
Tuesday, 24 January 2017 
Appraisal for Teaching Staff Policy  Page 1 
 

       

APPRAISAL FOR TEACHING STAFF 
 

 
Mission Statement 

‘Lord Grey School is a future-driven, aspirational and inclusive school offering all learners 
outstanding social and academic opportunities. Our international, national and local 
community links promote the development of fulfilled and successful young people. We aim 
to maximise learner potential to the highest academic levels and to encourage a love of 
learning that will last a lifetime. We are a high achieving school with an ambition to become 
an outstanding first choice local school’. 
 

 

Motto:  Aspire, Learn, Achieve 

Core Values: Ambitious, Determined, Independent, 

Respectful, Successful 

 

 
POLICY MANAGER: 

 

 
Tracey Jones 

 
COMMITTEE: 

 

 
Resources 

 
REVIEW DATE: 

 

 
January 2016 

 
NEXT REVIEW 

DATE: 

 
January 2017  

 

  

Lord Grey School 



Tuesday, 24 January 2017 
Appraisal for Teaching Staff Policy  Page 2 
 

TABLE OF CONTENTS 

1. Appraisal Policy for Teaching Staff Statement ............................................................... 3 

2. Introduction .................................................................................................................... 3 

3. Purpose ......................................................................................................................... 3 

4. Application of the policy ................................................................................................. 3 

5. Appraisal ........................................................................................................................ 3 

6. The Appraisal Period ..................................................................................................... 4 

7. Appointing Appraisers .................................................................................................... 4 

8. Setting Objectives (Targets) ........................................................................................... 4 

9. Reviewing Performance ................................................................................................. 5 

10. Appeals Procedure ..................................................................................................... 8 

Appendix A         SALARY PROGRESSION PROFORMA – LGS Main Scale ..................... 11 

Appendix B and C Teachers' Standards, 2012 and 2015  

11. Changes Log ............................................................................................................ 21 

 

  



Tuesday, 24 January 2017 
Appraisal for Teaching Staff Policy  Page 3 
 

1. Appraisal Policy for Teaching Staff Statement 
Lord Grey School believes that its Appraisal Policy and process is developmental and 
supportive. It is intended that it will be used to foster professional dialogue between 
colleagues.  

2. Introduction  
Revised appraisal arrangements for teachers came into force with effect from 1 September 

2012.  

 

They are set out in the Education (School Teachers’ Appraisal) (England) Regulations 2012 

(the Appraisal Regulations) which replace the Education (School Teachers’ Performance 

Management) (England) Regulations 2006 (the 2006 Regulations). 

 

The Appraisal Regulations set out the principles that apply to teachers in all maintained 

schools. They retain the key elements of the 2006 Regulations but allow Lord Grey School 

more freedom to design arrangements to suit its own individual circumstances. 

 

Via this policy Lord Grey School stays within the legal framework set out in the Appraisal 

Regulations and in other relevant legislation that affects all employers (for example 

legislation on equality, employment protection and data protection).  

 

Lord Grey School has adopted a separate Appraisal Policy for Support Staff and a separate 

Capability Policy for all staff.  

3. Purpose  
This policy sets out the framework for a clear and consistent assessment of the overall 

performance of teachers, including the Headteacher, 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.  

4. Application of the policy 
This policy which covers appraisal, applies to the Headteacher and to all teachers employed 

by Lord Grey School, except those on contracts of less than one term, those undergoing 

induction, i.e. Newly Qualified Teachers, and those who are subject to Capability Policy / 

Procedure.   

5. Appraisal 
Appraisal in Lord Grey School will be a supportive and developmental process designed to 

ensure that all teachers have the skills and support they need to carry out their roles 

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

professional practice and to develop as teachers. 
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6. The Appraisal Period 
The appraisal period will run for twelve months from 1st September to 31st August for 

teachers.  

 

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. There is flexibility to have a 

longer or shorter appraisal period when teachers begin or end employment with Lord Grey 

School. 

7. Appointing Appraisers 
The Headteacher will be appraised by the Governing Body, supported by a suitably skilled 

and/or experienced external adviser who has been appointed by the Governing Body for that 

purpose. 

