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1. Purpose 

This policy sets out the framework for a clear and consistent assessment of the overall performance 
of teachers, including the Principal, and senior leaders within all Astrea Academies.  Appraisal within 
Astrea will be a supportive and developmental process designed to ensure that all teachers have the 
skills and support they need to carry out their role effectively.  It will help to ensure that teachers are 
motivated and able to continue to improve their professional practice and to develop as teachers.  
The policy will support each teacher’s development within the context of the school’s plan for 
improving educational provision and performance and the Teacher’s standards as well as the specific 
expectations of Astrea for all of its’ teaching staff.  If there are any serious concerns raised about a 
teacher’s performance that cannot be addressed and resolved through the appraisal process, there 
will be consideration of whether to commence the capability procedure.  

 

2. Application 

The policy applies to the Principal, senior leaders and to all teachers employed by the school or trust 
except those on contracts of less than one term those undergoing induction (NQT’s) and those 
subject to the formal Capability Procedure(please see separate Capability Policy).  

The policy should be read in conjunction with the Astrea Teachers’ Pay Policy, which provides details 
of the arrangements relating to pay.  

The operation of this appraisal policy and process has been workload impact assessed to ensure that 
it does not add to the workload of anyone involved.  

All performance management activities will take place within the teacher’s directed time, but not 
within a teacher’s PPA time.  

The appraisal policy must always be applied fairly and in accordance with employment law and 
Astrea Equalities policies.  The application of this policy will not directly nor indirectly discriminate 
against members of staff on the grounds of their gender, age, disability, gender re-assignment, 
marital or civil partnership status, pregnancy, maternity status, race (including colour, nationality 
and ethnic or national origins), religion or belief, or sexual orientation.  

The application of this policy will not directly nor indirectly discriminate against members of staff on 
the grounds of trades union membership or activities  

 

3. Pay Progression for teachers 

Where teachers are eligible for pay progression, the recommendation made by the appraiser will be 
included on the Pay progression recommendation/outcome form (see Appendix 9) and will be based 
on the assessment of their overall performance against the agreed objectives, teachers’ (and/or 
other relevant) standards for pay progression. The recommendation made by the appraiser will be 
passed to the finance committee of the LGB via the Principal.  It will be for that relevant body to 
consider recommendations and make determinations about pay, with input from the Principal. 
Through the Teachers Standards Audit and Professional Development Objectives Planner process 
teachers may identify the aspirational pay point by which they would like to be appraised. 
Recommendations on HT’s pay will be sent from the lead appraiser to the finance committee of the 
MAT Board.   The relevant body will ensure that decisions on pay progression are made by 30th 
November for Principals and 31st October for other teachers, with effect from 1st September.  
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4. The Appraisal period 

The appraisal period will run for 12 months from September to September for teachers.  

Teachers who are on a fixed term contract of less than one year but more than one term (as 
stipulated in section 2) will have their performance managed in accordance with the principles 
underpinning this policy.  The length of the period will be determined by the duration of their 
contract.  

There is flexibility to have a longer or shorter appraisal period when teachers begin or end 
employment with a school or within the trust.  

Where a teacher transfers to a new post within the school/Trust, part-way through a cycle, the 
Principal, or in the case where the employee is the Principal, the governing body shall determine 
whether the cycle shall begin again and whether to change the appraiser.  

The appraisal process will follow the following cycle which is outlined in the policy. 

 

<change title of bottom box ‘monitoring’ to ‘Monitoring and Review Meetings’. The ‘Review 
Meeting’ box can then be changed to ‘Assessment Meeting’. 

5. Appointing Appraisers 

The Principal will be professionally appraised by their line manager.  This will be the relevant 
Executive Principal.   

The Principal will decide who will appraise other teachers.  The Appraiser will always be the Principal 
or Line Manager and will always be a qualified teacher with current/recent teaching experience.  
Account will be taken of the number of staff any one person appraises. A teacher may request an 
alternative appraiser to the Principal in writing. Where possible, a suitable alternative appraiser will 
be offered. The decision of the Principal will be final.  

Self-Review

• self-review questionnaire

• Self-review against Teacher Standards

• Identify pay scale review point

Planning Meeting

• Objectives agreed

• Monitoring evidence agreed

• Success criteria for objectives agreed

• Support and training agreed

• Timescales set

Monitoring

• Monitoring of performance 
throughout the cycle

• Provision of agreed support

• Evidence collected

• On-going professional dialogue

• quality assurance through 4Learning 
Review process

Support

• Improving Outcomes Process

• Additional support and targets set by 
line manager (completion of 
Professional Support Form)

Review Meeting

• Reviewee self-assessment completed

• Overall assessment of the individual’s 
progress against the success criteria

• Pay Recommendation completed
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Where it becomes apparent that the appraiser appointed by the Principal will be absent for the 
majority of the appraisal cycle, the Principal may perform those duties herself/himself or delegate 
those duties to another teacher for the duration of that absence This would need to be agreed with 
the appraisee 

If the Principal appoints an appraiser who is not the teacher’s line manager, the appraiser to whom 
she/he delegates those duties will have an appropriate position in the staffing structure, together 
with the necessary background knowledge, skills and training to undertake the role.  

The appraisal structure will be circulated to all staff by 30th September  

All staff carrying out appraisals will have undergone appraisal training or support from senior 
leadership with the school or trust and should be confident in the use of the school's appraisal 
processes. 

 

6. Setting Objectives 

No more than three objectives will be set for any teacher but these may be broken down into sub-
targets to ensure they are specific, measurable, achievable, realistic and time-bound. Teachers with 
a TLR/senior leaders may have four targets. The fourth, specifically focused on their leadership 
responsibility. 

The Principal’s objectives will be set by the CEO who will consult with the LGB where one is in place.   

Objectives for each teacher will be set before, or as soon as is practicable after, the start of each 
appraisal period. There will be a two-week time frame for objectives to be set in September which 
will be outlined by each academy.   

Before, or as soon as is practicable after, the start of each appraisal period, each teacher will be 
informed of the standards against which that teacher’s performance in that appraisal period will be 
assessed. All teachers will be assessed against the Teacher Standards. Other specific Astrea guidance 
on standards for assessment are included in the appendices.  

Teachers who are qualified by holding QTLS status will be assessed against the Teacher’s standards.    

Before the meeting, teachers need to ensure that they have reviewed the Astrea Teacher Standards, 
the Teachers’ Self-Review Questionnaire and professional development documents to highlight any 
areas for development/aspiration (see appendices 3 & 4).  Their team leader/ appraiser will also do 
this.  

The Teachers’ Self-Review Questionnaire along with any other self-review documentation should be 
given to the appraiser at least  2 working days in advance to allow for meaningful preparation.    

 

The National Teachers’ Standards along with the Astrea Teacher Standards will be used to inform the 
setting of the teacher’s appraisal objectives and will not be used as a checklist against which the 
teacher’s performance is assessed;  

The objectives for each teacher will, if achieved, contribute to the school’s plans for improving the 
school’s educational provision and performance and improving the education of pupils at (insert 
name) academy.  This will be quality assured against the school improvement plan. 

During the objective setting meeting, the following should be discussed:  

• Discussion of the self-review documentation 

• Setting of objectives for the next academic year through a review of the professional 
standards; professional development documents; and the relevant documents within the 
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toolkit. This should be done in partnership.  If agreement through partnership is not 
possible, the appraiser will set the objectives based on the above.   

