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Mental Health and Wellbeing Statement: 
 
Yewstock school aims provide a working environment that promotes and supports the mental health 
and wellbeing of everyone in our school community.  
 
All school policies are reviewed to ensure that each policy reflects our commitment to the protection 
and promotion of the mental health and wellbeing of all and that we will strive to improve the 
mental health environment and culture of Yewstock School. 
  
Promoting and protecting the mental wellbeing of children, families and staff is important for 
physical health, social wellbeing and productivity. Mental health at Yewstock is relevant to all and 
everyone can contribute to improved wellbeing.  

 

 

Appraisal arrangements are set out in the Education (School Teachers’ Appraisal)  

(England) Regulations 2012 (the Appraisal Regulations).  

 

Definitions 

Performance Management looks at an employee's performance keeping in mind the present and the 

future. Performance Appraisal evaluates the employee's performance based on how he/she has 

performed in the immediate past. 

 

Purpose 

This policy sets out the framework for a clear and consistent assessment of the overall performance 

of teachers and for supporting their development within the context of the school’s plan for 

improving educational provision and performance, and the standards expected of teachers. It also 

sets out the arrangements that will apply when teachers fall below the levels of competence that are 

expected of them. This policy applies to the headteacher and to all teachers employed by the school, 

except those on contracts of less than one term or those undergoing induction (i.e. ECTs), or 

teachers on capability procedures. 

Appraisal in this school will be a supportive and developmental process designed to ensure that all 

teachers have or fully develop the skills and access to support they need to carry out their role 

effectively. It will help to ensure that teachers are able to continue to improve their professional 

practice and to develop as teachers. The appraisal procedure will be used also to address any 

concerns that are raised about a teacher’s performance. If concerns are such that they cannot be 

resolved through the appraisal process, there will be consideration of whether to commence the 

capability procedure. 

 

 

 



The appraisal period  

The appraisal period will run for 12 months, normally from October to October. For teachers on 

fixed-term contracts of less than 12 months, the appraisal period will be determined by the duration 

of their contract.  

Where a teacher starts their employment at the school/academy part-way through a cycle, the 

headteacher or, in the case where the employee is the headteacher, the governing body shall 

determine the length of the first cycle for that teacher, with a view to bringing his/her cycle into line 

with the cycle for other teachers as soon as possible. 

Where a teacher transfers to a new post within the school part-way through a cycle, the 

headteacher or, in the case where the employee is the headteacher, the governing body shall 

determine whether the cycle shall begin again and whether to change the appraiser. 

 

Appointing appraisers  

All appraisers of teachers, other than those appraising the headteacher, will be teachers and will be 

suitably trained. 

Headteacher  

The headteacher will be appraised by the governing body, supported by a suitably skilled and/or 

experienced external adviser appointed by the governing body for that purpose. The task of 

appraising the headteacher, including the setting of objectives, will be delegated to a sub-group 

consisting of normally three members of the governing body. Where a headteacher is of the opinion 

that any of the governors appointed by the governing body is unsuitable to act as his/her appraiser, 

he/she may submit a written request for that governor to be replaced, stating the reasons for the 

request. 

Teachers  

The choice of appraiser is for the headteacher. Where teachers have an objection to the 

headteacher’s choice, their concerns will be carefully considered and, where possible, an alternative 

appraiser will be offered. All appraisers appointed by the headteacher will be qualified teachers and 

will have current or recent teaching experience. Where it becomes apparent that the appraiser 

appointed by the headteacher will be absent for the majority of the appraisal cycle, the headteacher 

may perform those duties him/herself or delegate those duties to another teacher for the duration 

of that absence. If the headteacher appoints an appraiser who is not the teacher’s line manager, the 

appraiser to whom he/she 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. Where a teacher is experiencing difficulties and the headteacher is not the appraiser, the 

headteacher may undertake the role of appraiser. See also section below on teachers experiencing 

difficulties. 

 

Appraisal procedures 

Self-assessment 



The appraisal cycle for each teacher will begin with a self-assessment exercise which will give 

teachers an opportunity to independently review their performance from the year before, to 

celebrate their achievements and their contribution to the work of the school, to reflect on 

identified areas for development, and to be proactive in considering their CPD needs for the coming 

cycle and how these can be practically achieved. This will be recorded in the appraisal document. 

