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1 Introduction 

1.1 The Arthur Terry Learning Partnership (ATLP) is committed to providing high quality teaching 
and learning. Through its workforce it aims to provide opportunities for all of its pupils, whatever 
their ability. Each employee will therefore be provided with relevant support and development 
to ensure that they have the skills they need to carry out their role and help them continually 
improve their performance. In turn this will help improve outcomes for its young people.  

1.2 Having an effective performance management process in place is one of the ways the Trust can 
support its employees and deal with performance matters as they arise. This involves effective 
day-to-day supervision, carrying out appraisals, providing development opportunities and 
operating a fair and reasonable capability process. 

1.3 This appraisal policy has been developed to comply with current legislation including the 
Education (School Teachers' Appraisal) (England) Regulations 2012 (the Appraisal Regulations), 
that apply to teachers in all maintained schools.  The ATLP has decided to follow the principles 
of these Regulations in developing and implementing this policy. This policy also applies to 
support staff employed within the Trust, to ensure consistency across all employees. 

1.4 This policy has been agreed following consultation with staff and the recognised trade unions.  

1.5 This policy does not form part of any employee's contract of employment and may be amended 
at any time. 

2 Scope and purpose of this policy 

2.1 The purpose of this policy is to set out the framework for a clear and consistent assessment of 
the overall performance of all employees, and for supporting their development within the 
context of the Trust/School's plan for improving educational provision and performance, and the 
set standards expected of each employee. 

2.2 This Trust regards the Department for Education Teachers' Standards1 as the baseline of 
expectations for the professional practice and conduct of teachers from the point of 
qualification. This includes teachers who are qualified teachers by virtue of holding QTLS status. 
To support teachers at different stages of their careers, there is an additional document detailing 
each standard and what is expected at different level of development. This Trust regards the 
Head Teachers' Standards2 as the baseline of expectations for the professional practice and 
conduct of head teachers from the point of qualification. The Trust regards the ATLP Support 
Staff Standards as the baseline of expectations for the professional practice and conduct of 
support staff from the point of employment. These standards are set out in appendices at the 
foot of this document.  

2.3 In implementing this policy, the ATLP will ensure that appraisal is managed in a way that avoids 
increased workload for all parties concerned, for example, reviewing the number and frequency 
of meetings and observations, and ensuring the process for collecting evidence is always 
proportionate. 

2.4 This policy applies to all employees of the Trust, including teachers and support staff, and 
centrally employed staff within the Trust except those on contracts of less than one term (refer 

 
1 https://www.gov.uk/government/publications/teachers-standards 
2 https://www.gov.uk/government/publications/headteachers-standards 
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to 3.2), the Central Executive Team, those undergoing induction (i.e. EQTs) and those who are 
subject to the Trust's Capability Policy. It does not apply to agency workers. 

2.5 Employees within a probationary period are, in addition, subject to the Trust's Probationary 
Policy. 

2.6 Where an employee is not covered by this policy as set out in 2.4 above, then performance will 
be managed through regular supervision and feedback. 

3 The appraisal period 

3.1 The appraisal period will run for twelve months from September to August.  

3.2 Employees who are employed on a fixed term contract of less than one year but more than one 
term will have their performance managed in accordance with the principles underpinning this 
policy. The length of the period and employee’s priorities/objectives will be determined by the 
duration of their contract. 

4 Appointing appraisers 

4.1 The Executive Team (CEO, Directors of Education, HR, Finance, Operations and Estates) will be 
appraised under an Executive Appraisal Policy.  

4.2 The headteachers/associate headteachers of the schools in the Trust, will be appraised by the 
Directors of Education supported by the Chair of Governors for the relevant school  

4.3 The headteacher/associate headteachers/managers will decide who will appraise all other 
employees. 

4.4 Employees will be notified  who their appraiser will be (normally the line manager), before or as 
soon as practicable after the start of each appraisal period. 

