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St John Paul II Multi-Academy- Teachers’ Appraisal Policy 
 
In formulating its policy, the Board of Directors have taken account of the principles set out in 
the introduction of the national model policy (2013).  This policy also to be read in conjunction 
with the Multi-Academy Schools’ pay policy for teachers. 
 
1. Purpose  
 
1.1 This policy sets out the framework for a clear and consistent assessment of the overall 

performance of teachers, including the Principal, 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.  
  

1.2 This appraisal policy has a focus on five key areas below which will be contained in the 
final appraisal report (see appendix C) for a teacher which will be used to inform that 
teachers pay progression.  

1. Catholic life and wider contribution to school  
2. Quality of education 

a. Intent – a particular focus for school leaders and TLR holders 
b. Implementation – this will be a particular focus for classroom teachers 
c. Impact – focus on pupil outcomes 
3. Behaviour and attitudes 
4. Personal development – for school leaders and TLR holders 
5. Leadership and management (where applicable) 

 
(This policy also sets out the arrangements that will apply when teachers fall below the 
levels of competence that are expected of them both in relation to the school’s pay policy 
and personnel procedures adopted by the Board of Directors)  

 
2. Application of the policy  
 
2.1 The policy covers appraisal, applies to the Principal and to all teachers employed by the 
school, except those undergoing induction (i.e. NQTs) and those who are subject to the 
school’s capability policy.  
 
2.2 Throughout this policy, unless indicated otherwise, all references to “teacher” include the 
Principal.  
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3. Teacher Appraisal  
 
3.1 Appraisal in the SJPIIMA schools 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 able to continue to improve their 
professional practice and develop as teachers.  
 
3.2 The appraisal cycle  
 

3.2.1. The key features of the appraisal cycle which will run for twelve months from 31st 
October to 31st October in the following year 
 
3.2.2 Teachers who are employed on a fixed term contract of less than one year 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.  
 
3.3 Appointing appraisers  
 

3.3.1 In all schools the task of appraising the Principal, including the setting of objectives, will 
be delegated to a sub group.   The Principal will be appraised by a panel of three from the 
Local Governing Board known as the Principal’s Appraisal Committee, with the CSEL 
(Catholic Senior Executive Leader of the SJPIIMA) who will themselves be moderated by an 
external adviser who has been appointed by the Board of Directors for that purpose.  
 
3.3.2 The Principal /SLT will appraise all teachers in an individual school.  
 
In certain circumstances an appraiser may be a teacher(s) specifically identified to undertake 
appraisal of other teachers in the school. 
  
3.4 Setting objectives in the form of reaching evidence of standards  
 

3.4.1 For the Principal’s evidence of reaching standards will be judged by the Local Governing 
Body of the Individual School. 
 
3.4.2 For the teacher evidence of reaching standards, including the Principal, will be discussed 
at the start of each appraisal period and reviewed throughout according to the appraisal 
calendar in this document – see 3.2.1. The evidence of reaching standards will be linked to 
the National Teacher Standards (see appendix A)   
 
The clear descriptions of standards in the five areas as outlined in Appendix B help the teacher 
to understand how their work can be appraised good or better.  The discussion between the 
teacher and the SLT appraiser will work through examples at the start of the appraisal cycle 
that will constitute good or better in each of the five areas of appraisal. 
 
1.3 This appraisal policy has a focus on five key areas below which will be contained in the 

final appraisal report (see appendix C) for a teacher which will be used to inform that 
teachers pay progression.  

1. Catholic life and wider contribution to school  
2. Quality of education 

a. Intent – a particular focus for school leaders and TLR holders 
b. Implementation – this will be a particular focus for classroom 

teachers 
c. Impact – focus on pupil outcomes 

3. Behaviour and attitudes 
4. Personal development – this will be a particular focus for school leaders and 

TLR holders. 
5. Leadership and management (where applicable) 
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1.4 The SLT appraiser and teacher will seek to agree what evidence against standards is 
good or better but, if that is not possible, the appraiser will determine the quality of 
appraisal evidence and their justification, and the teacher may record their comments in 
writing as an appendix to the appraisal report. Evidence for standards may be revised if 
circumstances change.  

 
3.4.3 The evidence against standards for each teacher, including the Principal, will, if 
achieved, inform the final appraisal report, pay progression and contribute to the school’s 
plans for improving the school’s educational provision and performance and improving the 
education of pupils at that school.  
 
3.4.5 Career stage expectations will determine the judgments of good and outstanding for a 
teacher as they progress through the discretionary pay points.  These career expectations 
are clearly outlined in appendix D of the appraisal policy.   
 
