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Headteacher Appraisal Guidance 2019-20
Introduction 
Appraisal is a tool for school improvement. It is a key and integral part of school self-evaluation and improvement planning. Staff have an entitlement to a professional discussion about their development and progress. The Headteacher ’s appraisal drives the school improvement process and sets the standard for staff to follow.
The headteacher appraisal process: Maintained schools 
The Governance Handbook March 2019 (p79-80) sets out the requirements and additional advice in relation to headteacher  appraisal: https://www.gov.uk/government/publications/governance-handbook 
103. Boards in maintained schools have a statutory duty (The Education (School Teachers’ Appraisal) (England) Regulations 2012) http://www.legislation.gov.uk/uksi/2012/115/contents/made to: 

· appoint an external adviser for advice and support on the headteacher ’s appraisal and to consult that adviser on setting objectives for, and appraisal of, the headteacher 
· inform the headteacher of the standards against which their performance will be assessed; 

· set objectives for the headteacher, whilst having regard to the work-life balance of the headteacher (The School Staffing (England) Regulations 2009); 

· appraise the performance of the headteacher, assessing their performance of their role and responsibilities against the relevant standards and their objectives  

· assess the headteacher ’s professional development needs and action needed to address them; 

· make a recommendation on headteacher ’s pay, where relevant; 

· give the headteacher a written report of their appraisal which includes the assessments and recommendation above;

· determine the appraisal period that applies to teachers (including headteacher s) duty (The Education (School Teachers’ Appraisal) (England) Regulations 2012); 

· adopt a document that sets out the appraisal process for teachers (including headteacher s) and make that document available to teachers; 

104. In practice, boards will want, in relation to the appraisal of the headteacher, to:

· satisfy themselves that the external advisor has the skills, experience and objectivity to provide them with advice and support;

· consider whether to delegate the headteacher ’s appraisal to a sub-group; 

· satisfy themselves that the headteacher ’s objectives are SMART (Specific, Measurable, Achievable Relevant, Timed); 

· decide which standards they will use to assess the headteacher ’s performance. They must assess headteachers’ performance against the Teachers’ Standards (Appendix 2 p 9) https://www.gov.uk/government/publications/teachers-standards and may also wish to use the National Standards for Headteachers (Appendix 1 page 7) https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteacher s; 

· decide what arrangements to make for observing the headteacher ’s performance, including any arrangements for classroom observation where headteacher s teach; and

· satisfy themselves that appraisal evidence informs other decisions, for example, on professional development and pay.

Appraisal Review Committee 

We recommend that the task of appraising the headteacher, including the setting of objectives, is delegated to a sub-group usually consisting of three members of the Governing Board which is referred to in this guidance as the Appraisal Review Committee. It is recommended that appraisers undertake relevant training and are aware of the Ealing Governor Development toolkit. https://www.egfl.org.uk/school-effectiveness/school-governance/governor-toolkit
Appraisal period

Before the start of each 12-month appraisal period for the headteacher, the Governing Board must inform the headteacher of the standards against which the headteacher’s performance in that appraisal period will be assessed and set objectives for the headteacher for that appraisal period. The appointed governors will also meet with the headteacher during the year to monitor progress towards the objectives set. 
Academies 

The Governance Handbook https://www.gov.uk/government/publications/governance-handbook states:

‘Academies are free to determine their own appraisal process and may adopt the requirements for maintained schools if they wish.’

The headteacher appraisal process

Time line for headteacher appraisal 
	Appraisal period 
	The 12-month appraisal period is agreed by the Governing Board for all teachers and the headteacher.  The beginning of the appraisal period in usually in the Autumn Term and must be completed by the end of term. 

	External adviser  
	The Governing Board must agree the external adviser for the process. For schools using the LA as the external adviser, the adviser will send out the Headteacher Appraisal Guidance in the first half of the Autumn term or earlier if a different appraisal period has been agreed and arrange the date for the headteacher appraisal.  

	Previous objectives 
	The headteacher will provide the Appraisal Review Committee with the previous year’s objectives or the external adviser will send a copy if they were involved in the previous year. 