 

In Lord Grey School the task of appraising the Headteacher, including the setting of 

objectives, will be delegated to a sub-group consisting of three members of the Governing 

Body. 

 

The Headteacher will decide who will appraise other teachers. A cascade diagram will be 

released to show this annually via the Staff Handbook. There is a right of appeal to the 

Headteacher if a colleague is not happy about the designated appraiser.  

8. Setting Objectives (Targets) 
Teacher Appraisal is carried out using the schoolcentre.net software which is password 

protected and is a secure web-based product. Human Resources are available to answer 

any questions about use of schoolcentre.net for appraisal – as is the Headteacher.   

The Headteacher’s objectives will be set by the Governing Body after consultation with the 

external adviser. 

 

Objectives for each teacher will be set between 1st September and 31st October at the start 

of each appraisal period. The objectives set for each teacher, will be Specific, Measurable, 

Achievable, Realistic and Time-bound and will be appropriate to the teacher’s role and level 

of experience. The objectives must link to the School Improvement Plan. The school will 

expect a minimum of three  objectives (and maximum of four objectives on a voluntary 

basis). Exemplars will be given in advance - of directed wording for some targets and 

example wording for some targets.  

 

The appraiser and appraisee will seek to agree the objectives but, if that is not possible, the 

appraiser will determine the objectives. Objectives may be revised if circumstances change. 

The best practice scenario is that the targets are mutually negotiated and agreed.  

 

The objectives set for each teacher will, if achieved, contribute to the school’s plans for 

improving the school’s educational provision and performance and improving the education 
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of pupils at the school. This will be ensured by a monitoring of the teacher’s performance by 

his/her line manager, for example, via a number of indicators, such as: lesson observations,  

examination results, scrutiny of the Levels of Progress made by the students taught by the 

teacher, quality of marking, parental feedback, Progress 8 measure data and student 

feedback.  

 

At the start of the annual appraisal period in September each teacher will be informed of the 

standards against which that teacher’s performance in that appraisal period will be 

assessed, via the Staff Handbook. The Governing Body have agreed that in Lord Grey 

School all teachers must be assessed against the set of standards contained in the 

document called “Teachers’ Standards”, first published in July 2011 and revised in 2015. All 

teaching staff will be issued with a copy.   

9. Reviewing Performance 
9.1. Observation 

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 and areas for development they may have and of gaining useful 

information which can inform school improvement more generally, and the appraisal 

process particularly. All observations will be carried out in a supportive fashion.  

 

Observations will be: 

 One formal observation by your appraiser for one hour 

 At least one hour of  formal observation per year by a member of SLT 

 Informal observations, usually up to ten minutes, as part of a drop in or learning walk 

process, which can be without notice 

 Voluntary observations 

 Informal triad observations 

 Additional observations for colleagues on Supportive Action Plan 1 or Supportive 

Action Plan 2  

 Observation by Headteacher of one hour for colleagues new to the school  

 Observations as part of a Faculty Review process 

 In lesson observations colleagues at LGSMPS 11, Threshold: UPS1,2,3 and 

Leadership Scale are expected to deliver a ‘good’ lesson on every observation as a 

core expectation  

 Usual practice is for a maximum of three hours of observation in one school year; 

staff will be informed if exceptional circumstances arise 

 Notice of observation should be one week for a formal observation 

 Feedback on a formal observation should be given within 24 hours verbally and 

within one week in a written format 

 Staff can negotiate which class should be seen if there are mitigating circumstances.  

In Lord Grey 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 
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those with Qualified Teacher Status. 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 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.  

 

Teachers (including the Headteacher) who have responsibilities outside the classroom 

should also expect to have their performance pertinent to those responsibilities observed 

and assessed. Thus one objective must relate to the TLR or promoted post 

responsibility, where such a responsibility is held.  

 

9.2. 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. 

Professional development needs should be recorded on the appraisal paperwork as 

outlined in the operational instructions.  

 

9.3. Feedback 

Teachers will receive constructive feedback on their performance throughout the year 

and as soon as practicable after observation has taken place or other evidence has 

come to light. 