3.4.6 The Final Appraisal Report – see appendix C. 
 
The final appraisal report will include judgements on the five key areas outlined in 1.1 and 
evidence of these will be used by the Principal and SLT appraiser to determine whether the 
performance of a teacher is good or better and will be used to determine pay progression.   
 
The criteria and evidence for the appraisal report and any pay progression as outlined in the 
school’s pay policy for teachers will include; 
 
Criteria used for pay progression will include:  

• The impact of teaching on pupil progress of all pupils in the teacher’s group(s).    

• The impact of teaching on wider outcomes for pupils.    

• Demonstrating improvements in specific elements of practice, such as lesson planning 
behaviour management and all aspects of formative and summative assessment. 

• The teacher’s impact on the effectiveness of teachers or other staff  

• The teacher’s contribution to the Catholic ethos and wider work of the school. 
 

Evidence used for pay progression that will be included in the teacher’s final appraisal report 
could include:  

• Examination/ Assessment data (over the previous 3 years- if applicable) Lesson 
observation outcomes 

• Work scrutinies 

• Behaviour management data 

• The views of line managers 

• The views of the leadership team 

• The National Teacher Standards 
 
The views of students or parents may form part of the evidence if appropriate. 
 
In the appraisal report there will be an assessment of the teacher’s training and development 
needs and identification of any action that should be taken for the forthcoming academic year. 
 
3.4.7 The assessment of performance and of training and development needs will inform the 
planning process for the following appraisal period.  
 
3.4.8 Any recommendations on pay will be referred to the Principal before being referred on 
to the Local Governing Body. 
 
 
 
3.4.9 Before, or as soon as 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 



5 

 

period will be assessed. All teachers will be assessed against National Teachers Standards; 
other assessments may also be conducted (if appropriate).   
 
3.4.10 The Principal will be responsible for ensuring that the appraisal process operates 
consistently and will be aided by the cross SJPIIMA moderation arrangements outlined in 3.9.4 
of this policy. Evidence to reach standards is focused on school priorities and appraisers need 
to make sure that they take account of the National Standards. All evidence to reach standards 
will be referred to the Principal prior to the commencement of the cycle of monitoring. Where 
the Principal has concerns about the relevance of the evidence to reach standards suggested 
in the first appraisal meeting, these concerns will be discussed with the appraiser. The 
evidence to reach standards may require amendment following discussion with the teacher.  
 
3.5 Reviewing performance  
 
3.5.1 (CHANGE) Observation This school believes that observation of classroom and 
leadership practice 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 drop-ins or 
observations which constitute a schools’ triangulation of data will be carried out in a supportive 
fashion by those with QTS. 
  
3.5.2 The effect of absence from school on appraisal. 
 
At SJPIIMA the following will be taken into account regarding absence and appraisal. 
 

• A long term sickness or maternity leave would not necessarily prevent pay progression. 
The teacher would be required to submit evidence of meeting the necessary criteria and 
due considerations would be given to the case. 

•  A teacher’s attendance record will form a part of the Final Appraisal Report.  
 
3.5.3 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 on-going professional development needs and priorities of individual teachers as detailed 
in section 3.4 above.  
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3.5.4 Feedback  
3.5.5 Teachers will receive constructive feedback on their performance throughout the year 
and as soon as practicable after drop-ins or observations have taken place or other evidence 
has come to light. Feedback will include discussion with the teacher, will highlight particular 
areas of strength as well as any area that need attention and will determine any appropriate 
action required. This may be also done by letter. 
 
3.5.6 Where, following the audit against teacher standards or during the review cycle, there 
are concerns about any aspect of the teacher’s performance these will be addressed.   
 
3.5.7 When progress is reviewed, if the appraiser is satisfied that the teacher has made, or is 
making, sufficient improvement, the appraisal process will continue as normal, with any 
remaining issues continuing to be addressed through that process.  
 
3.6 Transition to capability  
3.6.1 This school has adopted the policy formulated by the Catholic Education Service.  
 
3.7 Annual Assessment  
3.7.1 Each teacher’s performance will be formally assessed in respect of each appraisal 
period. In assessing the performance of the Principal, the Local Governing Body will consult 
the CSEL.  
 