	Self –evaluation 
	The headteacher provides a written self-evaluation against the previous objectives and a summary of overall performance.  The headteacher may also suggest objectives for the forthcoming year. In completing their self-evaluation, the headteacher should note impact against the agreed success criteria and the sources of evidence. This should include evidence from the mid-year review.  A pro-forma is provided in Appendix 3 p11.
The written self- evaluation and suggestions for objective should be sent to the external 
adviser and the Appraisal Review Committee a minimum of 5 days before the Appraisal 
Review meeting. The external adviser may request further information if needed and may request that this information is also sent to the Appraisal Review Committee. The external 
adviser will use the headteacher’s statement as the basis for the discussion with the 
headteacher and Appraisal Review Committee. 

	Appraisal 
Review 
Committee 
	The Appraisal Review Committee, which is usually comprised of three governors (recommended for a better balance of views but must be legally a minimum of two), may meet in advance of the Appraisal Review Meeting to collate the evidence and undertake a preliminary evaluation of the Headteacher ’s achievements against the previous objectives and agree suggestions for proposed objectives. Alternatively, this can be done with the external adviser on the day. 

	Appraisal 
Review 

Meeting 
	 A minimum of three hours should be allocated to the Appraisal Review Meeting.

 The sequence of one-hour meetings is as follows:

· The external adviser meets with the headteacher to review the evidence provided in the self-evaluation and the proposed objectives for the coming year. 

· The external adviser then meets with the Appraisal Review Committee to support the construction of the appraisal and planning statements for the coming year. 

· The external adviser, Appraisal Review Committee and the Headteacher all meet together to finalise and agree the statements, with advice on the process from the external adviser where necessary. This does not include advice on pay progression which should follow the school’s Pay Policy and any statutory guidance and be discussed with the school’s HR Adviser if there are any queries. 
Where there is a new Headteacher the meetings focus on the setting of objectives only. 

	Written 
statement 
	Following the Appraisal Review Meeting, the external adviser will draft the review statement and objectives for the coming year and forward to the headteacher and appraisers within 5 working days. 

	Finalising in 
Headteacher   
Appraisal statement 
	Within 10 working days, the Appraisal Review Committee must finalise the written report of the headteacher’s appraisal. The review statement and objectives for the following year are signed by the headteacher and the chair of the Appraisal Review Committee.  

	Mid -year 
review 
	At the Appraisal Review Meeting a date or time period should be agreed for the mid-year review of the objectives set. The external adviser is not usually involved in this meeting. This will normally take place in March or April.  The external adviser will send a reminder to the Appraisal Review Committee and the headteacher at the beginning of the spring term. 


The appraisal meeting 
The Appraisal Review Committee meets with the headteacher to finalise and agree the statements, with advice on the process from the external adviser where necessary. Governors on this committee should be equipped to lead the meeting with the adviser working in a supporting role, advising where relevant. The atmosphere needs to be positive and conducive to open, frank and challenging discussion.

The role of the external adviser 
The external adviser works closely with both the governors and the headteacher to promote a supportive and professional open dialogue to look at:
· Progress against the previous year's objectives

· The headteacher’s overall performance

· Priorities for future objectives

· Areas for the continuous professional development of the Headteacher  
Areas of support include:

a) Drafting advice with a considered commentary on the areas identified above. 
b) Meeting the headteacher with an aim to help the headteacher to:

· Achieve a realistic perspective on their performance 
· Identify priorities which are sufficiently challenging but are not too ambitious

· Recognise relevant areas for continuous professional development.

c) Meeting the Appraisal Review Committee to help to form a more comprehensive picture of the headteacher’s performance than they might otherwise achieve, discussing the headteacher’s review statement and the evidence which supports it. 
d) Supporting the appraisal review meeting where the governors should be equipped to lead the meeting with the external adviser advising where relevant. The atmosphere needs to be positive and conducive to open, frank and challenging discussion.