• Rigorous, aspirational and achievable targets need to be set that fit in with whole school 
targets and Astrea strategic priorities.  

• A discussion about what is going well, focusing on evidence.   

• An Objective statement and Action plan.  

• The objective setting meeting will include discussion and agreement regarding the plans for 
the 4Learning Review during the appraisal cycle.  There will be a maximum of three formal 
lesson observations, totalling no more than three hours.   

• Agreement on the evidence that will be collected during the cycle and from whom evidence 
may be sought.  

• Members of staff receiving additional pay for teaching and learning responsibilities (TLR’s) 
may have one of their objectives based on their performance targets that hold them 
accountable for the performance of others in delivering quality teaching and learning and in 
achieving good pupil progress. This may be reflected in the wording of the objectives.  

The objectives set for each teacher will   

• Be Specific, Measurable, Achievable, Realistic and Time-bound  

• Be Appropriate to the teacher’s role and level of experience.  

• Include appropriately challenging and measurable targets that evidence individual teachers 
are doing all they can to raise pupils’ achievement  

• Make reference to the competencies and behaviours required to achieve good outcomes for 
pupils  

• Be Fair and equitable.  This will be in relation to teachers with similar roles/responsibilities 
and will also be sensitive to each individual teacher’s circumstances. Objectives will also be 
consistent with each school’s strategy for achieving a reasonable work/life balance for all 
staff.  Schools will be mindful that resources will need to be made available for the 
implementation of this policy, particularly in relation to training and accessibility.  This will 
be moderated across each school to ensure that all appraisers are working to the same 
standards. At Regional and Trust level.  

Objectives may be revised and reasonable adjustments made in consultation with the appraisee if 
there is a significant change in circumstance, e.g. a change of job role, long term sickness, maternity 
leave, disability, or if a teacher requires more support to meet the Teacher’s Standards.  If objectives 
for an individual are changed then these will need to be referred back to the Appraiser and 
Appraisee before being implemented.  

Appraisers and appraisees will be clear as to what success will look like and how progress will be 
measured. This means that the agreed objectives will contain a description of what success may look 
like. The appraiser and appraisee will seek to agree the objectives and objectives may be revised if 
circumstances change.  Should the objectives not be agreed, the final decision on allocation of 
objectives rests with the appraiser.  

Appraisees may, at any point, append their comments alongside their objectives.  

 

7. Reviewing Performance 

7.1 Self-review 

All teachers should complete the self-review documents prior to the appraisal process and send 

them through to their line manager at least 2 working days before the meeting. This will involve the 

self-review questionnaire and assessment against the Teacher Standards. 
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7.2 Development and Support  

Appraisal is a supportive process which will be used to inform continuing professional development. 
It will be carried out in partnership between teachers and appraisers in order to support teachers to 
aspire to and meet their objectives and to facilitate their career progression.  All appraisers within 
Astrea will have received approved appraisal training which is based on the quality of the appraisal 
process as a supportive process. Astrea wishes to encourage a culture in which all teachers at all 
career levels take responsibility for improving their teaching through appropriate professional 
development.  Professional development will be linked to school improvement priorities and to the 
ongoing professional development needs and priorities of individual teachers.  Appraisal performs 
the dual function of driving the school and the trust forwards and supporting and developing its 
valuable staff.  

The 4Learning Model is used within Astrea schools to support the appraisal process and review key 
aspects of the Astrea Teacher Standards which sit alongside the National Teacher Standards. The 
4Learning Model is outlined in appendix XX. Specific guidance on this process can be found in the 
4Learning Review Guide for School Leaders. 

To this end, the school’s/Trust’s CPD programme will be informed by the training and development 
needs identified as part of the appraisal process.  The LGB will ensure in the budget planning, that, 
as far as possible, resources are made available in the school budget for appropriate training, and 
support agreed for appraisees, maintaining access on an equitable basis.  

An account of the training and development needs of teachers including the instances where it did 
not prove possible to provide any agreed CPD, will form a part of the Principal’s annual report to the 
LGB about the operation of the appraisal process in the school.  

With regard to the provision of CPD in the case of competing demands on the school budget, a 
decision on relative priority will be taken with regard to the extent to which:   

a) The training and support will help the school to achieve its priorities; and 

b) The CPD identified is essential for an appraisee to meet their objectives. 

Account will be taken in a review meeting of where it has not been possible for teachers to fully 
meet their performance criteria because the support recorded in the Objective planning statement 
has not been provided.  

7.3 Observation  

Astrea believes that observation of classroom practice and other responsibilities is important both as 
a way of assessing teachers’ performance in order to identify any particular strengths and areas for 
development they may have, and of gaining useful information which can inform school 
improvement more generally.  All observation will be carried out in a supportive fashion.  The 
classroom observation protocol is set out in the 4Learning Model and the information gathered 
through the observation of classroom practice will be used in conjunction with other evidence 
collected through this process.  

All classroom observation will be carried out by those with QTS/QTLS.  Observation will not be over-
burdensome for the appraisee or appraiser.    

Observations will be carried out in a supportive fashion, with professionalism, integrity and courtesy, 
will be evaluated objectively and reported accurately and fairly and will take account of particular 
circumstances which may affect performance on the day.  

For the purpose of Appraisal, teachers’ performance will be observed on an appropriate and 
reasonable number of occasions in accordance with the Observation Protocol (Appendix 5) and will, 
as far as possible, be agreed by the appraiser with the appraisee based on the individual 
circumstances of the teacher and the overall needs of the school.    
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In exceptional circumstances where serious concerns have been raised about a teacher’s 
performance (see section 8.4), or where the teacher requests, additional observation visits may be 
agreed.  

7.3 Feedback and Records  

Constructive oral feedback will be given as soon as possible after formal observations take place and 
no later than the end of the following working day. It will be given during directed time in a suitable, 
private environment.   

If issues emerged from an observation or 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 discussed with the teacher. Other issues relevant to the 
Appraisal process or information gathered through the 4Learning Review can also be discussed at 
this meeting.  

Written feedback will be provided within 5 working days of a formal appraisal observation.  
Feedback will highlight particular areas of strength as well as areas needing development. The 
written record of feedback will include 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. No written notes in addition to the written feedback and teacher’s 
comments will be kept.  

The appraiser will be given sufficient time within the school day to put in written form the 
conclusions agreed with the appraisee on the outcomes of the classroom observation.  

Teachers will have access to all written accounts of the observation after their lessons and, if they 
request, copies will be provided.  

Teachers (including the Principal) whose posts have responsibilities outside the classroom should 
also expect to have their performance of those responsibilities observed and assessed.  

7.4 Teachers experiencing difficulties  

Where, during the appraisal cycle including the 4Learning Review, there is clear evidence of serious 
concerns about any aspects of the teacher’s performance, the appraiser will arrange to meet 
formally with the teacher giving at least 5 days’ notice. Prior to the meeting the appraiser will 
provide the teacher with clear written feedback about the nature and seriousness of the concerns.   

At the meeting the teacher and the appraiser will:  

• Consider the evidence of serious concerns; 

• Give the teacher the opportunity to comment and discuss the concern; This discussion will 
include the contextualisation of the concerns, for example, external influences. 