 

Feedback will highlight particular areas of strength as well as any areas that need 

attention. Where there are concerns about any aspects of the teacher’s performance the 

appraiser will meet the teacher formally to: 

 give clear feedback to the teacher about the nature and seriousness of the concerns; 

 give the teacher the opportunity to comment and discuss the concerns; 

 agree any support, e.g. coaching, mentoring, structured observations, that will be 

provided to help address those specific concerns; 

 make clear how, and by when, the appraiser will review progress; it may be 

appropriate to revise objectives, and it will be necessary to allow sufficient time for 

improvement. The amount of time is up to the school but should reflect the 

seriousness of the concerns; 

 explain the implications and process if no, or insufficient, improvement is made. 

 

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. 

 

 

9.4. Transition to capability 

If the appraiser is not satisfied with progress, he/she will inform the Assistant 

Headteacher: CPD in the first instance.  The Assistant Headteacher: CPD will then 
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discuss the case with the Headteacher. Where a decision is made by the Headteacher to 

move the teacher to Capability Policy/Procedure the teacher will be notified in writing that 

the appraisal system will no longer apply and that their performance will be managed 

under the capability procedure, and will be invited to a formal capability meeting. The 

capability procedures will be conducted as detailed in Lord Grey School Capability 

Policy. 

 

 

9.5. 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 in an interim meeting which will 

take place in February or March.  

The teacher will receive, as soon as practicable, following the end of each appraisal 

period – and have the opportunity to comment in writing on - a written appraisal report. In 

this school, teachers will receive their written appraisal reports by 31st October or 31st 

December for the Headteacher.  

The appraisal report will include: 

 details of the 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; 

 an assessment of the teacher’s professional development needs and identification of 

any action that should be taken to address them; 

 a recommendation on pay where that is relevant to go to the Headteacher who will, in 

turn, present it to the Salaries Committee of the Governing Body. Pay 

recommendations need to be made by 31st December for Headteachers and by 31st 

October for other teachers. Appraisers will make the recommendation to the 

Headteacher, but the final decision will lie with the Headteacher and the Salaries 

Committee. The Headteacher will decide how many, if any, increments of pay 

progression should be awarded. The Headteacher will use the Appraisal 

documentation as the major source of evidence but will also take other evidence into 

consideration. A simple proforma will be used to collate the evidence of the 

recommendation from the line manager. The appraisee will be informed in writing of 

pay progression by the Headteacher by 31st December. Any back dating of pay, 

resulting from the Headteacher’s recommendation on pay progression, will be 

backdated to 1st September of the same school year. If the Headteacher feels that 

the case is not clear cut, the Headteacher can ask for additional evidence on 

professional standards, from the appraisee, to inform his/her decision on pay 

progression. A simple proforma will be required from each line manager who has 

carried out an appraisal, to the Headteacher, making a recommendation on pay 

progression. However, the final decision will lie with the Headteacher. The 
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Headteacher will then go to Salaries Committee of the Governing Body for final 

ratification of salary changes. The Salaries Committee can, if it so deems, overturn 

the Headteacher’s decision. See Appendix A.   

 

9.6. Application for Threshold and SLT progression  

 Any application for Threshold or UPS 1 to 2 or 2 to 3 should be made in writing to 

the Headteacher following guidance from the Headteacher on procedure, which in 

the case of Lord Grey School is a voluntary application form and portfolio of 

evidence. All SLT pay progression is decided by the Headteacher, based on 

performance and appraisal, as has historically always been the case. Pay 

progression is not automatic in any of these cases. There must be clear evidence 

that ALL Teachers’ Professional standards are being met for a Threshold 

application to be successful, as well as two years worth of clear evidence of 

successful appraisal. Performance must also be deemed to be a sustained and 

substantial contribution to the  school.  This also applies to Lead Practitioners.  

 

9.7. Appeals If Concerned About the Process 

If any member of staff wishes to appeal against the process used or targets set, feeling 

that this policy was not adhered to, they should consult the Headteacher in the first 

instance, outlining their complaint. The school would try to resolve the matter informally 

in the first instance. Beyond that the complainant should use the process outlined in 

Section 10.   