3.7.2 The teacher will receive their written report as soon as practicable following the end of 
each appraisal period - and have the opportunity to comment in writing. In this school, 
teachers, including the Principal, will receive their written appraisal reports, no later than 31st 
October. (31st December for the Principal) The appraisal report will include what is 
outlined in Appendix D 
 
3.8 Confidentiality  
3.8.1 Access to the written appraisal report will normally be limited to the appraisee, the 
appraiser, the Principal and / or nominated member of the senior management team.   For 
moderation purposes appraisal reports selected will be anonymised. 
 
3.9 Equality and consistency  
3.9.1 As outlined in paragraph 3.4.7, the Principal will have overall responsibility for the quality 
assurance of the appraisal process across the school. (See also 3.4.9) This will include 
ensuring the consistency and equality of application of the process throughout the school. The 
Principal may delegate responsibility for monitoring consistency and equality of application to 
a teacher member of the senior management team.  
 
3.9.2 The Principal will be responsible for reporting annually to the Local Governing Body on 
relevant issues, including those of underperformance, arising from the annual review cycle 
and on any action required to address those issues. The report will enable the Local Governing 
Board to receive an overall general report of the process but will not include specific details 
relating to individual members of staff.  
 
3.9.3 The Local Governing Body is committed to ensuring consistency of treatment and 
fairness and will abide by all relevant equality legislation.  
 
3.9.4. Moderation across the SJPIIMA of movements to UPS for teachers.  To ensure 

consistency across the SJPIIMA in decisions to move teachers from MPS (Main 
Professional Scale) to UPS (Main Professional Scale) there will be a moderation 
process in early October 2021 before final decisions are made.   This moderation will 
make sure that career related expectations are realised if a teacher attains UPS status.  
This has to be separated from TLR status, which is all about a responsibility for 
teaching and learning.  This will be organised by the CSEL and involve all Principals. 

3.10 Retention of statements  
3.10.1 The Local Governing Body and Principal will ensure that all written appraisal records 
are retained in a secure place for six years and then destroyed.  
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Approved by BoD:  July 2019                                     Review annually.  
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Q1 Set High Expectations which inspire, motivate and challenge 

Q1 (A) Establish a safe and stimulating environment for pupils, rooted in mutual respect. 
Q1 (B) Set Goals that stretch and challenge pupils of all backgrounds, abilities and 
dispositions. 
Q1 (C) Demonstrate consistently the positive attitudes values and behaviour which are 
expected of pupils. 

Q2 Promote good progress and outcomes by pupils 

Q2 (A) Be accountable for pupils’ attainment, progress and outcomes 
Q 2 (B) Be aware of pupils capabilities and prior knowledge and plan teaching to build on 

these. 
Q2 (C) Guide pupils to reflect on the progress they have made and their emerging needs 
Q 2 (D) Demonstrate knowledge and understanding of how pupils learn and how this 
impacts on teaching. 
Q 2 (E) Encourage pupils to take a responsible and conscientious attitude to their own 
work and study. 

Q3 Demonstrate good subject and curriculum knowledge 

Q 3 (A) Have a secure knowledge of the relevant subject(s) and curriculum areas, foster 
and maintain pupils’ interest in the subject, and address misunderstandings. 
Q3 (B) Demonstrate a critical understanding of developments in the subject and curriculum 
areas and promote the value of scholarship 
Q3 (C) Demonstrate an understanding of and take responsibility for promoting high 
standards of literacy, articulacy and the correct use of standard English, whatever the 
teacher’s specialist subject. 
Q3 (D) If teaching early reading, demonstrate a clear understanding of systematic 
synthetic phonics 
Q3 (E) If teaching early mathematic, demonstrate a clear understanding of appropriate 
teaching strategies 

Q4 Plan and teach well structured lessons 

Q4 (A) Impart knowledge and develop understanding through effective use of lesson time. 
Q4 (B) Promote a love of learning and pupils’ intellectual curiosity. 
Q4 (C) Set homework and plan other out-of-class activities to consolidate and extend the 
knowledge and understanding pupils have acquired. 
Q4 (D) Reflect systematically on the effectiveness of lessons and approaches to teaching. 
Q4 (E) Contribute to the design and provision of an engaging curriculum within the relevant 
subject area(s) 

Q5 Adapt teaching to respond to the strengths and needs of all pupils 

Q5 (A) Know when and how to differentiate appropriately, using approaches which enable 
pupils to be taught effectively. 
Q5 (B) Have a secure understanding of how a range of factors can inhibit pupils’ ability to 
learn and how best to overcome these. 
Q5 (C) Demonstrate and awareness of the physical, social and intellectual development of 
pupils and know how to adapt teaching to support pupils’ education at different stages of 
development. 
Q5 (D) Have a clear understanding of the needs of pupils including those with special 
educational needs; those with EAL; those with disabilities and be able to use and evaluate 
distinctive teaching approaches to engage and support them. 