e) Drafting the appraisal review statement and statement of objectives capturing the main points agreed at the appraisal review meeting. The review statement and statement of objectives are then agreed with the Appraisal Review Committee and headteacher. 
Training and development objectives should be recorded, together with the ways of meeting them as agreed at the review, in a separate annexe to the review statement. 
The Appraisal Statement
Within five working days the adviser must draft the appraisal review statement and forward to the headteacher and Appraisal Review Committee. The review statement should capture the main points agreed at the appraisal review meeting.  Usually, the external adviser writes this statement and then agrees it with the Appraisal Review Committee.  The pro-formas in Appendix 3 and Appendix 4 (p11 and p 12) can be adapted to form the statement of evaluation of progress against the objectives or the school may provide a pro-forma from the school’s Appraisal policy. 
The review statement should be agreed and signed by the headteacher and chair of the Appraisal Review Committee within 10 working days of the appraisal meeting. The Appraisal Review Committee gives the review statement and statement of objectives to the chair of the governing board, with another copy going to the headteacher. The statement should make clear what the headteacher needs to demonstrate in order to be considered for pay progression. Decisions on pay should be taken separately by the Pay Committee taking into account the recommendations of the Appraisal Review Committee, the school’s Pay Policy and any statutory guidance on pay. 
https://www.gov.uk/government/publications/school-teachers-pay-and-conditions
Setting objectives
The guidance within the School Teachers’ Appraisal Regulations 2012 states that objectives set must contribute to –

a) improving the education of all pupils at the school
b) the implementation of any plan the Governing Board designed to improve the school’s educational provision and performance. 

Objectives should largely relate to the school development/improvement plan, in order that the school maintains a coherent strategy for improvement but also be personalised to the individual i.e. what do they need to do, what support they need. This will ensure the appraisal meeting is less a list of success criteria and more of a two way/personalised discussion of how the headteacher will achieve the objectives.  

Objective one will usually be related to Domain Two: ‘Pupils and Staff’ (National Excellence Standards for Headteacher’s, January 2015) and directly impact on improving pupil achievement. With the changing emphasis in the new Ofsted inspection framework from September 2019 governors may wish to focus on curriculum intent and implementation which is also included in Domain Two. 

https://www.gov.uk/government/collections/ofsted-inspections-of-maintained-schools 

The other objectives should be drawn from the other three domains. 
Objectives need to be SMART (Specific, Measurable, Achievable (yet challenging), Relevant and Timed) 
A SMART objective could focus even more specifically, for example, on the performance of boys, disadvantaged pupils, pupils with SEND, or a particular subject area. 
Evidence for meeting objectives 

The headteacher and governors need to be clear what evidence they would expect to find at the end of the year to see if the objectives have been met. The evidence required for an objective should be a format readily available in the school. Governors should take into account the recommendations of the Teacher workload advisory group:
https://www.gov.uk/government/publications/reducing-teachers-workload/reducing-teachers-workload
https://www.gov.uk/government/publications/teacher-workload-advisory-group-report-and-government-response
To help with this process, objectives should be:
· Clearly defined and attainable

· Relevant to the needs of the school and leadership team

· Have associated interim milestones that can be monitored 

· Measured against agreed success criteria. 
Appendix 4 (p 12) is used to record the objectives for the year. 
Monitoring and Review
 A mid-year review meeting should take place in March or April between the Appraisal Review Committee and the headteacher. The external adviser does not usually attend this meeting. A record should be kept of this meeting and provided as evidence for the Appraisal Review Meeting in the autumn term. 

Evaluation of the headteacher appraisal process 

Once the review cycle is complete, you might find it useful to reflect on its effectiveness.  Questions to consider include:

· Were examples and evidence used to develop the feedback to the headteacher?
· Did the headteacher feel supported?

· Did the headteacher feel appropriately challenged?

· Did the governors feel that they could support and challenge the headteacher?
· Was the review meeting a positive and useful experience?

· Do the headteacher’s objectives link closely to the school improvement plan?

· Were the governors able to set a basis for monitoring?
Frequently asked questions 
A number of frequently asked questions are addressed in Appendix 6 on page 15. 
Further reading 

Effectively managing headteacher performance 

https://www.gov.uk/government/publications/headteacher-performance-effective-management
These research report, published in 2014 looks at the management of headteacher performance in schools in England.

The reports include:

· research brief - a summary of important areas for consideration by governors and those directly involved in the process of headteacher performance management

· full report - including the executive summary

· case studies - 10 studies drawn from the research to illustrate approaches to headteacher performance management in a variety of schools and school groups around England

· vignettes - 12 examples of important research themes in the context of specific school settings
Ealing Grid for Learning 
Headteacher appraisal guidance and documents 
Further guidance and links are available at:
https://www.egfl.org.uk/human-resources/appraisals-and-performance-management/headteacher-appraisal
The Key
If your school subscribes to ‘The Key for school governors’ there is a wide range of information on headteacher appraisal. The information also covers headteacher pay and well-being. 
https://schoolgovernors.thekeysupport.com/school-staff/headteacher-appraisal-pay-wellbeing/
Teacher Workload Advisory Group

