelerate 
progress 

• Pupils’ work is 
consistently of a high 
quality in all subjects 

• Marking audits for area 
of line management 
show that feedback is 
an area of strength 

• Positive feedback from 
marking audit 

• Lead input on AFL 

• Ensure moderation of 
assessment/marking 
support the creation of 
assessment plans 

• Data analysis reports 
prepared and shared  

• Monitor marking in area 
of responsibility, action 
support and 
improvements as required 

• Makes excellent use of 
data and monitoring 
systems to evaluate and 
review levels of pupil 
progress and boost their 
performance evidence in 
outcomes 

1.7 

Manage 

behaviour 

effectively to 

ensure a good 
and safe learning 

environment 

• Routines are established to 
minimise low-level behaviour 
in the classroom 

• Demonstrate commitment to 
behaviour policy, modelling 
positive and appropriate 
behaviour management 
strategies that enable pupils to 
make progress 

• Observations and behaviour 
logs show behaviour policy 
followed consistently, 
including sanctions, rewards, 
in and out of classroom. 

• Routines are established and 
classroom environment is 
calm and purposeful 

• Behaviour for learning is 
effective so that pupils self-
regulate and incidents of low 
level disruption are rare 

• Lesson observations show 
that behaviour code of 
conduct is clearly embedded 
in lessons 

• Proactive behaviour 
management in and around 
school minimises low level 
disruption   

• Behaviour management 
creates a calm, 
respectful, focussed 
learning environment 
where pupils show high 
levels of self-control 
and respect for one 
another 

• Model high 
professionalism 
showing nurture and 
respect for all (pupils 
and staff) 

• Proactive presence 
around the academy  

• Proactive behaviour 
management leads to 
pupils behaving 
exceptionally well 

• Strong presence around the 
academy  

• Clear contribution to 
behaviour strategies that 
have contributed to 
supporting 
individuals/groups of 
pupils. (Outcomes 
improved rates of progress 
for these learners). 
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•  Parent meeting notes show 
contact with parents regarding 
behaviour in line with 
behaviour policy used. 

• Incidents of low level 
disruption reduce 

• Supportive presence around 
the school. 

• Be an example of 
outstanding practice. 

1.8 

Fulfil wider 

professional 

responsibilities 

• Meeting records show contact 
with parents 

• Support enrichment/extra-
curricular provision  

• Host visitors to the school in 
lessons 

• Support SLT to deliver 
assembly 

• Contribute to the school 
newsletter 

• Attend school events 
 

• Take lead role on trips 

• Actively contribute to 
INSETs 

• Documents show 
participation in 
collaboration with 
colleagues across the 
academy. 

• Documents/minutes show 
lead in extra-curricular 
events (eg camp fire) 

• Contribute to meetings 

• Lead aspect of meetings 

• Takes a genuine interest in 
the wider life of the 
academy. 

• Contribute to writing 
and reviewing 
Improvement Plans  

• Contribute to AIP/ SEF 
summary 

• Evidence e.g. email, 
letters, overview of 
participation in school 
to school work, Trust 

• Proactive support for 
SLT to support activities 

•  Support peer 
observation 
programme  

• Support NQT/new staff. 
 

• Act as strong role model, 
illustrated in multiple ways 
in the life and practice of 
the academy  

• Take lead on area of AIP  

• Present on aspects of 
school to governors, 
leaders, visiting colleagues 
eg presentation PP/notes 

• Lead a whole academy 
event, e.g. Discovery days - 
shown in termly planners. 

• Lead working parties on AIP 
priorities. 
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Appendix 5 

 

Teachers’ Standards Audit 

  

TEACHER:                       CURRENT PAY POINT:                                                 LINE MANAGER:                                              DATE:  
 

+ Performance in line with expectations,   

- Performance may be below expectations  

Preamble  +  -    

Teachers make the education of their students their first concern, and are accountable for 

achieving the highest possible standards in work and conduct. Teachers act with honesty and 

integrity; have strong subject knowledge; keep their knowledge and skills as teachers up-to-

date and are self-critical; forge positive professional relationships; and work with parents in 

the best interests of their students  

      

  

Standard  +  -  Key Professional Development  

Priorities  

1.1 Set high expectations which inspire, motivate and challenge students  

1. Establish a safe and stimulating environment for students, rooted in mutual respect  

2. Set goals that stretch and challenge students of all backgrounds, abilities and 
dispositions  

3. Demonstrate consistently the positive attitudes, values and behaviour which are 

expected of students  
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1.2 Promote good progress and outcomes by students  

1. Be accountable for students’ attainment, progress and outcomes  

2. Plan teaching to build on students’ capabilities and prior knowledge  

3. Guide students to reflect on the progress they have made and their emerging needs  

4. Demonstrate knowledge and understanding of how students learn and how this 
impacts on teaching  

5. Encourage students to take a responsible and conscientious attitude to their own 

work and study  

      

1.3 Demonstrate good subject and curriculum knowledge  

1. Have a secure knowledge of the relevant subject(s) and curriculum areas, foster and 

maintain students’ interest in the subject and address misunderstandings  

2. Demonstrate a critical understanding of developments in the subject and curriculum 
areas, and promote the value of scholarship  

3. Demonstrate an understanding of and take responsibility for promoting high 
standards of literacy, articulacy and the correct use of standard English, whatever the 
teacher’s specialist subject  

4. If teaching early reading, demonstrate a clear understanding of systematic synthetic 
phonics  

5. If teaching early mathematics, demonstrate a clear understanding of appropriate 

teaching strategies  

      