Q6 Make accurate and productive use of assessment 

Q6 (A) Know and understand how to assess the relevant subject and curriculum areas, 
including statutory assessment requirements. 
Q6 (B) Make use of formative and summative assessment to secure pupils progress. 
Q6 (C) Use relevant data to monitor progress, set targets and plan subsequent lessons. 
Q6 (D) Give pupils regular feedback, both orally and through accurate marking and 

Appendix A:  TEACHER STANDARDS—THE KEY TO PAY PROGRESSION 
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encourage pupils to respond to the feedback. 

Q7 Manage behaviour effectively to ensure a good and safe learning environment 

Q7 (A) Have clear rules and routines for behaviour in classrooms and take responsibility 
for promoting good and courteous behaviour both in the classroom and around the school 
in accordance with the schools behaviour policy. 
Q7 (B) Have high expectations of behaviour and establish a framework for discipline with a 
range of strategies using praise sanctions and rewards consistently and fairly. 
Q7 (C) Manage classes effectively using approaches which are appropriate to pupils’ 
needs in order to involve and motivate them. 
Q7 (D) Maintain good relationships with pupils exercise appropriate authority and act 
decisively when necessary. 

Q8 Fulfill wider professional responsibilities 

Q8 (A) Make a positive contribution to the wider life and ethos of the school 
Q8 (B) Develop effective professional relationships with colleagues knowing how and when 
to draw on advice and specialist support 
Q8 (C) Deploy support staff effectively. 
Q8 (D) Take responsibility for improving teaching through appropriate professional 
development responding to advice and feedback from colleagues. 
Q8 (D) Take responsibility for improving teaching through appropriate professional 
development responding to advice and feedback from colleagues. 
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APPENDIX B.   
  Annual Appraisal Report for                  (Year)  2020-2021 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

TEACHER:  

 
______________________________________________________________ 

 
 

APPRAISER:  
 

______________________________________________________________ 
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Provisional Appraisal Report - Principles of appraisal regarding Quality of Teaching and Pupil Progress.  

Looking at the latest ideas regarding how to monitor the work of staff we have developed a stated view (see below) of what makes teaching good at 
INDIVIDUAL SCHOOL.  Essentially it is a triangulation of data inc. stakeholder feedback, lesson monitoring and work scrutiny.  Much of this 
can be done in a lesson as you look at books, observe the lesson and ask pupils questions.  This view should help teachers in the appraisal process 
as they make a holistic judgement about teaching that is good or better.  This judgement can only be complete at the end of the cycle in September 
2020 after data from the summer 2020 examination results/ Assessment Data. 
 

What style of teaching works well at INDIVIDUAL SCHOOL 
The purpose of all our efforts as teaching and support staff is to help pupils progress remove obstacles from learning.  Below is our view of excellent 
teaching that works at this school.  For the teacher this involves doing the following things in their lessons: 

• Preparing lessons thoroughly 

• Clear lesson objectives set within a well-designed scheme of work.  If necessary, these lesson objectives set need to be changed during a 

lesson in order to be flexible enough to respond to pupil need. 

• Differentiation in a lesson means making sure the work set is the most stretching it can be for the most able to the least able pupil 

• Assessment, both during a lesson and over time, must let pupils know how they should improve their learning and this knowledge should 

stimulate the next lesson plan or scheme of work 

• Pupils succeed in a secure learning environment where pupils are consistently well managed, have a sense of routine and well-judged 

changes of activity 

• Pupils always enjoy and engage in their learning if their teachers have a sense of humour, infectious explanations, stick to deadlines set, 

always set homework regularly, mark books and EXPECT young people to do their best no matter their mood or home background.   

• Pupils will know their teachers have a vocation rather than a job if they do all of the above   

When they do any monitoring of the quality of teaching SLT appraisers/Nominated Line mangers should keep a record on A4 sheet of what is going 
well and what needs improving according to the above view of teaching.  At the mid-year appraisal review (March) the SLT appraiser will triangulate 
all the evidence about the quality of teaching/pupil progress and make a note of a current grade for quality of teaching and the teacher should include 
it on their provisional appraisal profile.   The advice for a teacher after the joint lesson observation in Term 2 should be couched in terms of what is 
going well and what needs improving.  Please see how this will work in the grid below. 
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This schedule is an outline that all schools in the SJPIIMA should use a 
triangulation of data.  All schools can add to this schedule to suit its needs and 

context 
 Term 1a Term 1b Term 2 Term 3a Term 3b 

LT/Whole 
School 

Lesson Drop-ins/Observation Monitoring/Work 
Scrutiny – Nov.  