Further information on the government’s expectations in relation to teacher workload can be found at: 

https://www.gov.uk/government/publications/reducing-teachers-workload/reducing-teachers-workload 
https://www.gov.uk/government/publications/teacher-workload-advisory-group-report-and-government-response
Appendix 1

The National Standards of Excellence for Headteachers (January 2015) 
The full document can be found at:
https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers
The National Standards of Excellence for Headteachers include four ‘Excellence as Standard’ domains:
· Qualities and knowledge

· Pupils and staff 

· Systems and process 

· The self-improving school system 

Within each domain there are six key characteristics expected of headteachers. 

Domain One Excellent Headteachers: qualities and knowledge
Headteachers: 

1. Hold and articulate clear values and moral purpose, focused on providing a world-class education for the pupils they serve. 

2. Demonstrate optimistic personal behaviour, positive relationships and attitudes towards their pupils and staff, and towards parents, governors and members of the local community. 

3. Lead by example - with integrity, creativity, resilience, and clarity - drawing on their own scholarship, expertise and skills, and that of those around them. 

4. Sustain wide, current knowledge and understanding of education and school systems locally, nationally and globally, and pursue continuous professional development. 

5. Work with political and financial astuteness, within a clear set of principles centred on the school’s vision, ably translating local and national policy into the school’s context.

6. Communicate compellingly the school’s vision and drive the strategic leadership, empowering all pupils and staff to excel. 

 Domain Two Excellent Headteachers: pupils and staff 

Headteachers: 

1. Demand ambitious standards for all pupils, overcoming disadvantage and advancing equality, instilling a strong sense of accountability in staff for the impact of their work on pupils’ outcomes.

2. Secure excellent teaching through an analytical understanding of how pupils learn and of the core features of successful classroom practice and curriculum design, leading to rich curriculum opportunities and pupils’ well-being. 

3. Establish an educational culture of ‘open classrooms’ as a basis for sharing best practice within and between schools, drawing on and conducting relevant research and robust data analysis. 

4. Create an ethos within which all staff are motivated and supported to develop their own skills and subject knowledge, and to support each other. 

5. Identify emerging talents, coaching current and aspiring leaders in a climate where excellence is the standard, leading to clear succession planning. 

6. Hold all staff to account for their professional conduct and practice. 

Domain Three Excellent Headteachers: systems and process 
Headteachers: 

1. Ensure that the school’s systems, organisation and processes are well considered, efficient and fit for purpose, upholding the principles of transparency, integrity and probity.

2. Provide a safe, calm and well-ordered environment for all pupils and staff, focused on safeguarding pupils and developing their exemplary behaviour in school and in the wider society. 

3. Establish rigorous, fair and transparent systems and measures for managing the performance of all staff, addressing any under-performance, supporting staff to improve and valuing excellent practice. 

4. Welcome strong governance and actively support the governing board to understand its role and deliver its functions effectively – in particular its functions to set school strategy and hold the headteacher to account for pupil, staff and financial performance. 

5. Exercise strategic, curriculum-led financial planning to ensure the equitable deployment of budgets and resources, in the best interests of pupils’ achievements and the school’s sustainability. 

6. Distribute leadership throughout the organisation, forging teams of colleagues who have distinct roles and responsibilities and hold each other to account for their decision making. 

Domain Four Excellent Headteachers: the self-improving school system 
Headteachers: 

1. Create outward-facing schools which work with other schools and organisations - in a climate of mutual challenge - to champion best practice and secure excellent achievements for all pupils.

2. Develop effective relationships with fellow professionals and colleagues in other public services to improve academic and social outcomes for all pupils.

3. Challenge educational orthodoxies in the best interests of achieving excellence, harnessing the findings of well evidenced research to frame self-regulating and self-improving schools. 

4. Shape the current and future quality of the teaching profession through high quality training and sustained professional development for all staff. 

5. Model entrepreneurial and innovative approaches to school improvement, leadership and governance, confident of the vital contribution of internal and external accountability. 

6. Inspire and influence others - within and beyond schools - to believe in the fundamental importance of education in young people’s lives and to promote the value of education.