Objective setting 

The headteacher’s objectives will be set by the governing body after consultation with the external 

adviser. The governing body has a duty to have regard to the work-life balance of the headteacher 

and objectives will reflect this. 

Teachers’ objectives will be set before, or as soon as possible after, the start of the appraisal period.  

Objectives will: 

• Consist of one target in each of the three areas: Pupil Progress, Professional Development, 

and Whole-School; teachers with additional responsibilities will have one additional target 

related to their role in that area of responsibility 

• Contribute to improving the education of pupils at the school and the implementation of any 

school improvement plans.  

• Be rigorous and challenging 

• Be specific, measurable, achievable, realistic and time-bound (SMART) 

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

• Take account of the teacher’s professional aspirations and any relevant pay progression 

criteria, including preparation for threshold application  

• Reflect the need for a satisfactory work-life balance Be revised if circumstances change 

throughout the year  

Though appraisal is an assessment of the overall performance of teachers and the headteacher, 

objectives cannot cover the full range of a teacher’s roles or responsibilities. Objectives will, 

therefore, focus on the priorities for an individual for the cycle. 

The appraiser and appraisee will seek to agree the objectives. Objectives may be revised if 

circumstances change. Should the objectives not be agreed, the final decision on allocation of 

objectives rests with the headteacher. 

Standards 

Before, or as soon as practicable after, the start of each appraisal period, each teacher will be 

informed of the standards against which their performance in that appraisal period will be assessed. 

Teachers will be assessed against the appropriate set of standards contained in the document 

Teachers’ Standards published in July 2011. The headteacher will need to consider whether certain 

teachers should be assessed against other sets of standards published by the Secretary of State for 

Education or other bodies that are relevant to them. For qualified teacher learning and skills (QTLS) 

holders, that may include the overarching professional standards for teachers in the lifelong learning 

sector, held by the Learning and Skills Improvement Service. 

Post threshold teachers (also known as Senior Teachers) are expected to continue to meet the 

teachers’ standards; broaden and deepen their professional attributes, knowledge, understanding 

and skills; make a distinctive contribution to raising standards across the school; act as role models 

for teaching and learning and provide regular coaching and mentoring to less experienced teachers. 



Post threshold teachers are expected to be highly competent in all elements of the relevant 

standards and their achievements and contributions to the school are expected to be substantial and 

sustained. 

In this school, this means: 

• highly competent: the teacher’s performance is assessed as having excellent depth and 

breadth of knowledge, skill and understanding of the Teachers’ Standards in the particular 

role they are fulfilling and the context in which they are working. 

• substantial: the teacher’s achievements and contribution to the school are significant, not 

just in raising standards of teaching and learning in their own classroom, or with their own 

groups of children, but also in making a significant wider contribution to school 

improvement, which impacts on pupil progress and the effectiveness of staff and colleagues. 

• sustained: the teacher must have had two consecutive successful appraisal reports in this 

school and have made good progress towards their objectives during this period 

(exceptions: e.g., maternity/sick leave). They will have been expected to have shown that 

their teaching expertise has grown over the relevant period and is consistently good to 

outstanding. 

Pay progression consideration 

Where teachers are eligible for pay progression, the recommendation made by the appraiser will be 

based on the assessment of their performance against the agreed objectives. The decision made by 

the relevant decision-making body will be based on the statutory criteria and guidance set out in the 

school teachers’ pay and conditions document (STPCD) and the relevant teacher standards. The 

governing body has agreed the pay policy of the school and has considered the implications of the 

appraisal policy with respect to the arrangements relating to teachers’ pay in accordance with the 

STPCD. The governing body will ensure that decisions on pay progression are made by 31 December 

for head teachers and by 31 October for other teachers. 

 

Reviewing performance  

Objectives provide an important basis for assessing performance but they are not the sole criteria. 

Assessment may be based on evidence from a range of sources, for example: self-assessment, peer 

review, pupil progress, formal lesson observations, informal learning walks, curriculum planning 

scrutiny, pupil work scrutiny. 

Observation protocol 

This school 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 which 

can help us identify areas of good practice which can be shared 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 observation of classroom practice and 

other responsibilities is an important factor in assessing teacher performance. In this school, 

teachers’ performance will be regularly observed but the amount and type of classroom observation 

will depend on the individual circumstances of the teacher and the overall needs of the school. 