Formal Observation 
Work Scrutiny – 
February. 

Lesson Drop-
ins/Observation 

Monitoring/Work 
Scrutiny – June 
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This is a working document amended according to the appraisal cycle calendar. 

Area of Assessment Standard for Outstanding  Standard for Good  Standard for Requiring 
Improvement  

1. QUALITY OF 
EDUCATION 

a. Intent – a particular 
focus for school 
leaders and TLR 
holders 

b. Implementation – this 
will be a particular 
focus for classroom 
teachers 

c. Impact – focus on 
outcomes 

The teacher has consistently achieved 
outstanding quality of teaching as 
judged by triangulation of evidence in 
appraisal cycle.  Triangulation consists 
of data inc. stakeholder feedback, 
lesson observations and work scrutiny.  
The national/school progress data 
shows a performance which is 
significantly above average (usually 
more than +0.5 residual at BW) over a 
sustained period of time.   

The teacher has consistently achieved an 
good quality of teaching as judged by a 
triangulation of evidence from the 
appraisal cycle.  This triangulation 
consists of data inc. stakeholder 
feedback, lesson observation and work 
scrutiny.  The national and school 
comparative progress data shows a 
consistent performance which is above or 
in line with expected levels of 
performance. 

The teacher requires 
improvement because 
they do not meet the 

GOOD standard. 

Range of possible evidence 
that a teacher could use for 

this area of appraisal.  
Please bullet point. 
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PROVISIONAL APPRAISAL REPORT for Academic year: ___________ for __________________ (Name)                    (Continued) 

Area of Assessment Standard for Outstanding  Standard for Good  Standard for Requiring 
Improvement  

2. BEHAVIOUR AND 
ATTITUDES 

 
 

Behaviour management skills of this 
teacher are widely regarded as 
exemplary in all aspects of school life:  
the classroom, the house group, 
playground, hall and the corridor and 
duty points.  This has been consistently 
demonstrated through classroom 
observation, via behaviour data and 
routine observation of colleagues 
confirming this judgement. 

The behaviour management of this 
teacher is seen to be effective in all 
aspects of school life:  the classroom, 
the house group, playground, hall and 
the corridor and duty points.  This has 
been shown through effective use of 
the behaviour policy and is evidenced 
in behaviour data, classroom 
observation and routine observation of 
colleagues confirming this judgement. 

The teacher requires 
improvement because they 
do not meet the GOOD 
standard. 

Range of possible evidence 
that a teacher could use for 

this area of assessment.  
Please bullet point. 
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Area of Assessment Standard for Outstanding  Standard for Good  Standard for Requiring 
Improvement  

3. PERSONAL 
DEVELOPMENT - – this will 

be a particular focus for 
school leaders and TLR 

holders. 

Personal Development for learners is 
outstanding because the curriculum 
planned provides for learners’ broader 
development.  E.g. developing their 
character, resilience, confidence and 
independence, how to keep physically 
and mentally healthy, prepares learners 
for life in modern Britain with its’ values 
etc.  This is not an exhaustive list and 
examples may only be applicable to 
some curriculum areas. 

Personal Development for learners is 
good because the curriculum planned 
provides for learners’ broader 
development.  E.g. see outstanding 
box.  There will be areas that require 
development to be outstanding. 

 

Range of possible evidence 
that a teacher could use for 

this area of assessment.  
Please bullet point. 
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4. LEADERSHIP AND 
MANAGEMENT (if 

applicable) 
 

Leadership is outstanding because the 
clear vision of the leader is borne out in 
all they do and reflected in the work of 
their whole team.  Significant sustained 
improvement including progress data 
(where relevant) is occurring in their 
area of responsibility and as a result of 
the actions of the leader. 

Leadership is good because the leader 
is able to communicate effectively with 
their team and promote a healthy 
professional dialogue which results in 
improvements in classroom practice. 
As a result of the actions of the leader 
improvements are evident and can 
often be quantified. 

The leader requires 
improvement because they 

do not meet the GOOD 
standard. 