Using the standards (page 9 of the guidance)
These standards can be used to inform the appraisal of the headteacher by serving as a background document to assist governing boards, rather than as a set of standards against which the headteacher’s performance can be assessed in an appraisal process.  The headteacher standards should not be used as 'cut and paste' objectives. Objectives must be tailored so that they are relevant to the context of the individual school and headteacher. It is good practice for governors to set the headteacher specific school-related objectives and targets linked to their school or schools’ priorities on an annual basis. 
Governors should use the standards aspirationally and developmentally. Actions for the headteacher can be agreed with these aspirational standards in mind but will need to be in the context of where the school is now and what is needed to move it to the next step of improvement.

 Governors can use the headteacher standards in appraisal to frame a broad overview of leadership in the specific context of the school. The standards may further serve as a starting point for the identification of specific objectives for the next stage of the school's continuous improvement journey, as well as to identify areas of development where the headteacher requires support and improvement.

 Governors should work with the headteacher to understand what the school needs in order to progress. They should consider what needs to be done to support the headteacher to implement the school improvement plan and support colleagues.

Appendix 2 

Teachers’ Standards 

https://www.gov.uk/government/publications/teachers-standards
Preamble Teachers make the education of their pupils 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 pupils. 

Part One: Teaching: A teacher must: 

1. Set high expectations which inspire, motivate and challenge pupils 

· establish a safe and stimulating environment for pupils, rooted in mutual respect 

· set goals that stretch and challenge pupils of all backgrounds, abilities and dispositions

· demonstrate consistently the positive attitudes, values and behaviour which are expected of pupils

2. Promote good progress and outcomes by pupils 

· be accountable for pupils’ attainment, progress and outcomes

· be aware of pupils’ capabilities and their prior knowledge, and plan teaching to build on these

· guide pupils to reflect on the progress they have made and their emerging needs

· demonstrate knowledge and understanding of how pupils learn and how this impacts on teaching 

· encourage pupils to take a responsible and conscientious attitude to their own work and study

 3. Demonstrate good subject and curriculum knowledge 

· have a secure knowledge of the relevant subject(s) and curriculum areas, foster and maintain pupils’ interest in the subject, and address misunderstandings 

· demonstrate a critical understanding of developments in the subject and curriculum areas, and promote the value of scholarship 

· 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 

· if teaching early reading, demonstrate a clear understanding of systematic synthetic phonics

· if teaching early mathematics, demonstrate a clear understanding of appropriate teaching strategies 

4. Plan and teach well-structured lessons

· impart knowledge and develop understanding through effective use of lesson time 

· promote a love of learning and children’s intellectual curiosity

· set homework and plan other out-of-class activities to consolidate and extend the knowledge and understanding pupils have acquired 

· reflect systematically on the effectiveness of lessons and approaches to teaching 

· contribute to the design and provision of an engaging curriculum within the relevant subject area(s)

5. Adapt teaching to respond to the strengths and needs of all pupils 

· know when and how to differentiate appropriately, using approaches which enable pupils to be taught effectively 

· have a secure understanding of how a range of factors can inhibit pupils’ ability to learn, and how best to overcome these 

· demonstrate an awareness of the physical, social and intellectual development of children, and know how to adapt teaching to support pupils’ education at different stages of development 

· Have a clear understanding of the needs of all pupils, including those with special educational needs; those of 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.

6. Make accurate and productive use of assessment

· know and understand how to assess the relevant subject and curriculum areas, including statutory assessment requirements 

· make use of formative and summative assessment to secure pupils’ progress 

· use relevant data to monitor progress, set targets, and plan subsequent lessons 

· give pupils regular feedback, both orally and through accurate marking, and encourage pupils to respond to the feedback

7. Manage behaviour effectively to ensure a good and safe learning environment 

· 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

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

· manage classes effectively, using approaches which are appropriate to pupils’ needs in order to involve and motivate them 

· maintain good relationships with pupils, exercise appropriate authority, and act decisively when necessary

 8. Fulfil wider professional responsibilities 

· make a positive contribution to the wider life and ethos of the school

· develop effective professional relationships with colleagues, knowing how and when to draw on advice and specialist support 

· deploy support staff effectively 

· take responsibility for improving teaching through appropriate professional development, responding to advice and feedback from colleagues

· Communicate effectively with parents with regard to pupils’ achievements and well-being.  

Part Two: Personal and professional conduct 

A teacher is expected to demonstrate consistently high standards of personal and professional conduct. The following statements define the behaviour and attitudes which set the required standard for conduct throughout a teacher’s career. 

