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1. Purpose and Application

1.1 The Priory Learning Trust (Trust) needs all staff to perform effectively in order to
deliver the aims and vision of the Trust. To achieve this, the Trust aims to ensure that
effective recruitment is undertaken, performance expectations and standards are
defined through an appraisal framework, performance is monitored and that
employees are given appropriate feedback, support and training.

1.2 This policy sets out the framework for a clear and consistent appraisal of the overall
performance of staff, and for supporting their development within the context of each
school’s plan for improving educational provision and performance, and the
standards expected.

1.3 It is the Trust’s aim that the appraisal process will be both developmental and
supportive, designed to ensure that staff are able to continue to improve their
professional practice. An appraisal will set objectives and provide support so staff
have the skills they need to carry out their role effectively and with reference to the
appropriate standards, school improvement plans and align with the Trust’s strategy.
Appraisal is only one element of the performance management of an individual
member of staff. The appraisal process should be seen in this context.

1.4 Information about the arrangements that will apply when it is believed that a staff
member’s performance falls below the standards that the Trust can reasonably
expect of them are contained in t iv
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performance and the steps that have been agreed to address these;
● For Teaching Staff on the Upper and Leadership Pay Scales, a recommendation

to the Principal and Pay Committee or Chief Executive Officer, as appropriate, in
respect of the appraisee’s pay progression.

2.5 Staff will receive their Interim Review Report within 6 weeks of their Interim Review
Meeting and will have the opportunity to comment in writing on the contents of this.

2.6 The Interim Review Report will include:

● An assessment of the appraisee’s progress towards their objectives;
● Details of any agreed amendments or adjustments to their objectives;
● Details of any training or development needs the appraise has and identification of

any action that should be taken to address them;
● Details of any performance assessment which has been undertaken since the

Appraisal Meeting and the outcome of such assessment.

3 Appointing Appraisers

3.1 The Chief Executive Officer will be appraised by the Chair of Trustees and at least
one other Trustee

3.2 The Chief Executive Officer will decide who will appraise all Central Team staff.
3.3 The Principal of each school will be appraised by the Director of Primary/Secondary

Education and Chair of Academy Council.
3.4 The Academy Operations Manager of each school will be appraised by the Deputy

Chief Operations Officer and Principal.
3.5 The Principal will decide who will appraise all school staff.

4 The Appraisal Meeting

4.1 The Appraiser will contact the Appraisee to advise them of the date, time and location
of their appraisal meeting. So far as is reasonably possible, the Appraisee will be
given five days’ notice of the Appraisal Meeting.

4.2 The appraisal meeting should take place during the Appraisee’s normal working time.

4.3 The Appraisee shall complete section one of the appraisal report and provide this
to their Appraiser in advance of the Appraisal Meeting. For support staff, the
appraisee’s Job Description
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5 Setting Objectives

5.1 The objectives set for each Appraisee will be Specific, Measurable, Achievable,
Realistic and Time-bound and will be appropriate to their role and level of experience
and will reflect priorities for the appraisee during the appraisal cycle. The number of
objectives set should be reasonable and achievable. The Appraiser and Appraisee
will seek to agree the objectives but, if that is not possible, the Appraiser will
determine the objectives.

5.2 The objectives set for every member of staff will, if achieved, contribute to the Trust’s
plans for improving the educational provision and performance and improving the
education of pupils. For support staff, objectives may also specifically relate to the
effective deployment and use of resources, administration and organisation.

5.3 Whole Trust, school or team objectives should reflect published improvement
priorities or the Trust Strategic Plan.

5.4 The performance of all teachers should be assessed against the set of standards
contained in the document called “Teachers’ Standards” and relate to the quality of
teaching. In order to meet the Teachers’ Standards, a teacher will need to
demonstrate that their practice is consistent with the definitions set out in Part 1
‘Teaching’ and Part 2 ‘Personal and Professional Conduct’. The Principal or Academy
Council (as appropriate) will need to consi fed
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5.11 Through moderation, objectives will be reviewed by the Director of
Primary/Secondary Education and Deputy Chief Operations Officer, to ensure
objectives are fair and challenging across the Trust and assures the Trustees.

6 Reviewing Performance

6.1 The assessment of a staff member’s performance should be supported by evidence.
Evidence should be sought and collected throughout the Appraisal Cycle and may
include task and/or lesson observations, learning walks, talking to pupils about their
learning experience, review of pupil assessment outcomes, internal tracking of pupils’
attainment and progress, financial and/or other data assessment records, work
sampling, lesson planning records, self-assessment, peer reviews and stakeholder
feedback.

6.2 Both the Appraisee and the Appraiser are at liberty to present evidence during the
Appraisal Meeting for discussion. In the interests of efficiency and to obtain the best
possible value from the Appraisal Meeting, the Appraisee and Appraiser should seek
to ensure that any evidence they seek to discuss and/or rely upon is presented at the
Appraisal Meeting.

Teaching staff:

6.3 The Trust believes that observation of classroom practice and key responsibilities is
important both to assess performance and identify any particular strengths and areas
for development a member of staff may have and for gaining useful information which
can inform the Trust improvement more generally.

6.4 Teachers’ performance will be regularly observed. The amount and type of classroom
observation undertaken will be such as is necessary to make an accurate
assessment of a teacher’s performance and will therefore depend on the individual
circumstances of the teacher and the overall needs of the Trust. Teachers (including
the Principal) who have responsibilities outsideumstanc fo
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APPENDIX 1 – Assessment of Teacher Performance

Assessments of performance will be made based on



Pay Progression on the Upper Pay Range

For eligible teachers on the Upper Pay Range, decisions regarding pay progression will be
made with reference to teacher





point 6 of the unqualified pay range, unless there are significant concerns around
performance and formal action has been taken to address this.

Pay Progression and Periods of Absence

Where an unqualified Teacher, teacher or leader is away from the academy due to maternity
or disability related leave the teacher will receive any pay increases they would have
received, following appraisal, had they not been on leave. Appraisal and pay determination
will be based on previous evidence of performance before the absence (including in previous
appraisal periods) and, where relevant, after the leave.
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Teachers on the Upper Pay Range or Leadership Group are notified of the decision of the
Academy Council Pay Committee with regard to their progression within their existing range
and given the opportunity to appeal against the decision (by 31 December)

Teachers are notified of the decision of the Academy Council Pay Committee with regard to
their application to progress from the main to the upper pay range and given the opportunity
to appeal against the decision (by 31 December)

All Teachers are given a written statement setting out their salary and any other financial
benefits to which
ee