Classroom observation will be carried out by those with QTS and relevant experience and training. 



Observations will only be undertaken by those who have had adequate preparation and the 

appropriate professional skills to undertake observation and to provide constructive oral and written 

feedback and support, in the context of professional dialogue between colleagues. Paired 

observations (or learning walks) may occur on occasions involving headteacher, senior leaders, or 

school improvement partner. 

In addition to formal observation, the headteacher or other leaders with responsibility for teaching 

standards may “drop in” in order to evaluate the standards of teaching and learning and to check 

that high standards of professional performance are established and maintained. The length and 

frequency of “drop in” observations will vary depending on specific circumstances but should not 

normally be longer than 10-15 minutes. The frequency will depend on the individual teacher and the 

school’s needs at the time.  

Teachers can also request additional observations. If there are concerns that the teacher’s 

performance is not up to standard there may be additional lessons observations. 

Teachers (including the headteacher) who have responsibilities outside the classroom should also 

expect to have their performance of those responsibilities observed and assessed. 

All Teachers will receive feedback on any lesson observations. Teachers are able to discuss the 

observation judgements with their reviewer and to append written comments on the feedback 

document before signing it. 

Other evidence 

The range and level of evidence collected for appraisal and pay determination purposes will always 

be proportionate and minimise workload. 

Development and Support 

Appraisal is a supportive process which will be used to inform continuing professional development. 

The school wishes to encourage a culture in which all teachers 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. Teachers are expected to self-audit against the teachers’ standards to identify 

their strengths and areas to develop. 

The governing body will seek to ensure in the budget planning that, as far as possible, appropriate 

resources are made available in the CPD budget for any training and support agreed for teachers. 

Teachers should not be held accountable for failing to make good progress towards meeting their 

performance criteria where the support recorded in the beginning of year appraisal planning 

document has not been provided. However, teachers are equally expected to be proactive and 

professionally responsible in seeking and sourcing support for their own identified CPD needs. 

Feedback 

Constructive written feedback on performance will be provided to teachers on a timely basis 

throughout the year and as soon as practicable after observation has taken place. Feedback will 

highlight particular areas of strength as well as any areas that need attention. Where performance 

falls below the standards set out in the Standards for Teachers it may be appropriate to revise 

objectives, in which case it will be necessary to allow sufficient time for improvement. The amount 

of time allowed will be determined by the school but will reflect the seriousness of the concerns. 



Where support in achieving agreed levels of performance is required, the process outlined within 

Part B - Capability Procedure should be followed. 

 

Annual assessment 

Each teacher's performance will be formally assessed in respect of each appraisal period. In 

assessing the performance of the headteacher, the governing body must consult the external 

adviser. 

This assessment 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 and in a mid-year 

review meeting which will take place in the Spring Term. 

The appraisal meeting at the end point of the annual appraisal process will take place in the Autumn 

Term. In this meeting the appraiser will: 

• Review the relevant evidence 

• Assess performance in the appraisal period against the relevant standards 

• Assess performance in the appraisal period against objectives 

• Discuss the teacher’s professional development needs and identify action that should be taken 

• Discuss the teacher’s wellbeing, career aspirations and any difficulties they may be facing 

• If necessary, discuss the teacher’s underperformance and put a plan in place to address it. They 

should also inform the teacher that if performance does not improve, capability proceedings may 

begin, where applicable 

The teacher will receive as soon as practicable following the end of each appraisal period – and have 

the opportunity to comment on – an appraisal report. In this school, teachers will receive their 

appraisal reports within one week after the appraisal meeting but only once all information 

(required evidence and/or additional comments) have been received from the teacher. 

The appraisal report will include: 

• details of the agreed teacher’s objectives for the appraisal period in question 

• an assessment of the teacher’s performance of their role and responsibilities against their 

objectives and the relevant standards/criteria 

• an assessment of the teacher’s training and development needs and identification of any action 

that should be taken to address them 

• a rating of their performance through self-audit against the teaching standards 

• a recommendation on pay where that is relevant 

 

The assessment of performance and of training and development needs will inform the planning 

process for the following appraisal period. 



