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1. Purpose
At Sallygate School, we believe that exceptional outcomes for children are achieved through exceptional staff.
The purpose of this policy is to establish a supportive, developmental and values-led framework for:
· Professional growth
· Performance development
· Line management
· Coaching and support
· Continuous professional development
· Recognition of achievement
· Career progression
· Accountability
The framework applies to all staff and reflects the school's commitment to creating a culture of continuous improvement, professional curiosity and lifelong learning.
This policy replaces separate appraisal and performance management arrangements and provides a single framework for professional development and performance review.

2. The Sallygate Way
At Sallygate School we believe:
· Relationships drive performance.
· Everyone can improve.
· Coaching is more powerful than judgement.
· Professional development should be continuous.
· Wellbeing and performance are interconnected.
· High support and high challenge create growth.
· Staff deserve the same relational and trauma-informed approach that we provide to our pupils.
Our approach is rooted in our values of:
Respect
Valuing ourselves, others and our community.
Kindness
Acting with compassion, empathy and understanding.
Resilience
Persisting through challenge and learning from setbacks.
Tolerance
Respecting difference and promoting inclusion.
These values underpin all professional expectations and development conversations.

3. Aims
The Performance Development Framework aims to:
· Improve outcomes for children.
· Develop highly effective practitioners.
· Strengthen leadership capacity.
· Support career progression.
· Recognise and celebrate achievement.
· Align individual development with school priorities.
· Promote staff wellbeing.
· Ensure accountability and professional standards.
· Create a culture of coaching and reflection.

4. Scope
This policy applies to:
· Teachers
· Learning Mentors
· Senior Learning Mentors
· Phase Leaders
· Assistant Headteachers
· Deputy Headteacher
· Headteacher
Separate professional standards documents support each role group.

5. Professional Standards Framework
Performance development will be assessed against:
Teachers
Teacher Standards Grade Descriptors
Learning Mentors
Learning Mentor Professional Standards
Leaders
Leadership Professional Standards
The standards provide developmental descriptors across three performance levels:
Developing
Performance is emerging and requires support or consistency.
Secure
Performance consistently meets expectations.
Excelling
Performance significantly exceeds expectations and positively influences others.
The purpose of the descriptors is developmental rather than punitive.

6. The Golden Thread
All performance development activity should align with:
School Vision
↓
School Improvement Plan
↓
Department / Team Priorities
↓
Individual Objectives
↓
Professional Development
↓
Improved Outcomes for Children
This ensures coherence across the organisation and keeps children at the centre of professional practice.

7. Performance Development Cycle
Performance development operates through an annual cycle.
September (Term 1)
Objective Setting Meeting
Staff meet with their line manager to:
· Review previous year.
· Reflect on strengths and development areas.
· Agree annual objectives.
· Identify CPD needs.
· Review career aspirations.

November (Term 2)
Development Review
Line management discussion focused on:
· Progress towards objectives.
· Support requirements.
· Professional wellbeing.
· Emerging challenges.
360 feedback process initiated.

February (Term 3)
Mid-Year Review
Formal review including:
· Self-assessment.
· Reflection against standards.
· Review of evidence.
· CPD impact.
· Coaching discussion.
· Revised support where required.

April (Term 4)
Professional Supervision Meeting
Focus on:
· Wellbeing.
· Professional practice.
· Support needs.
· Career development.

May (Term 5)
Progress Review
Moderation process completed.
Evidence reviewed.
Consistency checks undertaken.

July (Term 6)
Final Performance Development Review
Review of:
· Objectives.
· Professional standards.
· CPD impact.
· Contribution to school.
· Future development priorities.
Objectives drafted for the following year.

8. Objectives
Each employee will have four objectives.
Objective 1 – Outcomes for Children
Focused on improving outcomes for pupils.
Examples:
· Attendance.
· Progress.
· Engagement.
· Regulation.
· EHCP outcomes.

Objective 2 – Professional Practice
Focused on role-specific standards.
Examples:
· Teaching.
· Learning mentor practice.
· Leadership effectiveness.
· Safeguarding practice.

Objective 3 – Professional Development
Focused on personal growth.
Examples:
· Qualifications.
· Leadership development.
· Specialist SEMH practice.
· Coaching skills.

