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PROCEDURE:   TEACHING STAFF PERFORMANCE APPRAISAL PROCEDURE
RATIONALE
The appraisal of teaching staff is an annual process that has been developed to enhance teacher effectiveness and development and promote student learning.
PURPOSE
The purpose of performance appraisal is to develop and utilise staff skills, knowledge, training and talents in ways that maximise learning outcomes for students. With effective performance appraisal, the board of trustees can have confidence that all staff are meeting the educational needs of our students and the goals of our school.
PROCEDURES
The school’s performance appraisal  system is an annual cycle of teaching as inquiry, professional learning groups, appraisal meetings, monitoring activities and ongoing review and reflection. If serious concerns are identified, this annual cycle may be replaced with more targeted support and guidance, or a competency process.
1. The Principal or Deputy Principal is responsible for the implementation of the appraisal procedures and appraising all teachers.
2. All staff with teaching duties or management responsibilities will undergo an annual performance appraisal.
3. The term of an appraisal is from the beginning of Term 1 to the end of Term 4. 
4. Appraisal will include assessment against the requirements of the relevant professional standards, as determined in the Primary Teachers’ Collective Agreement, the Practising Teacher Criteria and the cultural competencies outlined in Tātaiako. These replace formal job descriptions for the purposes of teacher performance appraisal.
5. Teachers who are unit holders will also be appraised against a separate job description for their additional leadership responsibilities.
6. All staff will have annual teaching as inquiry (TAI) goals which are developed together with the Principal in Term 1.
7. TAI Goals will relate to the Achievement Targets as set in the school Charter and Annual Plan.
8. The performance appraisal process will include:

Confirmation of professional standards and areas of responsibility.

Teacher analysis of student achievement data, collection of student voice and peer assessment or video analysis of teaching practice.

Identification of TAI goals and target group. 

A mid year observation and appraisal meeting.

An end of year observation and appraisal meeting.

At least two termly PLG staff meetings to discuss progress towards a teacher’s professional inquiry.

Opportunities for professional learning, personal learning and research.

Ongoing self-reflections of TAI goals and professional learning and development, and teaching in relation to the Practising Teacher Criteria, Professional Standards, and cultural competencies from Tataiako.
Staff will be provided with assistance and support in order for their goals to be achieved.

The outcome of the performance appraisal will be discussed with the appraisee and an agreement is sought regarding the outcome of the evaluation.
Appraisees who believe their nominated appraiser is inappropriate and/or believe the conclusions of the performance appraisal may be inaccurate have the right of review. This process is outlined in Appendix A.
Confidentiality is to be maintained between the Appraiser, the Appraisee and the Principal/ Deputy Principal, and the Chairperson.  When a report is made to the Board, it is to be in reference to the procedure that has been followed and the success of the programme, not the outcomes.

APPENDIX A
Review Process
The review process should be available for those appraisees who are:
1. Uncomfortable with their appraiser.

2. Dissatisfied with the results of their appraisal.

The first provides the opportunity for a different appraiser to undertake the evaluation other than the one nominated.  This dissatisfaction should be stated in writing to the Principal or (in the case of the Principal being the appraisee) the Board Chairperson.
 
The second provides the opportunity for the appraisal to be carried out a second time by a different appraiser.
A different appraiser may be requested when, for example, the appraiser has:
Insufficient knowledge of the appraisee’s performance, perhaps because they:
1. Were absent for most of the appraisal period.

2. No classroom observation was carried out during the appraisal period.

3. A very negative or otherwise unreasonable attitude towards the appraisee.

Appraisees may seek a review of the conclusions of their appraisal when, for example:
1. The basis on which their performance was to be evaluated, that is, the specified performance expectations and objectives, was ignored or overridden by other factors.

2. The information regarding the actual performance was ignored in favour of subjective judgements which could not be supported.