• Wherever possible, agree any reasonable and constructive further action required that will 
be offered in the form of a support programme. Where the concern relates to teachers who 
are below the Astrea Teacher Standards this support will be given through the Improving 
Outcomes Process. Where the concern relates to an area of professional conduct not 
directly linked to teaching and learning the Professional Support Form should be used to set 
success criteria and the necessary support for the individual. 

• Make clear how, and by when, the appraiser will review progress (it may be appropriate to 
revise objectives and it will be necessary to allow sufficient time for improvement.  The 
amount of time will depend on the seriousness of the concerns but will not be less than 8 
weeks except in exceptional circumstances. 

• Explain the implications and the process if no – or insufficient – improvement is made 

This meeting and any further support and guidance given will be with the aim that the teacher’s 
performance improves and the need to move into formal capability procedures is avoided. Teachers 
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are entitled to bring a trade union representative to the meeting as this is the best opportunity to 
avoid the matter becoming formalised.  

Where sufficient progress is made such that the teacher is performing at a level that indicates that 
there is no longer a possibility of capability procedures being invoked the teacher should be 
informed of this at a formal meeting with the appraiser or Principal.  Following this meeting, the 
appraisal process will continue as normal. The outcome will be provided in writing to the teacher.
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8. Transition to Capability 

If the appraiser is not satisfied with progress following the agreed additional support and time 
frame, they will report this to the Principal.   

• Within 5 working days the Principal will write to the teacher (appraisee) inviting them to a 
formal capability meeting, with at least 5 working days’ notice. The notification will include:  

• Sufficient information about the concerns about performance and their possible 
consequences to enable the employee to prepare to answer the case at a formal capability 
meeting 

• Copies of any written evidence connected to the concerns 

• The details of the date, time and place of the meeting 

• Advice to the employee of their right to be represented/accompanied by a trade union 
official or Locally Elected Officer at the level of the Local Authority or work colleague. 

• The names of those who will be at the meeting and their role 

• An outline of possible courses of action 

Wherever possible the time and date of meeting should be agreed with the employee and their 
representative  

The process to be followed is set out in detail in the capability procedure  

Following the meeting the outcome will be confirmed in writing by the Principal (or the  

Executive Principal in the case where the appraisee is the Principal) within 5 working days  

9. Annual assessment 

At the end of the performance management cycle a formal review meeting will be held where the 
appraiser and appraisee will discuss achievements, any areas for improvement and professional 
development activities.   

The assessment meeting is the end point to the annual appraisal process, but performance and 
development priorities will be reviewed and addressed on a regular basis throughout the year 
through monitoring performance and progress towards targets through review meetings held on a 
termly basis.. This is to ensure there are no surprises at the annual assessment meeting.  

In assessing the performance of the Principal a member of the Astrea Executive Board must be 

consulted. 

The annual assessment meeting will be run in accordance with this policy.  Appraisers will have 
discussed the running of the annual assessment meeting with their appraisee in advance.  

The purpose of the review meeting will be to:  

• assess the extent to which the appraisee has met their objectives 

• determine whether there has been successful overall performance in confirming the 
appraisee continues to meet the relevant professional standards  

• if necessary, identify the need for additional support, training or development and how this 
will be met.  

• A recommendation on pay progression   



Page 9 of 47 

The Principal is responsible for submitting the pay recommendations to the LGB Finance Committee 
for approval. For recommendations regarding the Principal’s pay progression, the Astrea Executive 
Board is responsible for submitting the recommendation to the MAT Board Finance Committee.  

NB – The final pay recommendation need to be made by 30 November for Principals and by 31 
October for other teachers by the finance Committee of the LGB. It will therefore be necessary for 
the appraisal review to be concluded in good time to ensure that this will be accomplished.   

Where the Principal has not been recommended for pay progression, s/he will be informed by the 
Executive Principal and confirmed in writing within 5 working days.    

The Pay progression recommendation form (to be used in compliance with the Teachers’ Pay policy) 
(Appendices 12 and 13) will form part of the written appraisal report.  

Good progress towards the achievement of a challenging objective will be assessed favourably. 
Assessment against the Teachers’ Standards will start from the premise that all teachers are meeting 
the Teachers’ Standards and they will be assessed as meeting the standards unless clear, compelling 
written evidence to the contrary is provided  

The teacher will receive as soon as practicable following the end of each appraisal period, a written 
appraisal report, which will have been drawn up during the discussion between the reviewer and 
teacher at the meeting.  The teacher will have the opportunity to comment on the appraisal report 
in writing, Teachers will receive their written appraisal reports by 31 October (30 November for the 
Principal). There will be space on the report for the appraisee to record any comments.  

The appraisal review statement at the end of the cycle must be the only source of evidence teachers 
require to support pay progression.   

 

10. Appeals  

Appraisees have a right of appeal against any of the entries in the written appraisal report or any 
procedural issues arising from the Appraisal procedure, including the Appraisers pay 
recommendation. If the appeal is against the pay progression /determination it should be carried out 
under the Pay policy appeals procedure (Appendix 2 of the Pay policy). 

11. General principles underlying the policy  

11.1 ACAS Code of Practice on Disciplinary and Grievance Procedures  

The conduct of the formal capability stage will be undertaken in accordance with the provisions of 
the ACAS Code of Practice.  

11.2 ACAS Guidance – How to manage performance  

11.3 Consistency of Treatment and Fairness  

The LGB is committed to ensuring consistency of treatment and fairness and will abide by all 
relevant equality legislation.  

11.4 Sickness  

If long term sickness absence appears to have been triggered by the commencement of monitoring 
or the implementation of a Teacher Support Plan, the case will be dealt with in accordance with the 
Trust’s absence policy and will normally be referred to the Occupational Health Service to assess the 
member of staff’s health and fitness for continued employment and the appropriateness or 
otherwise of continuing with formal procedures.  In some cases it may be appropriate for formal 
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procedures to continue during a period of sickness absence.  However, the views of an OH Physician 
will always be taken into account before a decision is reached.  

11.5 Confidentiality  

The appraisal process will be treated with confidentiality.  In particular, the Appraisal Review 
statements are confidential to the Principal, appraiser and the appraisee.  

However, the desire for confidentiality does not override the need for the Principal and LGB /MAT to 
quality assure the operation and effectiveness of the appraisal system.  The Principal will review all 
teachers’ objectives and written appraisal records personally in order to check consistency of 
approach and expectation between different appraisers.  The Principal will be made aware of all pay 
recommendations that are made.  Information can be anonymised for the purposes of the governing 
body and the Trust’s monitoring the operation and effectiveness of the system.  

11.6 Definitions of terms  

Unless indicated all references to “teacher” include the Principal.  

 

12.Monitoring and evaluation 

The LGB/MAT/Principal/Executive Principal and Astrea will monitor the operation and effectiveness 
of the appraisal process arrangements.  The Principal will provide the LGB/MAT/Astrea HR with a 
written report on the operation of the academy’s appraisal (and capability) policies annually.  This 
information will be shared and discussed with the National Joint Consultative Committee. The report 
will not identify any individual by name. It will include an assessment of the impact of these policies 
on:  

• Race 

• Sex 

• Sexual orientation 

• Disability 

• Religion and belief 

• Age 

• Part-time status 

• Maternity and pregnancy 

• Caring responsibilities 

The policy will be reviewed and amended (where necessary) annually by Astrea, in consultation with 
the trade unions at a national level, based on the information received, and on any trust or 
legislative changes.  