Objective 4 – Values and Contribution
Focused on wider contribution.
Examples:
· Supporting colleagues.
· School improvement projects.
· Clubs.
· Ambassadors.
· Staff wellbeing initiatives.

9. Evidence Framework
Performance development is based on triangulated evidence.
No single source of evidence will determine outcomes.
Evidence may include:
Professional Practice
· Lesson observations
· Learning walks
· Coaching observations
· Professional discussions
Outcomes
· Progress data
· Attendance
· EHCP reviews
· Engagement data
Relationships
· Pupil voice
· Parent feedback
· Professional feedback
· Team contribution
Professional Conduct
· Attendance
· Reliability
· Professionalism
· Safeguarding compliance
Wider Contribution
· CPD
· Projects
· School development
· Leadership activities

10. Quality Assurance Activities
Quality assurance exists to support development rather than inspection.
Activities may include:
· Learning walks
· Lesson visits
· Peer observations
· Work scrutiny
· Planning reviews
· Pupil voice
· Professional dialogue
The school will minimise workload and avoid excessive evidence collection.
Staff will not be required to produce extensive portfolios.

11. Coaching and Professional Development
Sallygate School is committed to developing a coaching culture.
Development may include:
· Instructional coaching
· Peer observation
· Mentoring
· CPD programmes
· Professional reading
· External training
· Leadership development
Professional development will be personalised wherever possible.

12. Wellbeing Commitment
The school recognises that staff wellbeing directly impacts outcomes for children.
Performance development discussions will routinely include:
· Workload
· Wellbeing
· Support needs
· Professional fulfilment
· Work-life balance
The purpose is to support sustainable excellence rather than excessive workload.

13. Informal Support Process
Where concerns arise regarding performance:
Stage 1
Professional discussion.
Stage 2
Coaching and support.
Stage 3
Development plan.
Stage 4
Review period.
The emphasis will always be on improvement and support.
Capability procedures will only be considered where support has not resulted in sufficient improvement.

14. Capability
Capability procedures are separate from this policy.
Movement into capability will only occur where:
· Significant concerns remain.
· Appropriate support has been provided.
· Improvement has not been achieved.
The school remains committed to fairness, dignity and support throughout any process.

15. Pay Progression
Pay decisions will be made in accordance with the school's Pay Policy.
Performance development evidence may inform pay decisions but appraisal is not solely a pay process.
The primary purpose of the framework is professional growth and improved outcomes for children.

16. Equality and Reasonable Adjustments
The school will ensure that all staff are treated fairly.
Reasonable adjustments will be made where required in accordance with:
· Equality Act 2010
· Disability legislation
· Individual circumstances
The framework will take account of:
· Part-time working
· Maternity leave
· Long-term absence
· Disability
· Caring responsibilities

17. Confidentiality
Performance development discussions and records will remain confidential.
Information will only be shared where necessary for:
· Quality assurance
· Leadership oversight
· Pay determination
· Professional support
Records will be stored securely in accordance with GDPR and the school's Records Retention Policy.

18. Moderation and Quality Assurance
To ensure consistency:
· Line managers will moderate outcomes.
· Senior leaders will review grading decisions.
· Cross-school moderation will take place annually.
· Governors will receive anonymised summary reports.
Moderation exists to ensure fairness and consistency rather than ranking staff.

19. Roles and Responsibilities
Governors
· Approve policy.
· Monitor implementation.
· Review impact.
Headteacher
· Lead implementation.
· Ensure consistency.
· Oversee moderation.
· Promote professional growth culture.
Line Managers
· Conduct development meetings.
· Provide coaching and support.
· Monitor progress.
· Facilitate professional development.
Staff
· Engage positively in the process.
· Reflect on practice.
· Participate in professional development.
· Take responsibility for continuous improvement.

20. Monitoring and Review
The effectiveness of this policy will be reviewed annually through:
· Staff feedback.
· Moderation outcomes.
· CPD evaluations.
· School improvement outcomes.
· Governor review.
The policy will be updated in response to legislative changes, professional guidance and school priorities.

Sallygate School Commitment
At Sallygate School we believe that investing in staff is investing in children. Our Performance Development Framework is designed to recognise strengths, support growth, build leadership capacity and ensure that every member of staff can flourish professionally whilst making a meaningful difference to the lives of our pupils.
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