10. Appeals Procedure 
In accordance with the requirements of The Education (School Teacher Performance 
Management) (England) Regulations 2006, the governing body has adopted a procedure for 
dealing with appeals against any entry on the planning and review statement, including 
changes made to a statement during the cycle. 
 
It is envisaged that disagreements will normally be resolved through discussion between the 
reviewer and the reviewee and/or through the moderation process. 

 
10.1. The Planning and Review Statement 

Within five working days of the review meeting, the reviewer should produce a draft 
statement and the reviewee and reviewer should seek to agree the statement, which 
should be a fair summary of what took place at the meeting. 

 
The reviewee may request changes to the draft statement and make written comments 
on it. 
 
Within ten working days of the review meeting, the reviewer must ensure that a final 
statement is prepared and signed by both parties.   The reviewee may add final 
comments before signing. 
 
Where the reviewer is not the Headteacher, the reviewer gives the reviewee a copy of 
the final statement and passes the original to the Headteacher for retention.  The 
Headteacher’s review statement is passed to the Chair of Governors  (or appointed 
nominee). 
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10.2. Moderation of Documentation  

The Headteacher has  the option to moderate planning and review statements to ensure 
that they are consistent between those who have similar experience and similar levels of 
responsibility and that they comply with this  Appraisal Policy and the regulations. 
 
The Governing Body has the option to appoint the Chair of Governors  (or appointed 
nominee) to moderate the Headteacher’s planning and review statement to ensure that 
his/her statement is consistent with the school’s improvement priorities and complies with 
this Appraisal Policy and the regulations. 
 
The Headteacher (or Chair of Governors) may, therefore, within ten days of the 
statement’s completion, instruct the reviewer to prepare a new statement prior to it being 
finalised and retained. 
 
The reviewer and reviewee should produce a revised statement within ten days of being 
instructed to do so and the reviewee can also add any comments at this stage. 
 
The Headteacher (or Chair of Governors) may decide that no changes are required to 
the statement. 

 
In all cases, the school endeavours to rectify issues via informal means, before 
progressing to formal measures.  
 
10.3. Appeals  Stage 1 

If the matter remains unresolved, the teacher (or Headteacher) should set out his/her 
concerns in writing and submit them to the Headteacher (or Chair of Governors ) within 
ten working days of receipt of the final statement or the decision not to amend the 
statement. 
 
The Headteacher (or Chair of Governors ) will arrange a meeting within ten working days 
to give the teacher (or Headteacher) the opportunity to make representations in person 
and to consider the teacher’s (or Headteacher’s) concerns formally.   The teacher (or 
Headteacher) will be informed in writing of the decision and the right of appeal. 

 
10.4. Appeals Stage 2 

Appeals must be notified in writing to the Headteacher within ten working days of the 
decision being notified.   If the appellant is the Headteacher, the notification should be sent 
to the Chair of Governors . 
 
The Headteacher (or Chair of Governors ) will make arrangements to convene a hearing by 
the governing body’s Appeals Committee within twenty working days of the notification of 
the appeal. 
 
The appellant will be given at least ten working days’ written notice of the hearing and will 
be required to submit her/his case in writing at least five working days before the scheduled 
hearing. 
 
The appellant will be invited to attend the hearing and has the right to be accompanied by a 
work colleague or union representative. 
 
The Headteacher (or Chair of Governors ) will be required to submit his/her case in writing 
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at least five working days before the scheduled hearing.  The reviewer(s) may request to 
attend the hearing in person. 
 
Copies of the documentation relating to the hearing will be provided to both parties prior to 
the hearing.  
 
The decision of the Appeals Committee will be given in writing to the appellant within five 
working days of the hearing.  
 
Where an appeal is rejected, the Appeals Committee will inform the appellant in writing of 
the evidence the committee considered and its reasons for the decision. 
 
The reviewer(s) who made the original decision will also be notified of the outcome of the 
hearing. 
 
The decision of the Appeals Committee will be final and binding on both parties.   
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Appendix A        SALARY PROGRESSION PROFORMA – LGS 

Main Scale  
 
EACH LINE MANAGER/APPRAISER WHO HAS CARRIED OUT AN APPRAISAL MUST 
COMPLETE THIS FORM AND PASS IT TO THE HEADTEACHER IF THEY ARE APPRAISING A 
COLLEAGUE WHO IS ON THE LORD GREY SCHOOL MAIN SCALE.  
 