 

13. Retention 

The LGB and the Principal will ensure that all written appraisal records are retained in a secure place 
for six years and then destroyed.  

 

 14. Access to documentation 

All staff will have access to documentation relating to school improvement and development and 
any other documents and procedures to which this policy relates.  These will be available on the 
individual Academy/MAT/Astrea internet sites and /or can be obtained from the school office  
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Appendix 1 – Appraisal Structure (please insert the appraisal structure for your academy 

here)  
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Appendix 2 – Career Stage Expectations 2016-17 

In order to clarify the teachers’ standards a series of career stage expectations has been produced which establishes expectations for teachers 
dependent on their main professional scale point or upper scale point. These will help to inform target setting and continuous professional 
development which are central to the appraisal process. Outcomes will help to inform decisions regarding performance related pay. The 
career stage expectations are as follows: 
 

SKILL AREA M1 - M2 M3 - M4 M5 - M6 UPS1 -3 
TLR/Leadership 
(UPS3 Primary) 

 
With support and 

mentoring 
Perfecting practice Influencing practice Significant support of 

others 
Leading school 

systems 

1.Set high 
expectations which 
inspire, motivate 
and challenge  

ALL – establish a safe and stimulating environment for pupils, rooted in mutual respect.  As a tutor ensure that all tutor time 
activities are carried out in line with school expectations. 

ALL – demonstrate with consistency the positive attitudes, values & behaviour expected for pupils. Be a positive role model for 
children’s behaviour. 

Effectively apply the 
curriculum at key stage 
level. Establish 
expectations and 
sufficient support and 
challenge to ensure 
progress by setting 
appropriate goals and 
targets for all children.  

Effectively apply the 
curriculum at key stage 
level and understand 
the full curriculum of 
the school. Establish 
expectations and a high 
level of challenge and 
support to ensure 
progress by setting 
appropriate goals and 
targets for all children.  

Provide support and 
advice to others 
beyond own year 
group/ department e.g. 
through planning and 
leading staff INSET. 

Develop the skills of 
others, particularly ITT 
pupils, to enable them 
to be able to inspire, 
motivate and challenge. 

Have a significant 
impact on the work of 
others to improve 
teaching across the 

Demonstrate best 
practice and lead the 
setting of high 
expectations to 
motivate, inspire and 
challenge all pupils 

Establish, review 
and improve 
systems  that 
contribute to high 
expectations which 
inspire, motivate 
and challenge pupils. 
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school. 

2. Promote good 
progress 

and outcomes by 
pupils 

ALL – be accountable for pupils’ attainment, progress and outcomes 

ALL – encourage pupils to take a responsible and conscientious attitude for their own work and study  

Use knowledge of all 
groups of pupils’ 
capabilities and prior 
attainment to ensure 
that almost all pupils, 
achieve in line with 
academy expectations. 

Use knowledge of all 
groups of pupils’ 
capabilities and prior 
attainment to ensure 
that all pupils make 
good progress as a 
minimum and outcomes 
are in line with 
academy expectations.  

All pupils achieve in line 
with academy 
expectations meeting 
individual targets. Some 
pupils exceed academy 
expectations and 
targets.     

Demonstrate best 
practice in using 
knowledge of all groups 
of pupils’ capabilities 
and prior attainment to 
plan consistently to 
achieve good and 
outstanding teaching to 
build on these 

Share best practice 
and support 
colleagues as 
required in using 
knowledge of all 
groups of pupils’ 
capabilities and prior 
attainment. This will 
lead to planning 
consistently to 
achieve good and 
outstanding 
teaching to build on 
these 

Develop and manage 
appropriate 
intervention 
strategies that 
support outstanding 
progress.  

3.Demonstrate 
good subject and 
curriculum 

ALL – demonstrate an understanding of and take responsibility for promoting high standards of literacy, numeracy and SMSC 

Know and understand Play a more prominent Take a lead in Contribute to the Establish, review 
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knowledge the curriculum at 
current year group 
level. This will be 
evidenced by use of 
subject knowledge 
during teaching. 
Demonstrate high 
standards of literacy; 
articulacy and the 
correct use of standard 
English regardless of 
specialist subject. Know 
who the subject experts 
are within the academy 
and use their support. 

role within designated 
curriculum team, e.g. 
development of 
curriculum. 

Access advice and adapt 
practice; feeding back 
to the SLT to improve 
teaching and learning. 

significant subject area, 
including developing 
and evaluating the 
subject. 

development of 
schemes of work so that 
literacy, numeracy and 
SMSC is integral to the 
curriculum. Cross 
curricular opportunities 
and learning power 
skills are built explicitly 
in curriculum 
development.   

and improve 
systems for 
demonstrating best 
practice in providing 
learning 
opportunities in 
literacy, numeracy, 
SMSC and learning 
power. 

4.Plan and teach 
well-structured 
lessons  

ALL – Promote a love of learning and pupils’ intellectual curiosity – pupils should be actively engaged and independent.  

With structured support 
and mentoring, most 
lessons are showing 
good elements 
including effective use 
of lesson time; 
engagement of 
children; effective 
questioning; Clear 
feedback within the 
lesson leading to 
progress by all groups.  

All lessons are above 
the R4 standard. 

Lessons are starting to 
highlight areas of 
excellence and these 
areas are shared with 
others within school. 

Whole academy 
responsibility is taken 
for modelling and 
developing other 
teachers to improve 
teaching across the 
academy. 

Areas of excellence 
are shared across 
the Trust and the 
development of 
teaching and 
learning is 
supported across 
hubs and the trust. 

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

ALL - Have a secure understanding of how a range of factors can inhibit pupils’ ability to learn, and how best to overcome these. 

ALL – demonstrate an awareness of the physical, social and intellectual development of pupils and know how to structure 
teaching to support and challenge pupils at different stages of development.  

Have a clear 
understanding of the 
needs of all pupils 
including those with 
SEN; those of high 
ability; those with EAL 
and be able to use and 
evaluate different 
teaching approaches to 
engage and support 
them 

Use current research to 
ensure that they have a 
clear understanding of 
the needs of all groups 
of pupils. 

Be engaged in action 
research across the 
school or trust. This will 
support the 
understanding of how 
different pedagogy 
approaches support the 
accelerated progress of 
different groups of 
pupils.  

Demonstrate best 
practice in effective use 
of a range of different 
teaching approaches to 
engage and support the 
progress of groups of 
pupils. 

Lead and share best 
practice across the 
school and Trust. 
Support colleagues 
as appropriate to 
enable them to use 
different teaching 
approaches to 
engage and support 
all pupils 

6.Make accurate 
and productive use 
of assessment 

ALL: Know and understand how to assess the relevant subject and curriculum areas, including statutory assessment 
requirements 

With significant 
support, know and 
understand how to 
assess relevant subjects 
and curriculum areas. 
Make use of formative 
and summative 
assessments to secure 
pupil progress. Use 
relevant data to 
monitor progress, set 
targets and plan 

Gain greater skill in use 
and manipulation of 
data to support more 
specific groups. Use 
national assessment 
data for comparison.  