Range of possible evidence 
that a teacher could use for 

this area of assessment.  
Please bullet point. 
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PROVISIONAL APPRAISAL REPORT for Academic year: _________for __________________ (Name) (Continued) 

Area of Assessment Standard for Outstanding  Standard for Good  Standard for Requiring 
Improvement  

5. CATHOLIC LIFE AND 
WIDER 
CONTRIBUTION TO 
THE SCHOOL. 

The teacher is exemplary in leading on 
the Catholic Life of the school and is a 
highly effective role model for staff and 
students.  This includes significant 
examples of a wider contribution to the 
school. 

The teacher supports all aspects of the 
Catholic Life of the school effectively.  
This includes examples of a wider 
contribution to the school. 

The teacher requires 
improvement because they 

do not meet the GOOD 
standard. 

This is the only area where 
the teacher should write 

down at least one specific 
objective for the year. Please 

bullet point. 
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Support to meet standards that are good or better 
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APPENDIX C       FINAL APPRAISAL REPORT for Academic year: 2020/21 for ________________(Name) 

JUDGEMENTS.  Key:  1 = Outstanding:     2 = Good:   3 = Requires Improvement: ND = Needs Developing: 

1. QUALITY OF 
EDUCATION 
a. Intent – a particular 

focus for school 
leaders and TLR 
holders 

b. Implementation – this 
will be a particular 
focus for classroom 
teachers 

c. Impact – focus on 
outcomes 

2. BEHAVIOUR AND 
ATTITUDES 

 

2. PERSONAL 
DEVELOPMENT 

 
This will be a 

particular focus for 
school leaders and 

TLR holders. 

3. LEADERSHIP AND 
MANAGEMENT 

 
 
(Where applicable) 

5. CATHOLIC LIFE 
AND WIDER 

CONTRIBUTION TO 
SCHOOL LIFE 
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Area of Assessment Standard for Outstanding  Standard for Good  Standard for Requiring 
Improvement  

(CHANGE) 1. QUALITY OF 
EDUCATION 

a. Intent – a particular 
focus for school 
leaders and TLR 
holders 

b. Implementation – 
this will be a 
particular focus for 
classroom teachers 

c. Impact – focus on 
outcomes 

The teacher has consistently 
achieved outstanding quality of 
teaching as judged by triangulation 
of evidence in appraisal cycle.  
Triangulation consists of data inc. 
stakeholder feedback, lesson 
observations and work scrutiny.  The 
national/school progress data shows 
a performance which is significantly 
above average (usually more than 
+0.5 residual at BW) over a 
sustained period of time.   

The teacher has consistently achieved an 
good quality of teaching as judged by a 
triangulation of evidence from the 
appraisal cycle.  This triangulation 
consists of data inc. stakeholder 
feedback, lesson observation and work 
scrutiny.  The national and school 
comparative progress data shows a 
consistent performance which is above or 
in line with expected levels of 
performance. 

The teacher requires 
improvement because 
they do not meet the 

GOOD standard. 

Range of possible evidence that 
a teacher could use for this area 
of appraisal.  Please bullet point. 
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PROVISIONAL APPRAISAL REPORT for Academic year: ___________ for __________________ (Name)                    (Continued) 

Area of Assessment Standard for Outstanding  Standard for Good  Standard for Requiring 
Improvement  

2. BEHAVIOUR AND 
ATTITUDES 

 
 

Behaviour management skills of this 
teacher are widely regarded as 
exemplary in all aspects of school 
life:  the classroom, the house group, 
playground, hall and the corridor and 
duty points.  This has been 
consistently demonstrated through 
classroom observation, via 
behaviour data and routine 
observation of colleagues confirming 
this judgement. 

The behaviour management of this 
teacher is seen to be effective in all 
aspects of school life:  the classroom, 
the house group, playground, hall and 
the corridor and duty points.  This has 
been shown through effective use of 
the behaviour policy and is evidenced 
in behaviour data, classroom 
observation and routine observation of 
colleagues confirming this judgement. 

The teacher requires 
improvement because they 
do not meet the GOOD 
standard. 

Range of possible evidence that 
a teacher could use for this area 

of assessment.  Please bullet 
point. 
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Area of Assessment Standard for Outstanding  Standard for Good  Standard for Requiring 
Improvement  

3. PERSONAL DEVELOPMENT 
- – this will be a particular 

focus for school leaders and 
TLR holders. 

Personal Development for learners 
is outstanding because the 
curriculum planned provides for 
learners’ broader development.  E.g. 
developing their character, 
resilience, confidence and 
independence, how to keep 
physically and mentally healthy, 
prepares learners for life in modern 
Britain with its’ values etc.  This is 
not an exhaustive list and examples 
may only be applicable to some 
curriculum areas. 