PLEASE NOTE THAT EVEN THOUGH THE LINE MANAGER/APPRAISER MIGHT MAKE AN 
INITIAL RECOMMENDATION ON PAY PROGRESSION VIA THIS FORM, THE FINAL DECISION 
RESTS WITH THE HEADTEACHER.  
 
This is for the Lord Grey School Main Scale only. Any applications for passing through the Threshold 
or moving through the Upper Pay Scale are done via an application form and portfolio of evidence.   
TLR payments are covered under the job description for the post holder and are fixed amounts.  

 
Name of Appraisee: 
Name of Appraiser: 
Date of Appraisal: 
Faculty/Area that the Appraisee works in: 
Job Title of Appraisee: 

 
 
 
I recommend the person named above for a pay rise because: 
 
 
 
Please tick the relevant box 
 
 
 
 

 
The colleague has had an appraisal review in which all targets from the previous year have 
been fully met. 

 
 
 
 

 
The colleague has had an appraisal review in which most targets from the previous year 
have been met, and there is further evidence of very good professional standards. 
 

 
 
 
 

 
The colleague has had an appraisal review in which some of the targets from the previous 
year have been met; in addition there is strong evidence of very good professional 
standards. 
 

  
In spite of appraisal targets not having been met for the previous year, the line manager can 
attest that the colleague has excellent professional standards and is able to present 
evidence to back this up.  
 

OR: 
 

 
There is insufficient evidence from which to make a decision.  
 

 
Please note that the Headteacher may call for supporting evidence from the appraiser or appraisee if 
the case is not clear cut.  
 

Please tick the relevant box. I recommend the following salary: 

   LGS Main Scale 1  LGS Main Scale 7 

 LGS Main Scale 2  LGS Main Scale 8 

 LGS Main Scale 3  LGS Main Scale 9 

 LGS Main Scale 4  LGS Main Scale 10 

 LGS Main Scale 5  LGS Main Scale 11 

 LGS Main Scale 6   

 
 Signed:__________________________________(appraiser)  Date:_____________ 
Return this to the Headteacher.  
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APPENDIX B  New Teachers’ Standards, 2015-16 

Lord Grey School Supports the Teachers’ Standards 

 

 

Standard One: 

SET HIGH EXPECTATIONS WHICH INSPIRE, MOTIVATE AND CHALLENGE 

 Establish a safe and stimulating environment for pupils, rooted in mutual 

respect. 

 Set goals that stretch and challenge pupils of all backgrounds, abilities and 

dispositions. 

 Demonstrate consistently the positive attitudes, values and behaviour which are 

expected of pupils.  

 

Standard Two: 

PROMOTE GOOD PROGRESS AND OUTCOMES BY PUPILS  

 Be accountable for pupils’ attainment, progress and outcomes. 

 Be aware of pupils’ capabilities and prior knowledge and plan teaching to build 

on these. 

 Guide pupils to reflect on the progress they have made and their emerging 

needs. 

 Demonstrate knowledge and understanding of how pupils learn and how this 

impacts on teaching. 

 Encourage pupils to take a responsible and conscientious attitude to their own 

work and study. 

 

Standard Three: 

DEMONSTRATE GOOD SUBJECT AND CURRICULUM KNOWLEDGE 

 Have a secure knowledge of the relevant subject(s) and curriculum areas, foster 

and maintain pupils’ interest in the subject, and address misunderstandings. 
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 Demonstrate a critical understanding of developments in the subject and 

curriculum areas and promote the value of the scholarship. 

 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. 

 If teaching early reading, demonstrate a clear understanding of systematic 

phonics. 

 If teaching early mathematics, demonstrate a clear understanding of appropriate 

teaching strategies. 

 

Standard Four: 

PLAN AND TEACH WELL STRUCTURED LESSONS 

 Impart knowledge and develop understanding through effective use of lesson 

time. 

 Promote love of learning and pupils’ intellectual curiosity. 