Understand and utilise 
whole school data to 
ensure impact on 
teaching and learning. 
Assess pupils against 
the R4 dispositions and 
other success measures. 

Monitor progress in 
curriculum areas and 
year groups. Use 
awareness of RAISE 
online data to impact 
on teaching and 
learning of specific 
groups across the 
academy. 

Establish, review 
and improve 
systems for best 
practice assessment 
across the school to 
support colleagues 
as required to 
enable them to 
make use of 
formative and 
summative 
assessment to 
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subsequent lessons. 
Give pupils regular 
feedback orally and 
through accurate 
marking and encourage 
pupils to respond to 
feedback.   

secure outstanding 
progress. 

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

ALL-  Have clear rules and routines for behaviour in classrooms and take responsibility for promoting the Astrea dispositions both 
in classrooms and around the school. 

ALL-  Consistently role model the Astrea core value partners throughout your professional life. 

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

ALL-Manage classes effectively, using approaches which are appropriate to pupils’ needs in order to involve and motivate them. 

ALL- Maintain good relationships with pupils, exercise appropriate authority act decisively when necessary. 

8. Fulfil wider 
professional 
responsibilities  

ALL- Make a positive contribution to the wider life and ethos of the school 

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

ALL - Deploy support staff effectively. 

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

ALL - Have a professional interest in the most recent research evidence and use this to inform classroom practice. 

ALL - Communicate effectively with parents with regard to pupils’ achievements and well-being. 
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PART 2 – Personal & 
Professional 
Conduct 

ALL – Teachers uphold public trust in the profession and maintain high standards of ethics & behaviour, within and outside of 
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.  
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Appendix 3 – Professional Development Opportunities  

 

 

Professional 
Development  

 Teacher: …………………………………………………………… Pay Point …………………… Date ………………………………   

The objectives set must be such that, if they are achieved, they will contribute to: a) Improving the 
education of pupils at the school; and b) The implementation of any plan of the governing body 
designed to improve that school’s educational provision and performance. This document should 
be discussed with the teacher and should be focused on developing an aspect of leadership and 
management relating to the stage they are at in their career. No matter what career stage the 
teacher is at, we always want to be investing in leadership development.    

Please highlight in GREEN all the experiences, courses and opportunities that you have already 
had during your career. (Work through it column by column.)  

Then identify in PINK no more than 3 things you would like to achieve during the next year.  This 
can be discussed with your team leader in the Performance Management meeting.  

 NQT / M1 – 
M3  

M4   -  M6  UPS1   -UPS 3  TLR  LEADERSHIP  
SPINE  

 

Be an 
observer at a 
leadership 
team 
meeting 
followed by 
feedback.   

Review a 
school policy 
and present it 
to the 
Leadership 
team.  

Write a new 
policy through 
consultation 
and review, & 
present  

to staff and 
governors.  

Make a 
significant 
contribution to 
the production 
and  
implementation 
of a clear, 
evidence-based 
Action plan.  

Make a 
significant 
contribution to 
a school change 
team to 
improve an 
aspect of 
school.   

Write a SEF 
summary 
report on 
one of the 
main areas 
and present 
to the 
leadership 
team.   

Shape and 
populate a 
priority area 
on an aspect 
of the SDP.  

Contributing 
in Curriculum 
Planning 
meetings and 
PPA to 
planning and 
preparing 
resources.   

Lead on one 
aspect of 
School Self 
Evaluation. 
E.g. behaviour 
monitoring. 
and report to 
the leadership 
team.   

Lead on one aspect of School Self 
Evaluation.  

E.g. behaviour monitoring. and 
present a written report to the 
executive leadership team.  

Attend the 
“Overall 
Effectiveness of 
the Year” 
annual 
governors 
meeting and 
contribute to 
content as 
required.  

Present at 
the ‘Overall 
Effectiveness 
of the Year’ 
annual 
governors 
meeting and 
generate 
content.   

Develop the 
vision of  local 
Teaching 
School 
Alliance and 
contribute to 
action 
planning.  

Keep a 
reflective 
journal 
reflecting on 
your practice 
and share 
with your 

Using research 
to reflect on 
your practice 
and share this 
with your line 
manager.   
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mentor/line 
manager.   

 

Lead year 
group/phase 
team by 
chairing PPA 
sessions for 
one term, 
with 
feedback 
from your 
year group 
leader.   

Visit another 
school and 
give feedback 
to a group of 
staff about 
what you have 
seen and 
learned.   

Conduct a 
paired learning 
walk and 
feedback 
session.   

Conduct a 
paired lesson 
observation of 
other teachers 
and share the 
feedback 
session.   

Make a 
significant 
contribution to  
appraisals for 
Teaching 
Assistants and 
lead a  team of 
TAs.   

Lead 
Performance 
Management 
for teachers.   

Visit other 
schools to talk 
with 
Principals 
about 
differing 
approaches to 
teaching and 
learning and 
feedback to 
the 
Leadership 
Team.  

Lead a 
meeting with 
the Teaching 
Assistants 
who work in 
your room to 
share and 
discuss pupil 
progress 
information.   

Lead a 
meeting with 
the Teaching 
Assistants who 
work in your 
Year group by 
chairing 
regular 
meetings to 
discuss 
children’s 
progress.   

Contribute to 
and write 
aspects of the 
provision map 
for you year 
group and 
share with 
your year 
group.   

Conduct a 
paired lesson 
observation of 
teaching 
assistants in 
your team and 
share a 
feedback 
session.   

Make a 
significant 
contribution to 
the design and 
implementation 
of plans to 
deploy adults 
and volunteers 
across the 
school to target 
the needs of 
specific 
children.  

Work 
alongside the 
Principal to 
scrutinise 
planning and 
children’s 
work to 
evaluate the 
learning of 
the children 
and give 
feedback to 
staff.   

Work with 
other staff to 
design and 
create 
content for 
the  

Teaching and 
Learning 
teams.   

Attend and 
contribute to 
all Teaching 
and Learning 
team 
meetings.   

   

 

Lead a whole 
Year Group 
assembly.   

Lead a whole 
school 
assembly and 
have 
feedback.   

Make a 
contribution to 
an aspect of 
staff induction 
e.g. 
contributing to 
a session with 
trainee 
teachers/NQT’s 
about an 
aspect of 
school policy  

Make a 
significant 
contribution to 
a  

Teaching and 
Learning team 
with teachers 
and receive 
feedback and 
coaching.  

Make a 
significant 
contribution to 
a staff meeting 
or a CPD 
session across 
two or more 
schools.   

Be coached 
by another 
senior leader 
in school or   

a member of 
the   

Leadership 
Team.  

Train as an 
accredited 
facilitator 
with the 
National 
College or 
Third Wave to 
deliver 
training in 
Astrea.   



Page 20 of 47 

Shadow a 
middle leader 
who has 
responsibility 
for an area of 
leadership in 
the school.   

Make a 
contribution 
to an area in 
school and 
make 
improvements 
over the 
course of the 
year.   

Be an observer 
of an 
experienced 
leader  

leading a line 
management 
meeting.   

Line manage 
other staff.  

Line manage 2 
or more staff.  

Line Manage 
a team of 
staff in the 
school.   