Personal Development for learners is 
good because the curriculum planned 
provides for learners’ broader 
development.  E.g. see outstanding 
box.  There will be areas that require 
development to be outstanding. 

 

Range of possible evidence that 
a teacher could use for this area 

of assessment.  Please bullet 
point. 
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4. LEADERSHIP AND 
MANAGEMENT (if 

applicable) 
 

Leadership is outstanding because 
the clear vision of the leader is borne 
out in all they do and reflected in the 
work of their whole team.  Significant 
sustained improvement including 
progress data (where relevant) is 
occurring in their area of 
responsibility and as a result of the 
actions of the leader. 

Leadership is good because the leader 
is able to communicate effectively with 
their team and promote a healthy 
professional dialogue which results in 
improvements in classroom practice. 
As a result of the actions of the leader 
improvements are evident and can 
often be quantified. 

The leader requires 
improvement because they 

do not meet the GOOD 
standard. 

Range of possible evidence that 
a teacher could use for this area 

of assessment.  Please bullet 
point. 
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PROVISIONAL APPRAISAL REPORT for Academic year: _________for __________________ (Name) (Continued) 

Area of Assessment Standard for Outstanding  Standard for Good  Standard for Requiring 
Improvement  

5. CATHOLIC LIFE AND 
WIDER CONTRIBUTION 
TO THE SCHOOL. 

The teacher is exemplary in leading 
on the Catholic Life of the school 
and is a highly effective role model 
for staff and students.  This includes 
significant examples of a wider 
contribution to the school. 

The teacher supports all aspects of the 
Catholic Life of the school effectively.  
This includes examples of a wider 
contribution to the school. 

The teacher requires 
improvement because they 

do not meet the GOOD 
standard. 

This is the only area where the 
teacher should write down at 

least one specific objective for 
the year. Please bullet point. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Attendance Record  
 
Number of separate absences in _____________   (Year) 
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Recommendation for pay progression (please ring) 
 
ENHANCED:      STANDARD:   REDUCED 
 
SLT Appraiser signature _______________________________ 
 
 
Principal ____________________________________________________________ 
 
Moderation on (date):  _________________________________________________ 
 
CSEL ______________________________________________________________ 
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Appendix D - TEACHER STANDARDS CAREER STAGE EXPECTATION, ASSESSMENT AND AUDIT 

Professional 
Area 

Relevant 
Standards 

M2 M4 M6 UPS1 /TLR/SLT 
 

UPS 3 /TLR/SLT 
 

+ 
or 
- 

Professional 
Standards : 
Area for 
further 
consideration  

PROFESSIONAL 
PRACTICE 
Teaching and 
Learning in the 
classroom 

1.1(1) 
1.2(2,3,5) 
1.3 (1,3), 
1.4(1,2,3), 
1.5 (all),  
1.6 (1) 1.7 
(1,2,3), 
1.8 (3) 2.1 
(2,4), 
Preamble 

All teaching 
satisfactory; 
much good or 
better 

All teaching 
good or better 

All teaching good; 
some outstanding 

All teaching good; 
some outstanding 

All teaching good; 
much outstanding 

  
 

PROFESSIONAL 
OUTCOMES 
(Needs Primary 
adaptation) 

1.1(2) 
1.2(1,2,3) 
1.5(1) 1.6 
(3,4) 
Preamble 

Most pupils 
achieve in line 
with school 
expectations 
(e.g KS3 – two 
sub-levels; KS4 
FFT D; KS5 
targets), using 
national 
statistical data 
where possible, 
CATs or  
against internal 
baseline data 
and  work 
produced by 
pupils 

Almost all pupils 
achieve in line 
with school 
expectations 
(e.g KS3 – two 
sub-levels; KS4 
FFT D; KS5 
targets), using 
national 
statistical data 
where possible, 
CATs or  
against internal 
baseline data 
and work 
produced by 
pupils 

Almost all pupils 
achieve in line 
with school 
expectations (e.g 
KS3 – two sub-
levels; KS4 FFT 
D; KS5 targets) 
using national 
statistical data 
where possible, 
CATs or  against 
internal baseline 
data and work 
produced by 
pupils; some 
exceed them  

Almost all pupils 
achieve in line with 
school 
expectations (e.g 
KS3 – two sub-
levels; KS4 FFT D; 
KS5 targets) using 
national statistical 
data where 
possible, CATs or  
against internal 
baseline data and 
work produced by 
pupils; some 
exceed them e.g 
KS3 – three sub-
levels; KS4 
FFTD+1;  KS5 
targets). 