4.5 All appraisers will receive training on the appraisal process. 

5 Setting objectives /priorities 

All employees 

5.1 Headteacher objectives and priorities will be set by the CEO/Director of Education/Trust Board 
after consultation with the external adviser, taking into account the Headteacher Standards 
(Appendix 5) and work-life balance. 

5.2 The Trust has taken the decision to move away from setting specific priorities for all staff below 
headteacher, deputy headteacher, and Executive Team level.  

5.3 Instead, the ATLP vision and school/team priorities will be outlined in the Model Appraisal Form 
(appendix 1) and the focus will be on developing staff through quality CPD and other methods to 
ensure they can achieve the school/team priorities. 

5.4 Priorities and performance management discussions for teachers will not be based on teacher 
generated data and predictions, or solely on the assessment data for a single group of pupils. 
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Priorities can be set in relation to robust assessment data, however, these will not be used in 
isolation and other factors will also be considered when making decisions about pay progression. 

5.5 The focus of appraisal will be to enable all employees to be the best they can be, to support all 
staff to know what is expected of them in their roles, how they contribute to the success of their 
teams and the wider school/MAT success.  The focus will be on what’s needed by 
individuals/teams in order to achieve their outcomes and priorities. 

5.6 To support this, dialogue with individuals and teams will be ongoing across the year, supported 
by CPD.   Staff can assume at the end of the appraisal period, that unless concerns about their 
performance have been raised with them during the appraisal period, they will be successful in 
their performance management, which will result in pay progression where pay scales allow for 
this.   

5.7 Where concerns have been raised, these individuals will have meetings with their appraiser/line 
manager, to review their performance and assess whether they have been successful or not.  
There should be no surprises at the end of the appraisal year.   

5.8 A pay recommendation will be made by the appraiser/reviewer (normally the line manager).   

5.9 All recommendations will be clearly attributable to the performance of an employee and meeting 
the teacher / support staff standards and priorities will enable pay progression in line with the 
ATLP Pay Policy.  Satisfactory or low levels of performance will result in no pay progression.  
Where performance is frequently/consistently inadequate, or not meeting the teacher/support 
staff standards, it is likely to trigger the Capability Procedure. 

5.10 The priorities set will, if achieved, contribute to the Trust/School plans for improving educational 
provision and performance and improving the education of pupils. The Director of 
Education/headteacher/manager, together with the executive/senior leadership teams will be 
responsible for quality assuring priorities set across the whole Trust against the Trust/School 
improvement plans.  

6. Incremental Pay Progression 

Teachers 

6.1 To move up the main pay range annually, one point at a time, teachers will need to have achieved 
their individual/team priorities and have shown that they are competent in all elements of the 
Teachers’ Standards (see Appendix 2).  

6.2 Judgements will be properly rooted in evidence.  As a teacher moves up the main pay range, this 
evidence should show: 

-an increasing positive impact on pupil progress 

-an increasing impact on wider outcomes for improvements in specific elements of practice 
identified to the teacher, eg behaviour management or lesson planning 

-an increasing contribution to the work of the school  

-an increasing impact on the effectiveness of staff and colleagues 

6.3 The appraiser and teacher will seek to agree the priorities but, if that is not possible, the 
appraiser will determine the priorities.  
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6.4 Priorities may be revised if circumstances change. 

6.5 The priorities 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 of pupils at that 
school.  Priorities should be aligned to the School Improvement Plan, and individual team plans. 

6.6 Priorities should concentrate on pupil progress and achievement and the quality of learning and 
teaching.  Priorities should also aim to support reviewees’ professional aspirations and take 
account of any pay progression criteria. 

Support Staff 

6.7 To move up their pay range annually, one point at a time, support staff will need to have achieved 
their individual/team priorities and have shown that they are competent in all elements of 
Support Staff Standards (see Appendix 3). 

Relevant Standards 

6.8    The performance of each employee will be assessed against the relevant standards, which       
contribute to the Trust’s aims and provide a guide for employees in their relevant role. 