Make a 
significant 
contribution 
to the line 
management 
of staff from 
across more 
than one 
school.  

Seeking out 
and taking 
advice from 
leaders in the 
school about 
your practice.   

  

 

Leading all 
the adults in 
your room 
when 
implementing 
school policy 
or advice 
given.   
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 Work with 
the year 
group leader 
to prioritise 
spending in 
your year 
group.  

Work with the year 
group leader to 
prioritise the 
deployment of adults 
and volunteers to 
support children who 
are eligible for Pupil 
Premium.   

Monitor 
and 
evaluate 
the range, 
quality and 
use of 
resources 
and review 
to improve 
the quality 
of 
education 
for all pupils 
and provide 
value for 
money.  

Make a significant 
contribution to 
the management 
of a  

specific area of 
the school’s 
budget e.g. cost 
centre for outdoor 
learning 
resources.  

Make a 
significant 
contribution 
to the 
submission 
of a  

bid for 
school based 
improvement 
project e.g. 
Awards for 
All,  

Be involved 
in budget 
setting and 
strategic 
financially 
planning for 
the school.   

Work with the 
school business 
director to 
generate a 5 
year financial 
plan.   

Respond 
promptly to 
all deadlines 
and requests 
made by 
email. Use 
email 
effectively to 
communicate 
with people 
across the 
school.  

Work with your year 
group leader to write 
a risk assessment for 
an educational visit 
out of school.   

Work with 
the 
Governors 
to 
undertake a 
Health and 
Safety Walk 
and observe 
the 
feedback.   

Be involved in the 
recruitment 
process for a new 
member of 
teaching assistant 
staff.   

Be involved 
in the 
recruitment 
process for a 
new teacher.   

Shadow a 
leader 
through a 
formal 
warning of a 
pupil an 
exclusion, a 
racial 
incident, a 
parental 
complaint, a 
bullying 
issue and a 
safeguarding 
issue.    

Contribute to a 
business plan to 
generate income 
for the school.  

Inform 
school office 
and 
leadership 
team of all 
dates and 
events, and 
them to the 
school 
calendar and 
newsletter.   

Contribute to an 
after school club.   

Work with a 
more 
experience 
leader 
introducing 
timetables 
and logistic 
plans.   

Shadow a 
member of the 
leadership team 
for ½ day per 
term.   

Make a 
significant 
contribution 
to a cross-
school STAR 
team or  

Astrea SKYPE  

discussion 
group or 
cross-school 
moderation.   

Attend all 
Wider 
Leadership 
Team 
meetings 
and 
contribute to 
agendas and 
minutes.   

Shadow a 
member of the 
another Astrea 
leadership team 
for 1 day per 
term.  

 

Give peer to 
peer 
feedback 
through 
Teaching and 

Attend a full 
Governors meeting 
as an observer.   

Attend a 
committee 
of the 
Governing 
Body as an 

Observe Ofsted 
trained or 
experienced 
senior leader 
giving feedback 

Observe 
teaching and 
give 
feedback 
using video 

Present to 
Governors 
and other 
stakeholders 
on aspects of 

Serve on Alliance 
Team of local 
Teaching School.   
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Learning  
teams. 
Observing 
each other 
and 
evaluating 
learning 
together.   

observer.   following shared 
lesson 
observation.   

footage with 
senior leader 
present to 
give 
feedback on 
successes of 
approach 
used.  

school 
development 
plan and the 
impact of 
the work of 
the school.  

Give 
feedback to 
TAs in your 
classroom on 
their 
contribution 
to children’s 
learning and 
deal with any 
minor issues 
as they arise.  

Mentor a trainee 
teacher  

e.g. first solo 
placement.   

Give 
feedback to 
TAs in your 
year group 
on their 
contribution 
to children’s 
learning 
through 
provision 
map work 
or IEP work.   

Make a significant 
contribution to 
the mentoring of 
an NQT or School 
Direct trainee for 
a year.  

Lead 
moderation 
for a group 
of teachers 
within own 
school.   

Shadow a 
leader 
holding a 
member of 
staff to 
account 
about a 
performance 
issue.  

Shadow member 
of Leadership 
Team on serious 
staffing issue e.g. 
misconduct or 
capability.   

 

Contribute to 
writing a 
letter to 
parents or 
contribute to 
the 
newsletter / 
website.  

Contribute to 
developing/delivering 
a workshop for 
parents on an aspect 
of the curriculum.   

Work with 
the parent 
council to 
gain 
feedback on 
an aspect of 
school.   

Contribute to CIN, 
CP or TAC group 
sharing concerns 
and ideas with 
other colleagues 
from wider 
community   

Lead in 
organisation 
of significant 
school event 
e.g. open day 
or transition 
day.  

Lead in the 
organisation 
of CPD 
events for 
other 
schools.  

Contributes to 
the development 
of the education 
system by, for 
example, sharing 
effective 
practice, working 
in partnership 
with other 
schools and 
promoting 
innovative 
initiatives.  

Write and 
produce a 
class 
assembly.  

Lead on an aspect of 
fundraising either 
with the PTA or for a 
charity.    

Work with 
the Family 
Support 
worker/PTA  
to put on a 
family event  

Make a significant 
contribution to a  
Nativity/Christmas 
/end of term 
production.  

Take 
responsibility 
for directing 
end of year 
production.  

Work with 
community 
action group 
e.g steering 
group or 
another 
governing 
body.  

Organises a 
range of 
communitybased 
learning 
experiences for 
parents and 
families.   
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Appendix 4 – Self-review documentation 

 

• Teachers Standards Audit and Professional Development Objectives Planner 

• Teachers’ Self-review Questionnaire 
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Teachers’ Appraisal Self-Review Questionnaire 

 

Name:    ___________________________________ 

Date:    ___________________________________ 

Line manager / appraiser:  ___________________________________ 

 

 

 

 

 

 

 

Attitude

Leadership

Subject 
knowledge

Educational 
Context

Systems

Teaching and 
Learning

Professional 
Skills

Educational 
theory and 

research

Subject specific  
knowledge

Interpersonal 
skills

Examination/
assessment 

framework

National 

developments in 

education  

Organisation & 
time 

management

Leadership 
Capabilities

Career Stage 
Leadership

School 
Development 
and Strategic 

Plan

School Data

School 
Procedures

Curriculum 
Knowledge

Classroom 
Structures

Assessment for 
Learning

Providing 
challenge and 

support

ICT

Literacy and 
Numeracy

Nurturing 
effective 
learners

Using data to 
target 

intervention

Coaching

Managing 

others

Self- awareness

Middle 
leadership

Senior 
leadership

Safeguarding

Class level data 
(SEND)

Best 
practice 

approaches to 

subject 
teaching

School- based 
action research

Assessment 
Criteria 

(school and Ofsted)

National 
achievement 

measures
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The following questionnaire should be completed prior to your appraisal meeting and shared with your line 

manager at least 24hours before the meeting. The purpose of the questionnaire is to support the development 

process and help you and your line manager to identify areas of development and support. The questionnaire 

will be used to generate discussion and will not contribute towards evidence collected throughout the 

appraisal process.  

 

For each of the 25 statements put an ‘x’ on the scale from 1-10. (1= strongly disagree 10 = strongly agree). 

There is room for additional comments under each question. 

