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Performance Management Policy

Introduction

Aspire Multi-Academy Trust aims to deliver the highest outcomes for pupils. To achieve our vision,
staff appraisal within our academies will be a supportive and developmental process designed to
ensure that all employees have the skills and support needed to carry out their role effectively and to
help them improve their practice.

Revised appraisal arrangements for teachers came into force on 1 September 2012. They are set out
in the Education (Academy Teachers’ Appraisal) (England) Regulations 2012 (the Appraisal
Regulations) which replace the Education (Academy Teacher Performance Management) (England)
Regulations 2006 (the 2006 Regulations). Whilst academies are not required to abide by the 2012
Regulations, Aspire MAT has chosen to do so in the interests of best practice. We have also chosen
to implement performance management processes for all employees as a demonstration of the value
we place on everyone’s contribution to the success of our academies.

1. Definitions

1.1 The term “employee” refers to any member of the Aspire Multi-Academy Trust employed to
work at one of the member academies or in the central team.

1.2 The term “senior leader” refers to any member of teaching staff on the leadership scale, as
defined by the Academy Teachers’ Pay and Conditions Document, or a senior associate
employee in reference to associate staff.

1.3 The role of the Headteacher will be taken by the CEO/Chair of Local Governing Body for their
academy where the appraisal and or capability being reviewed is that of the Headteacher, or
in the case of the CEO of Aspire Multi-Academy Trust, by the appropriate personnel/committee
of the Board of Directors.

2. Purpose

2.1 This policy sets out the framework for a clear and consistent assessment of the overall
performance of employees covered by the Performance Management Policy and for
supporting their development within the context of the Trust's/academy’s plan for
improving educational provision and performance, and the standards expected of employees
in their respective roles.

2.2 This policy does not form part of any employee’s contract of employment and it may be
amended at any time following consultation.

3. Application of the policy

This policy applies to all employees of Aspire Multi-Academy Trust, except those on contracts of less
than one term, those teachers undergoing induction (i.e. NQTs) and those employees subject to a
probationary period.

4. The appraisal period

4.1 The appraisal period for all employees will run for twelve months from 1st September to 31°
August.
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4.2

4.3
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Employees who are employed on a fixed term contract of less than one year, but more than
one term, will have their performance managed in accordance with the principles underpinning
this policy. The length of the review period will be determined by the duration of their contract.

Where an employee starts their employment at Aspire Multi-Academy Trust part way through
a performance management cycle, the Headteacher or a nominated representative (or in the
case where the employee is the Headteacher, the CEO, or where the employee is the CEO,
the Board of Directors) shall determine the length of the first cycle for that employee, with a
view to bringing the cycle into line with the cycle for existing employees as soon as possible.

5. Appointing appraisers

5.1

5.2

The Headteacher will be appraised by the Local Governing Body in consultation with the CEO.
The CEO will be appraised by nominated representatives from the Board of Directors.

The Headteacher of each academy, (or in the case of employees employed to work in the
central function, the CEO), will decide who will appraise other employees covered by the
policy. The number of employees that any one person will appraise will depend on their role
and level of responsibility and will be monitored by the Headteacher/CEO (or their
representative). If the Headteacher/CEO appoints an appraiser who is not an employee’s line
manager, the appraiser to whom they delegate those roles will have an appropriate position
in the staffing structure, together with the necessary background knowledge, skills and training
to undertake the role.

6. Setting objectives

6.1

6.2

6.3

6.4

The Headteacher’s objectives will be set by the Local Governing Body in consultation with the
CEO.

Objectives for each employee covered by the policy will be set as soon as practicable after
the start of each appraisal period, and not later than the October half term of each year
[Exceptions to this time scale will be made for headteachers and the CEO, since their
objectives may be linked to national performance data not released until October/November;
in which case, objectives may not be confirmed until the end of November]. All objectives set
will be Specific, Measurable, Achievable, Realistic and Time bound and will be appropriate to
the employee’s role and level of experience. The expectation is that the appraiser and
employee will be able to agree the objectives, however, if that is not possible, the appraiser
will determine the objectives. Objectives may be revised if circumstances change.

The objectives set for each employee will, if achieved, contribute to the Trust’s/Academy’s
plans for improving the Trust's/Academy’s educational provision and performance and
improving the educational opportunities of pupils at each academy.

All employees will have 3 objectives. For non-teaching members of staff, these will be
determined in the light of the aims of the Trust/Academy and, where appropriate, the priorities
of the current School Development Plan. For teachers, the objectives will include the following:

e At least one objective should relate to pupil progress and this should be consistent for all
teachers within that academy — i.e. depending on the internal tracking systems and
definitions of progress adopted by a specific academy, all teachers within that academy
will be expected to deliver overall ‘good’ progress in Reading, Writing and Mathematics.
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e Teachers with leadership responsibility should include a leadership and management
objective to address any development priorities. Teachers without leadership
responsibilities should include an objective focused on developing a specific area of their
teaching expertise.

e The 3" objective for each teacher is not determined by this policy but may focus more on
a teacher’s continuing professional development and career progress.

7. Reviewing performance

7.1

7.2

7.3

7.4

Observation

Aspire Multi-Academy Trust believes that observation of classroom practice and other
responsibilities for teachers and for other employees who support teachers in the classroom,
is important both as a way of assessing performance to identify any strengths and areas for
development they may have and of gaining useful information which can inform
Academy/Trust improvement more generally.