 Set homework and plan other out-of-class activities to consolidate and extend 

the knowledge and understanding pupils have acquired. 

 Reflect systematically on the effectiveness of lessons and approaches to 

teaching. 

 Contribute to the design and provision of an engaging curriculum within the 

relevant subject area(s). 

 

Standard Five: 

ADAPT TEACHING TO RESPOND TO THE STRENGTHS AND NEEDS OF PUPILS 

 Know when and how to differentiate appropriately, using approaches which 

enable pupils to be taught effectively. 

 Have a secure understanding of how a range of factors can inhibit pupils’ ability 

to learn and how best overcome these.  

 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. 



Tuesday, 24 January 2017 
Appraisal for Teaching Staff Policy  Page 14 
 

 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. 

 

Standard Six: 

MAKE ACCURATE AND PRODUCTIVE USE OF ASSESSMENT 

 Know and understand how to assess the relevant subject and curriculum areas, 

including statutory assessment requirements. 

 Make use of formative and summative assessment to secure pupils’ progress. 

 Use relevant data to monitor progress, set targets and plan subsequent lessons. 

 Give pupils regular feedback, both orally and through accurate marking and 

encourage pupils to respond to the feedback. 

 

Standard Seven: 

MANAGE BEHAVIOUR EFFECTIVELY TO ENSURE A GOOD AND SAFE 

LEARNING ENVIRONNEMENT  

 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 school’s behaviour policy. 

 Have high expectations of behaviour and establish a framework for discipline 

with a range of strategies using praise, sanctions and rewards consistently and 

fairly. 

 Manage classes effectively using approaches which are appropriate to pupils’ 

needs in order to involve and motivate them. 

 Maintain good relationships with pupils, exercise appropriate authority and act 

decisively when necessary. 

 

Standard Eight: 

FULFIL WIDER PROFESSIONAL RESPONSIBILITIES 

 Make a positive contribution to the wider life and ethos of the school. 
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 Develop effective professional relationship with colleagues knowing how and 

when to draw on advice and specialist support. 

 Deploy support staff effectively.  

 Take responsibility for improving teaching through appropriate professional 

development responding to advice and feedback from colleagues. 

 Treat all with respect, at all times.  
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APPENDIX C  

TEACHERS’ STANDARDS IN ENGLAND, SEPTEMBER 2012  

INTRODUCTION, LEGAL STANDING AND INTERPRETATION  

 

1. The new Teachers’ Standards published by the Secretary of State for Education 

introduce some significant changes in terms of structure, content and application. 

This introduction is designed to assist those who will be using the standards to 

understand those changes and to implement the new standards effectively. 

2. The Teachers’ Standards contained in this document came into effect on 1st 

September 2012. They replace the standards for Qualified Teacher Status (QTS) 

and the Core professional standards previously published by the Training and 

Development Agency for Schools (TDA), and the General Teaching Council for 

England's Code of Conduct and Practice for Registered Teachers. 

3. The new standards will apply to the vast majority of teachers regardless of 

their career stage. The Teachers’ Standards will apply to: trainees working 

towards QTS; all teachers completing their statutory induction period and those 

covered by the new performance appraisal arrangements. Part 2 of the Teachers’ 

Standards relating to professional and personal conduct will be used to assess 

cases of serious misconduct, regardless of the sector in which the teacher works. 

4. From 1st April 2012, teachers with Qualified Teacher Learning and Skills (QTLS) 

status are able to teach in schools as fully qualified teachers. This change has been 

made to give schools greater access to experienced teachers of vocational 

subjects, as recommended in Professor Alison Wolf’s Review of Vocational 

Education.  The Governing Body of Lord Grey School has agreed that Lord Grey 

School will use the Teachers’ Standards for QTLS teachers.  

5. The new standards define the minimum level of practice expected of trainees and 

teachers from the point of being awarded QTS. The standards set out in this 

document constitute the ‘specified standards’.  

6. The new standards need to be applied as appropriate to the role and context within 

which a trainee or teacher is practising. Providers of Initial Teacher Training (ITT) 

will assess trainees against the standards in a way that is consistent with what 

could reasonably be expected of a trainee teacher prior to the award of QTS. 