 

The diagram above illustrates the knowledge, skills and attributes of the profession. In addition to the 

questionnaire, you may mark off aspects of the diagram to discuss with your line manager. 

 

 

1. I have a positive attitude towards my role and responsibilities within my school. 

 
                 

Comment: ______________________________________________________________________ 

 

2. I show commitment and dedication to my role and always try my best 
 

 

 

Comment: ______________________________________________________________________ 

 

 

3. I am ambitious and seek opportunities for professional development and career progression 
 

 

 

Comment: ______________________________________________________________________  
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4. I am actively engaged in developing my knowledge and skills around my own classroom practice 

 

 

Comment: ______________________________________________________________________ 

 

 

5. I have high expectations of all pupils in my class and adopt techniques to ensure every pupil is 
provided with the right level of challenge and support 

 

 

Comment: ______________________________________________________________________ 

 

 

6. I use questioning, marking and feedback and collaborative learning techniques well to ensure all 
pupils make good progress. 

 

 

Comment: ______________________________________________________________________ 

 

 

7. I use a range of techniques well to help my pupils develop the necessary customs, competencies and 
character to be effective learners 

 

 

Comment: ______________________________________________________________________ 
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8. I adopt classroom strategies and structures that are effective in helping my pupils learn 
 

 

 

Comment: ______________________________________________________________________ 

 

 

9. I have a good subject knowledge in all areas of the curriculum I teach 
 

 

 

Comment: ______________________________________________________________________ 

 

 

10. I keep up to date with relevant developments in my subject area 
 

 

 

Comment: ______________________________________________________________________ 

 

11. I am fully aware of the requirements of the national curriculum relevant to my phase/subject. 

 

 

Comment: ______________________________________________________________________ 
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12. I am fully aware of the examination / assessment framework and how to support my pupils to meet 
the assessment criteria. 

 

 

Comment: ______________________________________________________________________ 

 

13. I know the best ways to deliver and teach my subject 
 

 

 

Comment: ______________________________________________________________________ 

 

 

14. I am organised and manage my time well 
 

 

 

Comment: ______________________________________________________________________ 

 

15. I manage my professional relationships with others well 
 

 

 

Comment: ______________________________________________________________________ 
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16. I am competent in the necessary ICT skills to carry out my role effectively. 
 

 

 

Comment: ______________________________________________________________________ 

 

17. I have the necessary leadership skills to carry out my role effectively 

 

 

Comment: ______________________________________________________________________ 

 

 

18. I understand school systems and am able to use them effectively in my role 
 

 

 

Comment: ______________________________________________________________________ 

 

19. I understand school data and around pupil progress, attainment and achievement 
 

 

 

Comment: ______________________________________________________________________ 
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20. I am able to use pupil data effectively to direct my teaching, guide interventions and help pupils 
achieve their targets 

 

 

 

Comment: ______________________________________________________________________ 

 

 

21. I am fully aware of the school’s priorities and targets outlined in the school development and strategic 
plan and those pertinent to my specific area/phase/department.  

 

 

 

Comment: ______________________________________________________________________ 

 

22. I am able to identify those pupils in my care with special educational needs and understand how I can 
support them. 

 

 

 

Comment: ______________________________________________________________________ 

 

23. I am able to explain the school’s safeguarding and health and safety procedures 
 

 

 

 

Comment: ______________________________________________________________________ 
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24. I am familiar with and keep up to date with important educational research and literature 
 

 

 

Comment: ______________________________________________________________________ 

 

 

25. I am familiar with recent developments in the UK education system including government policy and 
guidance relevant to my school and me. 

 

 

  

Comment: ______________________________________________________________________ 
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Appendix 5 – Annual targets and Action Plan 

For year commencing: 20xx – 20xx  

Name  ………………………………………..………………………………………..  Date: ……………………………………….. 

Target 1: 

(Should be SMART  specific; 

measurable; achievable; 

realistic & time-related) 

 

Support: 

What resources, training or 

other help do you need? 

Is there a cost for training, 

travel etc.? 

 

Outcomes/impact: 

What will you have completed, 

improved, established? What 

will be the benefit to you and 

the school? Where possible 

link to school development 

plan 

 

Record of progress mid-year 

review point 

What progress have you made 

towards this target? 

 

Line manager comments  
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Target 1 End of year 

evaluation 

 

Line manager Comments  

 

Target 2: 

(Should be SMART  specific; 

measurable; achievable; 

realistic & time-related) 

 

Support: 

What resources, training or 

other help do you need? 

Is there a cost for training, 

travel etc.? 

 

Outcomes/impact: 

What will you have completed, 

improved, established? What 

will be the benefit to you and 

the school? Where possible 

link to school development 

plan 

 

Record of progress mid-year 

review point 

What progress have you made 

towards this target? 
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Line manager comments  

Target 2 End of year 

evaluation 

 

Line manager Comments  

 

Target 3: 

(Should be SMART  specific; 

measurable; achievable; 

realistic & time-related) 

 

Support: 

What resources, training or 

other help do you need? 

Is there a cost for training, 

travel etc.? 

 

Outcomes/impact: 

What will you have completed, 

improved, established? What 

will be the benefit to you and 

the school? Where possible 

link to school development 

plan 
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Record of progress mid-year 

review point 

What progress have you made 

towards this target? 

 

Line manager comments  

Target 3 End of year 

evaluation 

 

Line manager Comments  

 

Staff Signature: 

 

Line manager’s signature Principal’s signature 

Date 

 

Date Date 
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Appendix 6 – Self-evaluation against Career Stage Expectations 

Please complete a draft of this form and pass it to your line manager in advance of your appraisal 

review meeting. The form should be revised and completed after the meeting and passed to your line 

manager, together with a completed Annual Targets and Action Plan form, within 14 days. 

Name : Job Title 

  

Name of your Line Manager: Date of Appraisal Review Meeting 

  

Job Description 

I have attached a copy of my current job description  Please 
tick 

Before meeting – attach job description with any suggested changes / 

amendments  

After meeting – attach job description with agreed changes / amendments 
 

Review and comment on your performance in your role over the past year, and your 

progress in meeting your agreed targets. 

Consider the areas in the prompts below: 

• Are there any necessary alterations to job description (excluding teachers’ job 
description)? 

• List any significant achievements over the year (+ sources of evidence); 

• Give details of areas of strength (+ sources of evidence); 

• Give details of any areas of under performance; 

• Give details of areas for development or any training needs (+ suggested action); 

• Any other relevant factors (e.g. relationships with others, organisation of work, ICT skills, 
attendance and punctuality);  

• Comment on your performance in your pastoral role; 

• If you are a line manager – your role in the management of your staff’s performance and 
their development. 
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Evaluation against Career Stage Expectations.  

Copy the career stage expectations relevant to the relevant pay point linked to your appraisal 

in the left hand column and reference any evidence in the right hand column to support this 

standard. 

 

Pay scale: ________ 

  

  

  

  

  

  

  

Details of any training or development undertaken, with any comments about its impact on 

your job and how effective it has been 
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The future – the next 12 months and beyond 

• Give details of ideas, plans and discussed targets for the next 12 months. Those agreed 
should be recorded on the separate ‘Targets and Action Plan’ form 

• Give details of any particular areas of development and/or focus.  

• Support or training needed. 

