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Introduction

· The Board of Governors of Bunscoil Mhic Reachtain is committed to the development of its teachers as individuals and as teams through constructive feedback and agreed identification of their development needs.   

· The school is also committed to providing appropriate and effective personal development to ensure job satisfaction, enhanced professional expertise and career development opportunities.

· This performance review and staff development policy applies to all teachers except those in their induction year and in EPD and is fully in accord with the requirements of the PRSD scheme and guidance from the BELB. 

· It sets out the approach to implementing performance review in the school and is linked to current activities and policies related to school development planning, school improvement and staff development.  
· The policy sets out a framework for teachers to agree and review priorities within the context of the school development plan and their own personal, professional and career development needs. 
Appointment of Reviewers

Teachers (including Vice-principal)
The reviewer of teachers will normally be the principal.  Wherever possible the reviewer will have management and /or curricular responsibility for the teacher.  Where this is not possible, the designation of the reviewer will be in consultation with the teacher.  The principal in consultation with the teacher may appoint a new reviewer in place of an existing reviewer at any time.  The review process will continue as if there had been no change of reviewer.  For the vice-principal(s) the reviewer will normally be the principal.  The principal in the deployment of reviewers will be mindful of the workload on each reviewer and consequently a reviewer will normally not be responsible for more than 4 reviewees.
Principal
The principal will be reviewed by two governors, designated by the Board of Governors.  The principal’s reviewers will be advised by an external adviser designated by the BELB.

The Performance Review Cycle

The review process for the principal and teachers will have three stages.

Stage 1 – Planning and Preparation

(i) Teacher reviewees will discuss and agree with their reviewers, three personal/shared objectives derived from the school development plan and these will cover the areas of professional practice, pupil and curriculum development and their personal and professional development. In some cases, objectives may be derived from areas perceived to require development by ETI (in case of recent inspection.)

(ii) Principal reviewees will discuss and agree three personal/shared objectives derived from the areas of leadership and management, pupil and curriculum development and his/her personal and professional development. Principal objectives will reflect the priorities identified within the school development plan and reflect the key areas of headship in the National Standards for Headteachers (Northern Ireland version) and any advice or guidance issued by the BELB

(iii)
The reviewer(s) will record the objectives that will apply for the review period in the agreed planning record.  Objectives will be jointly agreed.  However, if there are any differences of opinion about the objectives, the reviewer(s) will set them but the reviewee may add comments to the written record. 

Stage 2 – Monitoring Progress

(i) Governors will review the principal by consulting with them, meeting regularly to obtain information, assessing documentary evidence and conducting feedback meetings. The two designated governors will jointly assess progress to date and propose amendments if required.

(ii) The reviewer of a teacher will undertake classroom observation on two pre-arranged occasions.  It is reasonable to set a maximum of one hour of observation for all aspects of review. 

(iii) Classroom observations will reflect the teacher’s objectives.  The lessons to be observed and the timeframe will be jointly agreed in consultation with the teacher. However, in exceptional circumstances where agreement cannot be reached the reviewer(s) will decide the lessons to be observed.

(iv) In the case of teachers with management responsibilities outside the classroom, where these are reflected in one of the objectives, one period of classroom observation, after consultation with the teacher, may be replaced with a period of task observation at the discretion of the reviewer.

Stage 3- Reviewing Performance and Staff Development

(i) There will be an annual review meeting between the reviewee and the reviewer(s). The reviewer(s) will use the recorded objectives as a focus to establish the teacher’s/principal’s performance and development, including a clear assessment of whether each of the objectives has been met.  The review will identify any development needs and include an action plan; the proposed action plan should be consistent with and inform the school’s professional and staff development plan and be within the resources available.

(ii) A written review statement on the current annual review will be prepared by the reviewer recording the main points made and the conclusions reached.  Identified development needs shall be recorded in a separate annex that will form part of the review statement.  If it is not possible to complete the statement at the review meeting, it must be prepared within 10 working days of the meeting.  The teacher will be provided with a copy and within 10 working days of first having access to it, may add comments in writing.

(iii) The teacher and the principal will be given a copy of the review statement.  Those responsible for making decisions regarding pay progression will be provided with access to it as necessary. A copy of the principal’s review statement will be given to the Chair of Governors and, in exceptional circumstances on request, to the employing authority.

(iv) To ensure confidentiality the principal will keep all review statements in a secure file.

(v) The training and development needs identified in the review statement will be given by the principal to the person(s) responsible for training and development in the school.  This will include, where appropriate, the Curriculum Advisory and Support Service of the ELB’s, the Regional Training Unit and Higher Education Institutes or other bodies that provide training and development in the school.

(vi) It is anticipated that perceived problems or concerns will be addressed informally between the reviewee and reviewer(s).  In the event it is not possible to resolve these matters through informal means, teachers and principals have the right of recourse to the grievance procedure as per Section 7 of the PRSD scheme.  Any complaint will be on the basis of procedure and process.  

Link to Other Procedures

Information from review statements will be used to promote the personal and professional development of all staff. Relevant information from review statements will be taken into account in making decisions and advising those responsible for taking decisions or making recommendations about performance or pay progression.  The performance review and staff development process may occasionally identify issues of concern about a teacher’s performance.  In situations where this arises, a programme of support and development will be provided and the performance review process will cease.  In cases where the unsatisfactory teacher’s procedure is invoked there will be no pay progression. To preserve confidentiality and to avoid proliferation of copies of the review statements, they will be tabled at the relevant meeting for reference and collected at its conclusion. 
Induction/EPD
The final meeting of the induction/EPD period may be used to agree objectives and professional development opportunities as the first stage of the teacher’s subsequent review cycle.

Threshold Assessment  




Movement to UPS 1, 2 and 3, will be managed through and informed by the operation of the PRSD scheme and on the basis of successful performance reviews. In the interim the existing threshold assessment arrangements will continue to apply. The principal holds the ultimate decision regarding movement through threshold.

Upper Pay Scale

Information from review statements will form part of the body of evidence to determine progression for post-threshold teachers. Teachers will be considered for progression provided two years have elapsed from their placement on a lower point of the scale.  

Equality of Opportunity
The Governors are committed to implementing performance review on the basis of fairness, openness and equality of opportunity.  The Governors will use the performance review and staff development scheme to encourage all the teachers to fulfil their professional potential. The Governors will operate the review process in accord with Section 8 of the PRSD scheme. 

Timing of the Review Process
· planning meetings will take place in the first term

· monitoring/including classroom observation will take place in the second term

· review meetings will take place in the third term

Dissemination Of The Policy

All staff members and school governors will receive a copy of this policy. It will also be available in the parent reference display area and on the school website.

Monitoring, Evaluation and Review

The policy will be reviewed, and amended annually. Any relevant comments from new research/learning will also be included in the evaluation and review process.

Signed: …………………………………… (Principal)                     Date ………………….

             …………………………………… (On behalf of the Board of Governors)
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