Teacher Standards 

6.8.1 Teachers are set out in the Teachers' Standards (Appendix 2).   With the exception of 
those who are qualified teachers by virtue of holding and maintaining Qualified Teacher 
Learning and Skills (QTLS) status, all teachers must be assessed against the set of 
standards contained in the document called "Teachers' Standards" published in July 2011. 

Teachers Standards (Appendix 2) will pertain and performance assessed against these 
standards.  Teachers will be able to demonstrate they are competent in all elements of 
the Teachers’ Standards at the level determined for their point on the pay spine. The 
Teacher Standards set out a code of good teaching practice and professional conduct.  
All teaching staff will be evaluated, and are expected to meet, all the Standards set out 
in the document. 

6.8.2 For teachers who are qualified teachers by virtue of holding QTLS status, it is for the 
Trust to decide which standards they will be assessed against. Such teachers will be 
assessed against the Teachers’ Standards. 

Support Staff Standards 

6.8.3 Support Staff will be assessed against the ATLP Standards for Support Staff (Appendix 3) 
and available on the staff intranet. 

7.0 Reviewing Performance – Teaching Staff 
 

7.1 The teacher will be required to meet the criteria set out in the Teacher Standards Document, 
namely that: 
 

- the teacher is competent in all elements of the relevant standards, at the 
appropriate level (i.e. expected, established, expert);  

- in addition for those on the upper pay range, the teacher’s achievements and 
contribution to the school are substantial and sustained. 
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7.2  This means: 
“highly competent”:  The teacher’s performance is assessed as having excellent depth and 
breadth of knowledge, skill and understanding of the Teachers’ Standards in the particular role 
they are fulfilling and the context in which they are working e.g. expected, established, expert.   
 
“substantial”:  the teacher’s achievements and contribution to the school are significant, not 
just in raising standards of teaching and learning in their own classroom, or with their own groups 
of children, but also in making a significant wider contribution to school improvement, which 
impacts on pupil progress and the effectiveness of staff and colleagues where appropriate. 

 
“sustained”:  for progression on the upper pay range, the teacher must have had two consecutive 
successful appraisal reports and has achieved their priorities during this period.  (adjustments 
will be made to take account of special circumstances, e.g. an absence on maternity or long-
term sick leave.  They will also be operating at expert level. The exact adjustments will be made 
on a case-by-case basis, depending on the individual teacher’s circumstances and the school’s 
circumstances.) Teachers will be expected to have shown that their teaching expertise has grown 
over the relevant period and is consistently good to outstanding. 

 
7.3 During the appraisal period monitoring through a range of work related activities will be used to 

provide balanced information on the teacher’s performance.  The assessment should be fair, 
consistent, supportive, and based on clear expectations.  The methods of assessment should be 
formative and summative, relevant, proportionate, and based on strong evidence drawn from a 
balanced variety of sources, including planning and work scrutiny, observation, and classroom 
visits, assessment data and information from surveys, school councils, etc.   
 

7.4 Teachers may gather their own evidence but there is no requirement to do this. The appraisal 
report at the end should never be a surprise to the teacher.   
 

7.5 Judgements relating to performance will be supported by evidence which should show and 
demonstrate a contribution towards: 

 
-an increasing positive impact in pupil progress: 
-an increasing impact on wider outcomes for pupils: 
-improvement in specific elements of practice, e.g. lesson planning: 
-an increasing contribution to the work of the school: 
-an increasing impact on the effectiveness of staff: 
 

 

7.6 Progression to Upper Pay Range 
 

7.6.1 To move to the Upper Pay Range, teachers will need to demonstrate they are consistently 
performing in all elements of the Teachers’ Standards at expert level and have two 
successful, successive appraisals. 

 
7.6.2 Applications will need to be in writing to the headteacher made using the ATLP standard 

form by 31 October. 
 
7.6.3 Applications will be reviewed by headteachers and taken for moderation to headteacher 

meetings for the relevant phase (Primary/Secondary). 
 
7.6.4 All applications will then be taken to Pay Committee for final approval/rejection. 
 
7.6.5  Staff will be advised of the outcome in writing and have the opportunity for informal and 

formal appeals. 
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7.6.6 Successful applications will be backdated to 1 September. 