• Give details of any career or job aspirations 

 

 

Observations and any other comments: 

Give details of any suggestions relating to the department / section / the school, concerning 

e.g. the way it is organised, the communication, staffing, resources and equipment etc. 

 

 

Any additional comments: 
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Line Manager’s comment: 

 

 

Principal / Astrea Executive board’s comment: 

 

 

 

 

 

 

Staff signature:  

Date  

Line manager's signature  

Date  

Principal Astrea Executive’s signature:  

Date  
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Appendix 7 – 4Learning Review and Improving Outcomes Process   

To assess the quality of teaching and learning as part of the Astrea Teacher Standards a holistic 
approach is used. Over time, four areas of focus are analysed to identify whether teachers are 
achieving the Astrea Teacher Standards in terms of their quality of teaching over time. Those areas 
of the Astrea Teachers Standards pertinent to the quality of teaching are highlighted in table 1 
below.  
 
 

The Astrea Teacher Standards for the Quality of Teaching  

• Teachers have a deep and up to date understanding of their subject/s and the curriculum 
they teach  

• Teachers take responsibility for pupil progress and outcomes relating to academic learning, 
character and learning power  

• Teachers are explicitly enthusiastic, passionate and positive in their practice  
• Teachers effectively engage learners through relevant, emotive and interesting learning 

opportunities  
• Teachers ensure pupils are able to develop a love of learning in a safe and positive 

environment  
• Teachers apply effective pedagogy within the classroom  
• Teachers set high expectations of  all learners  
• Teachers ensure learners are given the necessary guidance and support to manage difficulty 

and ensure they operate at their ‘challenge threshold’.  
• Teachers know the needs of all learners in their care and give every child the provision to 

ensure that they are able to achieve their potential.  
• Teachers use a high level questioning and feedback effectively to ensure all pupils make 

appropriate progress.   

  
The 4Learning Review is specifically focused on these standards and will provide supporting evidence 
for the school's appraisal process which, in turn, will draw on the full list of Standards to appraise 
that teacher.  
 
School leaders should refer to the 4Learning Review Guide for School Leaders document for 
detailed advice and support on how the 4Learning Review and Improving Outcomes Process should 
be implemented within school. A summary of these processes is outlined below.  
 The triangulation of the 4Learning Review Process is represented in Figure 2. Every member of 
teaching staff will take part in a 4Learning Review each academic year, which should be completed 
by February half-term. The process should be led by a senior leader, but middle leaders should be 
involved throughout to collect evidence.   
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4Learning Review Model  
 

  
 
In-lesson Learning - During the lesson, the reviewer will be looking at five key indicators of learning: 
engagement, challenge, questioning, and the learning structures used. Finally, a measure on overall 
learning will be given. These five indicators will be scored on a sliding scale for the effectiveness of 
each category. The purpose of this approach is to avoid a box ticking exercise and allow the reviewer 
to focus on the lesson rather than form filling. These scales along with specific notes on aspects of 
the lesson will form the basis of a coaching conversation between the reviewer and the teacher 
immediately or shortly after the lesson where areas for development and excellence can be 
identified.  See Appendix C Form A1 and A2.  
 
Pupil Voice - During the learning review a number of children will be spoken to about their learning 
this academic year. Form 2 in Appendix C outlines a common set of questions used as part of this 
process. The focus of these interviews is about the child and their learning.  
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Pupils Work - All work can be considered during the review to identify progress. A sample of books 
will also be brought to the coached feedback where reviewer and reviewee will discuss the evidence 
across a range of work and a sample representative of those pupils taught by the teacher. See 
Appendix C Form 3.  
 
Progress Data - The reviewer will consider the progress data presented for the class by the teacher. 
This will be looking at the pupils' progress in the current academic year and current Key Stage. All 
relevant information will be taken into account to contextualise the performance of the classes 
being reviewed. Relevant performance data should be presented in Form 4.  
 
Outcomes of the 4Learning Review  
Through the 4Learning model, teachers will either be identified as meeting the standard or working 
towards the standard. Every teacher can be better at what they do and the key to this process is to 
help reviewers and teachers come together to collaboratively identify these areas and put in place 
an agreed set of actions for improvement. Where teachers are meeting the Astrea standards this will 
be achieved through self-reflective practice and annual professional enquiry. Where teachers have 
been assessed as working towards the Astrea Teacher Standard, they will take part in the Improving 
Outcomes Process, an informal six-week action plan with up to six weeks of support to help the 
teacher achieve the Astrea Standard for the Quality of Teaching. Areas of Development and areas of 
Excellence - No matter what stage of our career we are at, we are all learners and personal reflection 
and improvement is an expectation of all Astrea teachers.  
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4Learning Model Outcomes 
 

 
 

 
 
 
Improving Outcomes Process  
The Improving Outcomes Process is to be used when The 4Learning Review indicates that a teacher 
is working towards the Astrea Standard for the Quality of Teaching. Where concerns are raised 
through the appraisal process that do not relate to teaching and learning but some other aspect of 
professional conduct the Teachers’ Support Form should be used to set specific targets, success 
criteria and the support to be provided by the school or Astrea. This six-week process is not formal 
and stands outside of formal capability procedures.  The process is intended to be supportive and is 
based on robust systems of support and guidance to enable teachers to improve their practice.  
   
The 4Learning process is a holistic review that triangulates evidence from four areas: In-lesson 
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observation, student voice feedback, pupils’ work and class data. Where the overall review indicates 
that the teacher has met the Astrea Standard for the Quality of Teaching but there was significant 
weakness identified during the lesson observation, a follow-up observation should be offered to the 
teacher. However, this will not trigger the Improving Outcomes Process if the second observation is 
judged to have met the Astrea Standard for Quality of Teaching.  
 
Where the triangulation of information through the 4Learning Process found the teacher to be 
working towards the Reacvh4 Standard for the Quality of Teaching a follow-up lesson observation 
will be the first part of the six-week process.  A comprehensive explanation and guidance on the 
Improving Outcomes Process can be found in the 4Learning Review Guide for School Leaders. A 
summary of this process is show below. 
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Appendix 8 – Teachers’ Support Form 

 

 

  

Astrea Teachers’ Support Form 

Objectives 

 Make reference to 
specific Teacher 
Standard where 
appropriate. 

Success Criteria 

How will you 
know if you have 
met this 
objective?  

What do you need to do 
to help you meet this 
objective?  

Specific support from the 
organisation that will 
help you meet this 
objective 

Evidence Base  

What will you specifically 
monitor and keep 
evidence of in relation to 
this objective? 

Objective 1 –  

 

 

   

Objective 2 – 

 

   

Objective 3 –  
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Appendix 9 – Pay Progression recommendation/outcome form   

  

  

Name of member of  

staff  

  

Appraiser     

Date     

  

Performance management  

Agreed appraisal objectives  Objective met  Progress toward 
objective  

Objective not me  

1        

2        

3        

  

Recommendation on pay progression  

This recommendation is made with regard to the results of the most recent appraisal/s  

I recommend salary 
progression of 1 point  

  

  

I do not recommend 
salary progression for 
the following reasons  

  

  

   

I recommend 
accelerated salary 
progression of 2 
points for the 
following reasons  
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  Signature   Date   

Appraisee       

Appraiser       

HT  (if not the appraiser)      
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