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

· treating pupils with dignity, building relationships rooted in mutual respect, and at all times observing proper boundaries appropriate to a teacher’s professional position 

· having regard for the need to safeguard pupils’ well-being, in accordance with statutory provisions 

· showing tolerance of and respect for the rights of others

· 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

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

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

· Teachers must have an understanding of, and always act within, the statutory frameworks which set out their professional duties and responsibilities

Appendix 3 
	Headteacher self-evaluation for review of

2018-19 Objectives


The purpose of this form is to enable the headteacher to contribute a personal perspective or additional information to the review process, if this has not been included in other documentation supplied to the external adviser and governors prior to the appraisal meeting.
 (The headteacher may adapt the statement of objectives form from the previous year to complete this task.) 
If the external adviser was involved in the previous year, they will supply the pro-forma including the previous year’s objectives.  
Please forward to the Appraisal Review Committee and External adviser at least 5 days before the appraisal meeting. 
	Headteacher  
	

	School
	

	Date of appraisal meeting 
	


	Self- evaluation of progress towards 2018-19 objectives 


	Objective: 


Evaluation of progress:

	Objective: 


Evaluation of progress:

	Objective: 


Evaluation of progress: 

	Other factors in consideration of overall performance


Any additional information to contribute to review of overall performance:

Suggested areas for objectives 2019-20 

	


	Signature of headteacher:
	 
	Date:


Appendix 4
	Headteacher appraisal 
Statement of Objectives for 2019-20


This is a record of the statement of objectives agreed by the appointed governors.
	School


	

	Headteacher  

	

	Names of appointed Governors

(Minimum of 2 must attend)
	

	External adviser 

	

	Date of review meeting


	


	Objective setting for 2019-20


The following performance objectives were agreed and set. 

	Headteacher excellence standard: Pupils and staff (Pupil outcomes, curriculum)
Objective:




Success Criteria:

Monitoring Arrangements:

	Headteacher excellence standard: Systems and processes (Managing the organisation)
Objective:




Success Criteria:

Monitoring Arrangements:
	Headteacher excellence standard: qualities and knowledge / the self-improving school system
Objective:




Success Criteria:

Monitoring Arrangements:

	Interim appraisal review date



	Training and development needs 2019-20



Objectives agreed between the appointed governors and the headteacher. 
	Signed:
	
	(Appointed governor)
	Date

	Signed:
	
	(Headteacher)  
	Date


Appendix 5 
Focus for headteacher appraisal objectives 
Pupil outcomes and progress objectives 

All schools will have outcomes and progress targets for each year group and it is likely that the key headline performance measures will form part of the headteacher’s objectives.  Targets may be overall and for specific groups that need to improve in the school e.g. Pupil premium, White British, boys, SEN, high attainers etc. Targets may also be set in relation to FFT bandings (top 5%, top 20%, above 50th percentile) if available or in relation to local and national performance or the school’s prior performance for overall measures and for specific subject areas. Targets may relate to the outcomes of national curriculum testing in the primary phase or external examinations at KS4 and Post 16. Special schools may use a range of ways of measuring pupil progress as they may have very little or no formal testing or examination data. 
Primary 
Early Years Foundation Stage: meeting /exceeding early learning goals, KS1 meeting the expected standard and working at greater depth in reading, writing, maths and RWM, phonics screening, KS2: meeting the expected standard / higher standard/ in reading, maths and greater depth in writing, progress scores. Average scaled scores, RWM etc. 
Key Stage 4 

(English and Maths 9-4 and 9-5), Progress 8 (overall and elements), Attainment 8 (overall and elements), Ebacc - %entered and achieved (4+ and 5+), Ebacc APS, specific subjects that may be under-performing. 
Key Stage 5

 A level, Applied General, Tech Level points per student, value added progress measures, ALPS grades – overall and by subject e.g. increasing the number of red subjects, reducing the number of blue subjects, % AAB at A level, % A*-C in English and Maths resit). Targets may be overall or for groups as above. 
In the ‘Making data work’ (November 2018) report from the Teacher Workload Advisory Group it was recommended that:

‘objectives and performance management discussions should not be based on teacher generated data and predictions, or solely on the assessment data for a single group of pupils.’ 