 
7.7 Evidence for progression to Upper Pay Range 

 
7.7.1 The range and level of evidence collected for the purposes of progression and pay 

determination will always be proportionate and the impact on workload will be minimal. 
There is no obligation on staff to collect or submit evidence however they will need to 
be able to demonstrate they are operating at highly competent/expert level as defined 
by the Teachers’ Standards. 

 
7.8 Progression on Upper Pay Range 

 
7.8.1 Teachers on the Upper Pay Range will move to the next point on the range after two 

years unless concerns have been raised with them regarding their performance during 
the appraisal period and providing they have received and engaged with appropriate 
support to improve their performance. 

 
7.8.2 Teachers will be expected to be performing at expert level as defined by Teachers’ 

Standards. 
 

 
7.9 Absence due to sickness/maternity leave 

 
7.9.1 Staff absent on maternity leave or long term sick leave during the appraisal period will 

be assumed to have been successful unless concerns have been raised with them 
regarding their performance during the appraisal period and providing they have received 
and engaged with appropriate support to improve their performance. 

8 Reviewing performance - Observation 

Teachers and teaching assistants  

8.1 This Trust understands the importance of carrying out observation of classroom practice and other 
responsibilities of teachers and teaching assistants. Observation assesses performance to identify 
strengths (so the appraiser can give positive feedback and praise) and areas for development but 
also provides a way of gaining useful information which can inform improvements in the Trust more 
generally and enabling teachers and teaching assistants to learn from each other and collaborate.  

8.2 In this Trust, performance will be observed but the amount and type of classroom observation will 
depend on the individual circumstances of the employee and the overall needs of the School/Trust. 
Responsibilities outside the classroom will also be observed and assessed where appropriate.  All 
observations will be carried out in a supportive fashion and not add to teacher and teaching 
assistant workload. Classroom observations for teachers will be carried out by those with QTS and 
for teaching assistants by those with QTS or a Higher Level Teaching Assistant.  

8.3 The headteacher or other leaders with responsibility for teaching standards may "drop in" in order 
to evaluate the standards of teaching and classroom practice 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. "Drop in" can be used to provide 
feedback to teachers as part of the ongoing supportive nature of the appraisal process.  

Development and support  
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8.4 The appraisal process is supportive and is used to inform and decide continuing professional 
development which improves performance. The Trust encourages a culture in which all employees 
take responsibility for improving their performance in their role and extending their depth of 
knowledge through appropriate professional development. Agreed training and professional 
development will be linked to School/Trust improvement priorities and where possible, to the 
ongoing professional development needs and priorities of individuals. The Trust is committed to 
supporting appropriate and reasonable development which not only assists the employee in their 
role but also leads to improvements in performance across the School/Trust.  

Feedback  

8.5 Within the Trust, employees will receive constructive feedback on their performance throughout 
the year and as soon as practicable after an observation has taken place (where applicable) or 
other evidence has come to light. Feedback should highlight particular areas of strength as well as 
any areas that require further development. Often this can resolve issues without the need for any 
formal action.  

8.6 Feedback will also be sought from relevant employees within the School/Trust, for example, a 
teacher may be asked to provide feedback on a teaching assistant who works with them.  

8.7 Where there are concerns about any aspects of an employee's performance the headteacher/head 
of service will seek advice from HR and then meet the employee to: 

8.7.1 give clear feedback about the nature and seriousness of the concerns; 

8.7.2 give the appraisee the opportunity to comment and discuss the concerns; 

8.7.3 find out if there are any issues (both in or outside of work) that are affecting their 
performance that the appraiser can assist with or provide support; 

8.7.4 set clear objectives for the required improvements and how these can be achieved; 

8.7.5 agree any support (for example coaching, mentoring, training, structured observations, 
observing others in a similar role etc), that will be provided to help address those specific 
concerns; 

8.7.6  make clear how, and by when, the appraiser will review progress either by setting new  
and clear objectives for required development which will be assessed during the review period 
or by revising current objectives, allowing sufficient time for improvement; the amount of time 
for this should reflect the seriousness of the concerns. This will be called an informal review 
period and will be confirmed in an Action Plan;  

8.8.7explain the implications and process if no - or insufficient - improvement is made during 
the informal review period for example, impact on pay progression and potential move to formal 
capability. 