All observations will be carried out in a supportive fashion, with professionalism, integrity and
courtesy. Assessment against the Teachers Standards starts from the premise that all
teachers are meeting the standards. The standards will not be used as a checklist but will be
used as a tool to aid professional development. Where an employee teaches across more
than one Key Stage or subject area, lesson observations may take place across all areas. It
is expected that observations will be spread out across the year. Observations for each
teacher for the purpose of performance management will not total more than 3 hours in each
academic year.

Classroom observation of employees employed to work in class will be carried out by those
with QTS.

Aspire Multi-Academy Trust retains the right to use learning walks/visits for the quality
assurance of learning. Learning walks/visits will not be used for performance management
purposes unless concerns arise in line with The Teacher Standards that the Headteacher (or
delegated staff) considers are important, and in these circumstances, there will be discussion
with the teacher’s line manager. Learning walks/visits are intended for leaders to monitor the
quality of Teaching and Learning and to look at the work of the pupils.

8. Performance Review and Annual Assessment

8.1

8.2

Performance of an employee is assessed through an annual performance management
meeting to involve review of the previous year and objective setting for the current year.

Following the performance management meeting, an assessment will be made as to whether
or not the employee has met their objectives. For teachers, this will determine pay progression
or not in accordance with our Aspire Pay Policy 9.8, which states that 2 out of the 3 objectives
must be met in order for a teacher to progress to the next point on the pay scale. For non-
teachers, pay progression is not performance related and the withholding of an annual
increment within a non-teacher’s pay scale would only be considered by the LGB in the context
of serious concerns about performance which have led to capability proceedings — see Pay
Policy 9.9.
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9. Development and support

9.1

9.2

Appraisal is designed to be a supportive process which will be used to inform continuing
professional development. Aspire Multi-Academy Trust wishes to encourage a culture in which
all employees take responsibility for improving their performance through appropriate
development.

Teachers’ professional development will be linked to Aspire Multi-Academy Trust/Academy
improvement priorities and to the ongoing professional development needs and priorities of
individual teachers. The Academy’s CPD coordinator will be informed by the training and
development needs identified as part of the appraisal process as well as other monitoring
activities.

10.Feedback

Employees will receive constructive feedback on their performance throughout the year and as soon
as practicable after an observation has taken place or other evidence has come to light. Feedback
will highlight areas of strength as well as any areas that can be developed through continued
professional development.

11.Informal support and progression to capability

11.1

Where it is apparent that there are performance concerns, support will be offered as soon as
possible, without waiting for formal annual assessment. Performance concerns may be for
several reasons such as:

e Failure to meet the national Teacher Standards.

e Failure to meet the expected standards in an observation may lead to further action (e.qg.
follow up observation or Informal Support).

e A pattern of underperformance in terms of pupil progress identified in tracking and exam
outcomes.

¢ Non-completion of leadership responsibilities (impacting on the performance of colleagues
and/or pupils).

e Parental complaints as part of a wider pattern of any dissatisfaction rather than isolated
incidents. Validity of any complaints will be checked carefully by the line manager or a
designated senior member of staff.

e A pattern of underperformance compared to the employee’s job description and/or
appraisal objectives.

If the appraiser (through the appraisal process or via other sources of information) identifies
that concerns are such that, if not rectified, could lead to capability procedures then the
Headteacher/CEO (or a member of the Senior Leadership Team) will meet the individual to
consider the appropriateness of Informal Support. The employee may wish to invite a union
representative to attend this meeting.

This will include the following:

An initial discussion around aspects of underperformance. Minutes of this meeting will be
taken.

Page | 6



Performance Management Policy v2.0

e Giving clear written feedback to the individual about the nature and seriousness of the
concerns.

e Giving the individual the opportunity to comment on and discuss the concerns.

e Meeting with the individual to discuss objectives for improvement alongside a programme
of support.

e Creating a support plan which includes appropriate supportive measures which may include
coaching, training, in-class support (where relevant), structured observations or mentoring,
that will help to address those specific concerns.

e  Making clear how progress will be monitored and when it will be reviewed.

e Explaining that if the individual does not make the required improvement then it may be
necessary to extend the informal support period or move to formal capability procedures as
per the Managing Underperformance Palicy.

The individual’s progress will continue to be monitored through weekly meetings, which will provide
informal support and training. A reasonable amount of time will be given for the individual's
performance to improve: 12 working weeks. During this monitoring period, the individual will be
given feedback on progress and arrangements will be made to modify the support programme if
appropriate.

If, on consideration, the required improvement has been made and there is no longer the necessity
that capability procedures will be invoked, the individual will be informed of this.

Alternatively, if, on consideration of the evidence, it is concluded that it is appropriate to progress
to the capability procedure, the appraiser, Headteacher/CEO/member of the leadership team will
meet with the individual to inform them. The employee may be accompanied by a trade union
representative or work colleague and will have at least 10 working days’ notice of the meeting.

12. Transition to capability — moving to formal support under the Managing
Underperformance Policy.

If the appraiser is not satisfied with progress against objectives in the action plan, the employee will
be notified in writing that the appraisal system will no longer apply and that his/her performance will
be managed under the Managing Underperformance Policy. The employee will be invited to a formal
capability meeting. The capability procedures will be conducted as per the policy.
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