 

Teachers experiencing difficulties 

When dealing with a teacher experiencing difficulties, the objective is to provide support and 

guidance through the appraisal process in such a way that the teacher’s performance improves and 

the problem is, therefore, resolved. Where it is apparent that a teacher’s personal circumstances are 

leading to difficulties at school, support will be offered as soon as possible, without waiting for the 

formal annual assessment. 

 

Transition to capability 

If an appraiser, responsible for the appraisal of an individual teacher, is not satisfied with progress 

despite their having been a reasonable degree of additional support and guidance provided to the 

employee throughout the appraisal process, or if separate concerns have been identified outside of 

the appraisal cycle, the teacher will be notified verbally and in writing that the appraisal process will 

no longer apply and that their performance will be managed under the Capability Procedure. 

It is important that the appraiser responsible for that teacher’s performance management has taken 

all appropriate steps and measures to assist the person to address their performance. These 

measures should have been discussed with the teacher and should be recorded in the appraisal 

records as being offered and undertaken. Moving to the formal Capability Procedure is a serious 

step and both parties should be aware of the potential consequences. Please see our Capability 

Policy for further information. 

 

Confidentiality 

The appraisal process and relevant documents are strictly confidential. Only staff members who 

need the information in order to do their jobs will have access to the information. Appraisal 

information will be anonymised when information is reported to the governing board. Appraisal 

records will be kept securely in the teacher’s personnel file. 

 

Performance Management Flow Chart 

Preparation for Appraisal Meeting 

• Appraiser confirms date of appraisal with Appraisee 

• Appraiser sends Appraisee the beginning of year self-review form. The Appraiser signposts the 

Appraisee to the Teacher Appraisal & Performance Management Policy and Teacher Pay Policy 

(minimum of 5 working days prior to appraisal meeting) 

• Appraiser requests appraisee to complete self-assessment ahead of the appraisal meeting 

Phase 1 – Planning/Objective Setting 

• Appraiser to provide an overview of the School’s Teacher Appraisal & Performance Management 

Policy and Teacher Pay Policy 

• Beginning of year self-review form should be discussed 



• Teachers’ Standards summary audit completed and discussed 

• Performance Management objectives identified and agreed and beginning of year Appraisal 

document completed 

Phase 2 - Mid-Year Progress Review 

• Appraiser confirms date of Mid-Year Progress Review with Appraisee  

• Review existing Performance Management objectives – this will include appraisee 

comments on progress to date 

• Appraiser to provide feedback on performance to date 

• Review support and training taken place/underway/due to commence 

• Identify any changes that need to be made – reflect any changes to job role 

Phase 3 - End Year Annual Review 

• This takes place at the same meeting as the Autumn Planning/Objective Setting Appraisal meeting 

• Appraisee to provide an overview of year’s performance 

• Appraiser to provide an overview on year’s performance and complete appraisal form 

• Consideration given to collated monitoring evidence from across the year 

• Specific objectives discussed and graded 

• Outline recommendations in line with the Teacher Pay Policy 

 

Links with other policies 

This policy should be read in conjunction with our capability and pay policies.  

The capability policy will be used where this appraisal policy has not been able to address concerns 

with a teacher’s performance. It applies to all staff, not just teaching staff.  

The pay policy sets out how pay increases will be awarded, based on the results of a teacher’s 

appraisal.  

 

Standards 

Headteachers 

https://www.gov.uk/government/publications/national-standards-of-excellence-for-

headteachers/headteachers-standards-2020  

Teachers 

https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020
https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020


 



This policy should be read in conjunction with the Single Equality Policy.  The general equality duty 

requires that, in the exercise of their functions, schools must have due regard to the need to 

eliminate unlawful discrimination, harassment, victimisation and other conduct prohibited by the 

Equality Act 2010.  This should endeavour to advance equality of opportunity and foster good 

relations for all. 

 

Mental Health and Wellbeing Statement: 

Yewstock school aims provide a working environment that promotes and supports the mental 
health and wellbeing of everyone in our school community.  

All school policies are reviewed to ensure that each policy reflects our commitment to the 
protection and promotion of the mental health and wellbeing of all and that we will strive to 
improve the mental health environment and culture of Yewstock School. 

Promoting and protecting the mental wellbeing of children, families and staff is important for 
physical health, social wellbeing and productivity. Mental health at Yewstock is relevant to all and 
everyone can contribute to improved wellbeing.  

 

 