1.4 Plan and teach well-structured lessons  

1. Impart knowledge and develop understanding through effective use of lesson time  

2. Promote a love of learning and children’s intellectual curiosity  

3. Set homework and plan out-of-class activities to consolidate and extend the 
knowledge and understanding students have acquired  

4. Reflect systematically on the effectiveness of lessons and approaches to teaching  

5. Contribute to the design and provision of an engaging curriculum within the relevant 

subject area(s)  
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1.5 Adapt teaching to respond to the strengths and needs of all students  

1. Know when and how to differentiate appropriately, using approaches which enable 
students to be taught effectively  

2. Have a secure understanding of how a range of factors can inhibit students’ ability to 
learn and how best to overcome these  

3. Demonstrate an awareness of the physical, social and intellectual development of 
children, and know how to adapt teaching to support students’ education at different 
stages of development  

4. Have a clear understanding of the needs of all students, including those with special 

educational needs; those with high ability; those with English as an additional 

language; those with disabilities; and be able to use and evaluate distinctive teaching 

approaches to engage and support them  

      

1.6 Make accurate and productive use of assessment  

1. Know and understand how to assess the relevant subject and curriculum areas, 

including statutory assessment requirements  

2. Make use of formative and summative assessment to secure students’ progress  

3. Use relevant data to monitor progress, set targets, and plan subsequent lessons  

4. Give students regular feedback, both orally and through accurate marking, and 

encourage students to respond to the feedback  

      

1.7 Manage behaviour effectively to ensure a good and safe learning environment  

1. Have clear rules and routines for behaviour in classrooms, and take responsibility for 
promoting good and courteous behaviour both in classrooms and around the school, 
in accordance with the school’s behaviour policy  

2. Have high expectations of behaviour, and establish a framework for discipline with a 
range of strategies, using praise, sanctions and rewards consistently and fairly  

3. Manage classes effectively, using approaches which are appropriate to students’ 
needs in order to involve and motivate them  

4. Maintain good relationships with students, exercise appropriate authority and act 

decisively where necessary  
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1.8 Fulfil wider professional responsibilities  

1. Make a positive contribution to the wider life and ethos of the school  

2. Develop effective professional relationships with colleagues, knowing how and when 
to draw on advice and specialist support  

3. Deploy support staff effectively  

4. Take responsibility for improving teaching through appropriate professional 
development, responding to advice and feedback from colleagues  

5. Communicate effectively with parents with regard to students’ achievements and 

well-being  

      

  

Part 2  Personal and Professional Conduct  

The following statements define the behaviour and attitudes which set the required standard for conduct throughout a teacher’s career   

2.1 Teachers uphold public trust in the profession and maintain high standards of ethics and 
behaviour, within and outside school, by:  

1. Treating students with dignity, building relationships rooted in mutual respect, and at 

all times observing proper boundaries appropriate to a teacher’s professional 

position  

2. Having regard to the need to safeguard students’ well-being, in accordance with 
statutory provisions  

3. Showing tolerance of and respect for the rights of others  

4. Not undermining fundamental British values, including democracy, the rule of law, 
individual liberty and mutual respect, and tolerance of those with different faiths and 
beliefs  

5. Ensuring that personal beliefs are not expressed in ways which exploit students’ 
vulnerability or might lead them to break the law  

2.2 Teachers must have a proper and professional regard for the ethos, policies and practice 
of the school in which they teach, and maintain high standards in their own attendance 
and punctuality  

2.3 Teachers must have an understanding of, and always act within, the statutory 

frameworks which set out their professional duties and responsibilities  

  

  

  



 

 

Appendix 6 

 

 

 

Applications for financial assistance for higher level courses 

 

Name of course: 
 

Length of course: 
 

Cost of course: 

 

I have read the principles that apply to this funding including the maximum the Trust will fund per 
year and in total, the clawback costs and the need to share my learning with others.  

 

Signature: 
 

Date: 

 
  

In no more than 200 words explain how the course will develop your practice and help improve the 

provision at your school and possibly the Trust  



 

Appendix 7 
 

 
 
 
 
FAO: Employee Name 
C/O The Langley Academy/ The Langley Academy Primary/ The Langley Heritage Primary/Trust 
Central Team (DELETE AS APPROPRIATE) 
 
 
Date 
 

Dear xxxxx 

 

I am pleased to confirm that The Arbib Education Trust (‘The Employer’) will be supporting your 
training / teacher training assessment (DELETE AS APPROPRIATE), commencing on xxxx[DATE].    
 
It has also been agreed that the Employer will meet the costs of the assessment (“[£cost]”). By 

signing this agreement, you undertake to reimburse costs in full if: 

• you voluntarily withdraw from or terminate the training early without the Employer’s prior 
written consent; 

• you are dismissed or otherwise compulsorily discharged from the training; 

• your employment is terminated by the Employer for any reason (other than redundancy) 

during the training or within 12 months of successful completion of the training;  

• you resign either prior to successful completion of, or within 12 months of successful 

completion of the training;  

By signing this agreement you also undertake to reimburse 50% of the costs if: 

• your employment is terminated by the Employer for any reason (other than redundancy) 

within 24 months of successful completion of the training;  

• you resign within 24 months of the successful completion of the training; 

 
To the extent permitted by law, you agree that the Employer may deduct a sum equal to the whole or 
part of the Costs due under the terms of this Agreement from your wages (as defined in section 27 of 
the Employment Rights Act 1996) or from any other allowances, expenses or other payments due. 
 
SIGNED:     DATE: 

 

…………………………………………   ………………………………. 

[Employee Name] 

 

SIGNED:     DATE: 

 

…………………………………………..   ………………………………. 

(Executive Principal / Headteacher Name and Title) 

 