8.8 This meeting can happen at any time during the appraisal period. It is designed to be a supportive 
meeting to address issues early to avoid the matter escalating, giving the employee the 
opportunity to improve. At the meeting, the headteacher/head of service will present evidence 
that indicates that the employee's performance is not up to the required standard. There is no 
right to be accompanied to this meeting. Although this is part of an informal process, the action 
plan will be given to the employee so that they are clear about the support they will be given, 
what improvements need to be made and the timescales. 
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8.9 An informal review period, usually 4 weeks will follow this meeting; the length will be determined 
by the headteacher/head of service in consultation with HR based on the individual circumstances 
of the situation but it should not be unduly long. During the informal review period, regular 
meetings should take place to ensure progress is being made.  

8.10 At the end of this informal review period when progress is reviewed, if the headteacher/head of 
service is satisfied that the employee 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. If performance is improving and the headteacher/head of service feels that further time 
is required to monitor improving performance, the headteacher/head of service can decide to 
extend the informal review period but it should not be unduly long. If no or insufficient 
improvement is being made, then the process set out below (section 10) should be followed. It will 
be for the headteacher/head of service to agree with HR which procedure will be followed. 

9 Impact of Covid-19 (special arrangements for 2021/22 appraisal cycle) 

Due to the impact of Covid-19 during the academic year of 2020-2021, the Trust will use its discretion 
and take pragmatic steps in relation to how it will operate appraisal arrangements for this cycle. The 
Trust will make sure that employees are not penalised during the appraisal process or in respect of 
any subsequent pay progression decisions as a result of the impact of the pandemic including the 
decision to restrict pupil attendance at schools, such as where this has had an impact on the ability 
of the employee to meet fully their priorities. Employees are not expected to create new evidence 
to demonstrate progression against objectives as the relevant evidence should already be available. 
The Trust’s priority is to ensure the process is managed in a way that avoids increased workload for 
all parties concerned.   

10 Annual assessment  

10.1 Performance and development priorities will be reviewed and addressed throughout the year. Any 
concerns will be noted and if appropriate a support plan will be put in place. The support plan will 
set out what improvement is required and what support will be provided.  

10.2 Each staff member’s performance will be assessed in respect of each appraisal period through 
ongoing dialogue. The need for a final formal assessment has been removed unless the staff 
member has been made aware of concerns regarding their performance during the appraisal 
period. If these discussions have taken place, then a final assessment will be required. Otherwise 
it is assumed staff have been successful and no formal assessment will be undertaken. 

10.3 Those staff who have been made aware of concerns regarding their performance during the 
appraisal cycle will have; 

-A meeting with their appraiser to review their performance. 
-The opportunity to present information to support the improvement in their performance. 
-Be advised of the outcome of the meeting including whether pay progression where applicable 
is being recommended or not. 
-The right to appeal any decision on pay. 
-Be advised if their performance is to be monitored under capability procedures. 

 
10.4 In assessing the performance of the head/deputy teacher, the Director of Education/chair of 

Governors must consult the external adviser. An annual assessment is the end point to the annual 
appraisal cycle and will formally assess each head/deputy headteacher's performance in respect 
of that cycle. The head/deputy headteacher will receive a written appraisal as soon as practicable 
afterwards and have the opportunity to comment on it in writing. The appraisal report will be a 
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summary of the performance during the year and set out what the employee's development needs 
are for the next year. In particular the report will include: 

10.4.1 details of the objectives for the appraisal period in question; 

10.4.2 an assessment of performance against their objectives AND any relevant standards: 

10.4.3 a summary of observation findings if applicable; 

10.4.4 an assessment of training and professional development needs and identification of any 
action that should be taken to address them; 

10.4.5 a recommendation on pay if relevant. This will be in accordance with criteria set out in 
the Pay Policy, which will include reference to sources of evidence that may be used in 
assessment of pay progression. 