Providers will need to ensure that their programmes are designed and delivered in 

such a way as to allow all trainees to meet these standards, as set out in the 

Secretary of State’s Requirements for Initial Teacher Training. 

7. Similarly, the Headteacher or appraiser will assess qualified teachers against the 

standards to a level that is consistent with what should reasonably be expected of a 
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teacher in the relevant role and at the relevant stage of their career, whether a 

Newly-Qualified Teacher (NQT), mid-career teacher, or a more experienced 

practitioner. The professional judgement of Headteacher or appraiser will therefore 

be central to appraisal against these standards.  

8. The new standards replace the existing Core professional standards, and will be 

used to assess an NQT’s performance at the end of their induction period in 

employment. The standards themselves do not specify any new or different 

elements to the expectations placed on NQTs as opposed to those required for the 

award of QTS. The decision about whether an NQT has met the standards to a 

satisfactory level at the end of their first year of full employment will therefore need 

to be made on the basis of what should reasonably be expected of an NQT working 

in the relevant setting and circumstances, within the framework set out by the 

standards. That judgement should reflect the expectation that NQTs have 

effectively consolidated their training, and are demonstrating their ability to meet the 

standards consistently over a sustained period in their practice.  

9. Following the period of induction, the standards will continue to define the level of 

practice at which all qualified teachers are expected to perform. From September 

2012, teachers’ performance will be assessed against the standards as part of the 

new appraisal arrangements in schools.  

Presentation of the Standards  

10. This document is presented in three parts, which together constitute the Teachers’ 

Standards: the Preamble, Part 1 and Part 2.  

11. The Preamble summarises the values and behaviour that all teachers must 

demonstrate throughout their careers. Part 1 comprises the Standards for 

Teaching; Part 2 comprises the standards for Personal and Professional Conduct.  

12. In order to meet the standards, a trainee or teacher will need to demonstrate that 

their practice is consistent with the definition set out in the Preamble and that they 

have met the standards in both Part 1 and Part 2 of this document.  

13. The new standards are presented as separate headings, numbered from 1 to 8 in 

Part 1, each of which is accompanied by a number of bulleted sub-headings. The 

bullets, which are an integral part of the standards, are designed to amplify the 

scope of each heading. The bulleted sub-headings should not be interpreted as 

separate standards in their own right, but should be used by those assessing 

trainees and teachers to track progress against the standard, to determine areas 

where additional development might need to be observed, or to identify areas 

where a trainee or teacher is already demonstrating excellent practice relevant to 

that standard.  
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Progression and Professional Development  

14. The new standards have been designed to set out a basic framework within which 

all teachers should operate from the point of initial qualification. Appropriate self-

evaluation, reflection and professional development activity is critical to improving 

teachers’ practice at all career stages. The standards set out clearly the key areas 

in which a teacher should be able to assess his or her own practice, and receive 

feedback from colleagues. As their careers progress, teachers will be expected to 

extend the depth and breadth of knowledge, skill and understanding that they 

demonstrate in meeting the standards, as is judged to be appropriate to the role 

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

Date of introduction of the new standards  

15. The revised standards came into effect on 1st September 2012, on which date they 

became the ‘specified standards’ as defined in Schedule 2 of The Education 

(School Teachers’ Qualifications) (England) Regulations 2003. The Regulations 

require that in order to be recommended for the award of QTS, in most cases a 

person must meet the specified standards that are in place at the time of 

assessment. Providers of initial teacher training will need to ensure that all trainees 

who complete their training on or after 1st September 2012 are assessed against 

the standards that are in place as at the time of assessment, in accordance with the 

Regulations.  For some categories QTS can be awarded without undertaking ITT in 

England and meeting the QTS standards. Those exempt from meeting the QTS 

standards are individuals who have already successfully completed ITT or are 

recognised as teachers in another UK country and EEA nationals who are 

recognised as teachers in another EEA member state. Qualified further education 

teachers who have Qualified Teacher Learning and Skills (QTLS) status may also 

be exempt from meeting the QTS standards. However, once in post at Lord Grey 

School, they will be expected to live up to the Teachers’ Standards regardless of 

their route into teaching.   