This recommendation was supported in the government’s response:

We support the finding that objectives and performance management should not solely be based on assessment data for a single group of pupils. We also agree that objectives should not be based on teacher generated attainment or progress data, or automatically generated predictions. We will: 

• update guidance on school teachers’ pay and conditions in the ‘Implementing Your School’s Approach to Pay: Advice for maintained schools and local authorities’ to reflect this.

 Other areas: these will depend on the current position of the school and will be linked to specific success criteria 

· Curriculum review and development – developing the curriculum at a specific key stage or overall 
· Assessment systems – implementing standardised assessments across the curriculum 
· Improving the recruitment of students to the school – EYFS, KS1, KS2 (junior schools), Year 7 / Post 16 
· Improving staff recruitment and retention – focusing on areas of specific need 
· Fully costed 3-year strategic plan in place 
· Balanced budget and robust budget monitoring systems in place 

· Developing the role as an Executive Headteacher in the multi-academy trust 

Appendix 6: Frequently Asked Questions

Who can sit on the appraisal review committee?

Governors who are members of staff or associate members cannot sit on the appraisal review or pay committees. Other than this membership of the appraisal committee is for the Governing Board to decide. Any other governor who is suitably skilled and trained can sit on the appraisal review committee and/or Pay Committee. 
Should the external adviser be involved in governor decisions about pay?

No. It is not the role of the external adviser to make recommendations or advise on headteacher pay, it is  
the responsibility of the Pay Committee. The same governors may sit on the headteacher’s appraisal review committee and the Pay Committee or they may be different. It is recommended that at least one governor sits on both.  As long as responsibility for carrying out the headteacher’s appraisal was formally delegated to the appraisal review committee, the outcomes do not need to be ratified by the full governing board. It is the responsibility of the appraisal review committee to justify its pay recommendation, and as long as the Pay Committee is satisfied that the correct process was followed, the appraisal review committee’s recommendation need undergo no further challenge 
If the Pay Committee has concerns over the impartiality of the appraisal review committee, this is a separate issue that should be raised at a full governing board meeting.
Decisions on pay progression should be based on performance against the appraisal objectives, overall performance of the school, the Headteacher excellence standards and Teacher Standards and should taken in the context of the school’s Pay Policy and statutory guidance on headteachers’ pay (section 9.3)
https://www.gov.uk/government/publications/school-teachers-pay-and-conditions
Who can see the headteacher appraisal review statement?

The Appraisal Review Committee give the review statement to the chair of the Governing Board (if not on the panel) and the headteacher.  
Governors can also seek the headteacher’s agreement to circulate the objectives to the full Governing Board but this is discretionary and not provided for in legislation. The board may also wish to consider that a panel of governors will be needed in the case of an appeal against the appraisal outcomes. The agreed arrangements should be clearly stated in the school’s appraisal and pay policies. 

The DfE model appraisal and capability policy (March 2019) states (p15): 

https://www.gov.uk/government/publications/teacher-appraisal-and-capability-model-policy
The appraisal and capability processes will be treated with confidentiality. However, the desire for confidentiality does not override the need for the headteacher and governance board to quality assure the operation and effectiveness of the appraisal system. 
What if the headteacher and the Governing Board do not agree on the objectives or the review statement?

The governors may decide to set them anyway and the headteacher’s written comments should be added to them. The headteacher can complain to the appointed governor identified for this purpose.  Complaints must be made within ten days of the headteacher receiving the appraisal review statement and the headteacher’s comments recorded.

What if the governors have questions about the headteacher’s capability?
Governors have a duty to discuss issues to do with the headteacher’s performance with him or her.  If they have concerns, these should have been raised with the headteacher prior to the appraisal review process as outlined in the school’s capability procedures.  This would not be an appropriate moment to raise any such issues for the first time.
School Self Evaluation involving HT, governors and Adviser.








Evidence base to enable:


HT to demonstrate the extent to which objectives have been met


Governors to evaluate HT’s performance (Adviser to assist governors in interpreting the evidence)








Governors monitoring








HT agrees objectives and success criteria





Preliminary meeting with HT, then between the External adviser and governors to assess HT’s performance





Appraisal Review Meeting


Participants:             Governors, HT and External Adviser


Agenda:    	Review of previous objectives


Identify new objectives and success criteria.


Outcomes:                Governors set objectives and success criteria (incl. key dates)


                                 


(Recommendations regarding the HT’s pay will be made separately


 by the Pay Committee. The External adviser does not advise on pay.)
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