10.5 The assessment of performance and of professional development needs from appraisals will inform 
the planning process for the following appraisal period for the Trust.  

11 Monitoring & Evaluation 

All employees 

11.1 During the appraisal period, each employee has a responsibility for being able to demonstrate their 
progress throughout the year in order for them to identify any particular strengths or areas for 
further development at any interim and/or annual review meetings.  

12 Transition to Capability 

12.1 Performance management is an ongoing process. If an employee demonstrates 
underperformance and has not responded to support provided through the informal support process, 
the employee 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. 

13 Pay Committees 
 

13.1 The Pay Committee will review the findings presented to them on an annual basis and decide 
whether or not to support the recommendations made to the committee.  

 
13.2 All recommendations will be clearly attributable to the performance of an employee.  Meeting 

the relevant standards and appraisal priorities will enable pay progression in line with the ATLP 
Pay Policy.   

 
13.3 Satisfactory or low levels of performance will result in no pay progression.  Where performance 

is frequently/consistently inadequate, or not meeting the relevant standards, it is likely to 
trigger the capability procedure.   

 
13.4 The assessment of performance and of professional development needs will inform the planning 

process for the following appraisal period. 
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14 General Principles Underlying This policy  

Confidentiality  

a. The appraisal process will be treated confidentially. However, the desire for confidentiality does 
not override the need for the headteacher/manager and Trust Board to quality-assure the 
operation and effectiveness of the appraisal system. In this Trust the headteacher/manager, in 
conjunction with the senior leadership team, is responsible for reviewing objectives and written 
appraisal records, in order to check consistency of approach and expectation between different 
appraisers.  

Consistency of Treatment and Fairness  

b. The Trust Board are committed to ensuring consistency of treatment and fairness. It will abide 
by all relevant equality legislation, including the duty to make reasonable adjustments for 
disabled employees. The Trust Board is aware of the guidance on the Equality Act 2010 issued by 
the Department for Education.  

Monitoring and Evaluation 

c. The Trust Board and Director of Education/headteacher/manager/HR Director will monitor the 
operation and effectiveness of the appraisal arrangements. In developing, applying and 
evaluating this policy the Trust will monitor the impact on different groups of people with 
protected characteristics in line with the Trust's Equal Opportunities policy and the Workforce 
Privacy Notice. This will ensure that what is done is fair. 

Retention and data protection 

d. The Trust Board and headteacher/manager will ensure that all written appraisal records are 
retained in a secure place. It is the appraiser's responsibility to ensure a copy of all relevant 
documents is kept in accordance with the school’s policy. As part of the application of this policy, 
the Trust may collect, process and store personal data in accordance with the data protection 
policy. The Trust will comply with the requirements of Data Protection Legislation (being (i) the 
General Data Protection Regulation ((EU) 2016/679) (unless and until the GDPR is no longer 
directly applicable in the UK) and any national implementing laws, regulations and secondary 
legislation, as amended or updated from time to time, in the UK and then (ii) any successor 
legislation to the GDPR or the Data Protection Act 1998, including the Data Protection Act 2018). 
Records will be kept in accordance with the Workforce Privacy Notice, the Retention and 
Destruction Policy and in line with the requirements of Data Protection Legislation. 

15 Review of policy 

15.1     This policy is reviewed annually by the Trust Board. 

15.2     The Trust will monitor the application and outcomes of this policy to ensure it is working 
effectively. 
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APPENDIX 1 

 
The Arthur Terry Learning Partnership  

Appraisal Form (2021-22) 

 

Employee name:  

School:  

Job Role:  

Appraiser:  

 

The priorities for INSERT YEAR are:  

 

PLEASE INSERT SCHOOL/SERVICE PRIORITES 

 

 

 

Your areas of strength/knowledge are: 

 

 

How can you share your strengths/knowledge with your colleagues and the wider ATLP family? 
 