16. NQTs who qualified under the previous standards but started induction on or after 

1st September 2012, or had started but not completed induction by 1st September 

2012, will need to be assessed against the new standards at the end of their 

induction.  

17. Existing teachers who have already passed induction are expected to use the new 

standards instead of the previous Core standards for appraisal, identifying 

professional development and other related purposes.  

18. When considering new cases of serious misconduct received from 1st April 2012, 

the Teaching Agency, acting on behalf of the Secretary of State, will have regard to 

the personal and professional conduct aspects of the new Teachers’ Standards 

document instead of the General Teaching Council for England’s (GTCE) Code of 
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Conduct and Practice for Registered Teachers. The Teaching Agency will still be 

able to refer to the GTCE’s Code of Conduct for any partially completed cases it 

receives from the GTCE at the point of its abolition.  

Note on Terminology Used - Glossary Specific terminology used in the 

standards should be interpreted as having the following meaning:  

19. ‘Fundamental British values’ is taken from the definition of extremism as 

articulated in the new Prevent Strategy, which was launched in June 2011. It 

includes ‘democracy, the rule of law, individual liberty and mutual respect and 

tolerance of different faiths and beliefs’.  

20. ‘Parents’ is intended to include carers, guardians and other adults acting in loco 

parentis.  

21. ‘Pupils’ is used throughout the standards, but should be taken to include 

references to children of all ages who are taught by qualified teachers, including 

those in the Early Years Foundation Stage, and those in post-16 education.  

22. ‘School’ means whatever educational setting the standards are applied in. The 

standards are required to be used by teachers in maintained schools and non-

maintained special schools. Use of the standards in Academies and Free Schools 

will depend on the specific establishment arrangements of those schools. 

Independent schools are not required to use the standards, but may do so if they 

wish.  

23. ‘Special educational needs’, as defined by the Department for Education’s 

Special Educational Needs Code of Practice (2001), refers to children who have a 

learning difficulty. This means that they either: have a significantly greater difficulty 

in learning than the majority of children of the same age; or have a disability which 

prevents or hinders them from making use of educational facilities of a kind 

generally provided for children of the same age in schools within the area of the 

local education authority.  

24. ‘Statutory frameworks’ includes all legal requirements, including but not limited to 

the requirement to promote equal opportunities and to provide reasonable 

adjustments for those with disabilities, as provided for in the Equality Act 2010. The 

term also covers the professional duties of teachers as set out in the statutory 

School Teachers’ Pay and Conditions Document. 

Teachers’ Standards 

1. Adapt teaching to respond to the strengths and needs of all pupils;  

2. know when and how to differentiate appropriately, using approaches which 

enable pupils to be taught effectively;  
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3. have a secure understanding of how a range of factors can inhibit pupils’ ability 

to learn and how best to overcome these;  

4. demonstrate an awareness of the physical, social and intellectual development 

of children and know how to adapt teaching to support pupils’ education at 

different stages of development;  

5. have a clear understanding of the needs of all pupils, including those with 

special educational needs; those of high ability; those with English as an 

additional language; those with disabilities; and be able to use and evaluate 

distinctive teaching approaches to engage and support them; 

Make accurate and productive use of assessment;  

6. know and understand how to assess the relevant subject and curriculum areas, 

including statutory assessment requirements;  

7. make use of formative and summative assessment to secure pupils’ progress;  

8. use relevant data to monitor progress, set targets, and plan subsequent lessons;  

9. give pupils regular feedback, both orally and through accurate marking, and 

encourage pupils to respond to the feedback; manage behaviour effectively to 

ensure a good and safe learning environment;  

10. have clear rules and routines for behaviour in classrooms, and take 

responsibility for promoting good and courteous behaviour both in classrooms 

and around the school, in accordance with the school’s behaviour policy;  

11. have high expectations of behaviour and establish a framework for discipline 

with a range of strategies, using praise, sanctions and rewards consistently and 

fairly manage classes effectively, using approaches which are appropriate to 

pupils’ needs in order to involve and motivate them;  

12. maintain good relationships with pupils, exercise appropriate authority and act 

decisively when necessary.  
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