Almost all pupils 
achieve in line with 
school 
expectations (e.g 
KS3 – two sub-
levels; KS4 FFT D: 
KS5 targets), using 
national statistical 
data where 
possible, CATs or  
against internal 
baseline data and 
work produced by 
pupils; many 
exceed them e.g 
KS3 – three sub-
levels; KS4 
FFTD+1;  KS5 
targets). 
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PROFESSIONAL 

OUTCOMES 

(PRIMARIES 

ONLY) 

 

1.1(2) 

1.2(1,2,3) 

1.5(1) 1.6 

(3,4) 

Preamble 

Most pupils 

Attainment and 

Progress is in 

line with School 

targets and 

National  

Expectations 

 

As evaluated 

through work 

scrutiny and  

moderation  

Almost all pupils 

Attainment and 

Progress is in 

line with School 

targets and 

National  

Expectations 

 

As evaluated 

through work 

scrutiny and  

moderation 

Almost all pupils 

Attainment and 

Progress is in line 

with School 

targets  and 

National 

Expectations 

some exceed 

them. 

 

As evaluated 

through work 

scrutiny and  

moderation 

Almost all pupils 

Attainment and 

Progress is in line 

with School targets 

and National 

Expectations some 

exceed them. 

 Impact on 

achievement and 

progress of pupils 

outside own class 

teaching base 

through evidence 

 

As evaluated 

through work 

scrutiny and  

moderation 

Almost all pupils 

Attainment and 

Progress is in line 

with School targets 

and National 

Expectations many 

exceed them. 

 Impact on 

achievement and 

progress of pupils 

outside own class 

teaching base 

through evidence 

 

As evaluated 

through work 

scrutiny and  

moderation 

  

 

 

 

PROFESSIONAL 
RELATIONSHIPS 

1.1(1) 
1.6(4) 
1.7(4) 
1.8(2,3,5) 
2.1 (1,3,4) 
Preamble 

Positive 
working 
relationships 
with pupils, 
colleagues and 
parents 

These 
relationships are 
securely 
focussed on 
improving 
provision for 
pupils 

Professional 
relationships with 
pupils, colleagues 
and staff lead to 
excellent class 
provision 

Plays a proactive 
role in building key 
stage or 
departmental 
teams to improve 
provision and 
outcomes 

Plays a proactive 
role in building 
inter-departmental 
and  school-wide 
teams to improve 
provision and 
outcomes 
including cross-
curr. provision 

  
 
 
 
 

+ Performance may exceed career stage expectations   -  Performance may be below career stage expectations 
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TEACHER STANDARDS CAREER STAGE EXPECTATIONS,  ASSESSMENT AND AUDIT – continued. 
 

Professional 
Area 

Relevant 
Standards 

M2 M4 M6 UPS1 
/TLR/SLT 

 

UPS 3 
/TLR/SLT 

 

+ 
or 
- 

Professional 
Standards : Area 
for further 
consideration in  

PROFESSIONAL 
DEVELOPMENT 

1.2(4,5) 
1.3(1,2,4,5) 
1.4(5) 
1.5(2,3,4) 
1.6(1),  
1.8(4) 
2.1(2) 2.3 
Preamble 

Able, with support, 
to identify key 
professional 
development 
needs and respond 
to advice and 
feedback 

Takes a 
proactive role 
in accessing 
relevant 
support and 
professional 
development 
from 
colleagues 

Fully 
competent 
practitioner 
able to keep 
up-to-date with 
changes and 
adapt practice 
accordingly 

Plays a 
proactive role 
in leading the 
professional 
development of 
key stage or 
departmental 
colleagues 

Plays a 
proactive role 
in leading the 
professional 
development of 
colleagues 
between 
phases/key 
stages 
departments / 
faculties and 
across the 
school and 
beyond 
 
 

  
 
 
 
 

PROFESSIONAL 
CONDUCT and 
wider 
professional 
practice 

1.1(3) 1.7(1) 
1.8(1) 
2.1(all) 
2.2, 2.3 
Preamble 

Meets all standards – knowledge of the standards, confidentiality, contribution to 
Catholic life, tutor role, deadlines, duties, reports, references, positive professional ethos, 
attendance, punctuality, accountability, flexibility, team ethic, adherence to school 
policies, positive support for the school – for governors, pupils, colleagues and the wider 
community.  

  
 
 
 
 
 

 
+ Performance may exceed career stage expectations   - Performance may be below career stage expectations 