 

 

 

 

What would you like to achieve in your role by the end of this academic year and what training/support can we 
give you to achieve this? 
 
Training/Development: 
 

The Arthur Terry Learning Partnership is committed to supporting all colleagues through high-quality 

professional development. We expect all employees to support their school and the ATLP to achieve 

the expected outcomes for young people. This expectation applies to all roles and levels within the 

organisation. In return, you will be supported to be an outstanding professional through an innovative 

and employee focused appraisal process. It will be assumed that all staff will be successful in their 

appraisal if expected outcomes are achieved or if you can demonstrate that all reasonable measures 

were taken to achieve success.  
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Support: 
 
 

 

 

 

What will success look like this year? And for your team? 

 

 

 

 

 

Signed by appraisee  

Signed by appraiser  

Date  
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APPENDIX 2 
 
 

 
Teachers’ Standards – levels of expertise 
 
The following is guidance on how proficient teachers are described in the Teachers’ Standards.  
Criteria need to be applied according to context and responsibilities.  
The guidance uses the term students for pupils. 

Guidance is provided on three levels: Expected 
      Established 

Expert – as expected for those on the Upper Pay Scale or seeking 
progression to UPS 

 

PART ONE TEACHING 
 
1 

Set high expectations which inspire, motivate and challenge pupils 

• 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 positive attitudes, values and behaviour which are expected of pupils. 

Expected • The teacher promotes a positive learning environment and observations indicate that the teacher adopts a 
can do approach 

• The teacher takes into account the different backgrounds, abilities & dispositions of students and 
personalises his/her approach to set targets 

• Lessons are generally conducted in an atmosphere of mutual respect, disruption is rare & the teacher  
employs positive behaviour management strategies 

• The teacher provides a stimulating environment, utilising displays for learning  

• The school’s health & safety procedures are followed 
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Established • A positive learning environment is secured across all classes 

• An attitude of mutual respect is modelled by the teacher at all times 

• The teacher sets challenging targets based on a deep understanding of students & supports them in 
achieving these 

Expert 
 

• All lessons are conducted in an atmosphere of respect  

• Students are clear about expectations and are inspired by the teacher to behave positively towards their 
work, those around them and the school 

• The teachers develops a culture of high aspirations for all students within their classes and/or for all staff 
within their team 

• The teacher provides additional mentoring & support for targeted students within or beyond their subject 
area 

 
2 

Promote good progress and outcomes by pupils 

• be accountable for pupils’ attainment, progress and outcomes 

• be aware of pupils’ capabilities and their 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. 
 

Expected • Students make progress within lessons and across the year 

• Lessons are planned & take into account the prior learning of students & how they learn 

• Students are encouraged to reflect on their learning at intervals during the year 

• Skills for independent learning are developed & utilised although this may be inconsistent 

Established • Students make expected progress and a large proportion make good progress 

• Teaching is well planned and intervention is immediate & effective 

• Within lessons students are regularly engaged in activities which require independence 

• Students are able to articulate their learning and what they need to progress further 

Expert 
 

• Students & classes consistently make at least good progress and many make accelerated/outstanding 
progress 

• Lessons are thoroughly planned and take into account students’ capabilities, wider experiences & prior 
knowledge 

• Students work with confidence within lessons &  independent work is an integral feature of lessons 
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• The teacher provides guidance to colleagues/trainees on strategies to secure student progress 

• The teacher uses understanding of a  range of qualifications and changing specifications to ensure a 
personalised curriculum for all students 

• The teacher demonstrates accountability for identifying, tracking and monitoring targeted groups such as 
leading/facilitating intervention and monitoring its impact (e.g. revision classes for students) 

• Demonstrate effective management of staff to promote student progress 

• The teacher works collaboratively with other leaders to secure whole school targets 

 
3 

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 

• demonstrate critical understanding of developments in the subject and curriculum areas, and promote the 
value of 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 synthetic phonics 

• if teaching early mathematics, demonstrate a clear understanding of appropriate teaching strategies 

Expected • The teacher’s subject knowledge is secure and teaching is accurate 

• The teacher demonstrates an understanding of the importance of literacy across the curriculum and is 
developing a growing knowledge of how to teach this effectively 

• The teacher ensures they promote and expect high levels of literacy skills 

• Knowledge & understanding of early Mathematics and synthetic phonics is secure and enables the teacher 
to plan effective lessons 

Established • The teacher’s secure knowledge of the curriculum and how to teach it enables students to develop a deep 
understanding of the subject 

• The teacher is able to plan and resource key schemes of work and ensure effective delivery throughout 
their area 

• The teacher routinely in written and oral work promotes high standards of literacy, articulacy and the 
correct use of standard English 

Expert 
 

• The teacher undertakes activities which enables them to become more expert in their subject knowledge 
such as exam moderation, publish research, complete further academic study such as a MA 

• Students regard literacy as an expectation because the teacher has set high standards for this  

• The teacher provides guidance to colleagues/trainees on subject specific teaching 
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• The teacher demonstrates exceptional skills through developing cross-curricular resources such as 
transition curriculum, creative curriculum, Maths, Literacy, Building Learning Power (BLP) to improve the 
learning of students 

 
4 

Plan and teach well-structured lessons 

• impart knowledge and develop understanding through effective use of lesson time 

• promote a love of learning and children’s intellectual curiosity 

• set homework and plan other out-of-lesson activities to consolidate and extend 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) 

Expected • Lessons are planned and timings provided for activities to ensure most students are kept on task 
throughout the lesson 

• Lessons have good pace and time is used effectively to secure learning 

• The teacher is developing the ability to ensure there is an appropriate balance between teacher and 
student participation so that student participation levels are high 

Established • Lessons are structured & pace secured to ensure students are fully engaged throughout the lesson 

• The teacher ensures that student participation is consistently high whilst also ensuring teacher input 
moves learning forward 

• Students are enthused about their learning as a result of the teachers inspired approach 

Expert 
 

• The teacher’s ability of engaging students in learning is well established and as a result students develop a 
love of learning and are developing a high level of independence in their own learning 

• The teacher demonstrates secure and confident judgement in evaluating the quality of lesson observations 
both formally & informally 

• The teacher provides guidance to colleagues/trainees on planning lessons through coaching & mentoring to 
ensure lessons are consistently good or better. 

• The teacher incorporates technological & pedagogical developments to sustain good practice 

 
5 

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

• know how and when 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 to 
overcome these 
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• 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 

• 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 

Expected • Lesson planning takes account of students’ IEP’s and the needs of students and all abilities and tasks/work 
match the needs of children although this may not always be consistent to ensure good progress 

• The teacher provides differentiation to secure the engagement & progress of students in lessons 

• The teacher is aware of students needs and adapts their lessons accordingly 

• The teacher leads/is actively involved in the assessment of needs and the creation of IEP’s and provision 
plans for other targeted groups such as G&T 

Established • The teacher intervenes immediately, effectively & strategically if student needs are not met 

• The teacher is confident in supporting colleagues to provide differentiated approaches to teaching 

Expert 
 

• Progress of all students is secured through effective differentiation as an integral aspect of all lessons 

• The teacher shares differentiation strategies through observations, workshops, coaching etc. 

 
6 

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 

Expected • The teacher understands the assessment requirements of the key stage/s & exams they teach 

• The teacher is beginning to develop a range of summative and formative assessment techniques to support 
learning and use this information to support planning 

• The teacher accurately assesses students’  work 

• Students receive guidance on what they need to do to progress 

• Data is used to inform planning 

Established • The teacher has a range of assessment techniques and uses them consistently and effectively to inform 
learning that secures good student progress 

• The teacher establishes assessment dialogues which enables students to set their own targets and become 
self directed learners 

Expert 
 

• Effective use of assessment practices leads to at least good progress both within and across lessons 
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• Assessment practices consistently enable students to make rapid & sustained progress. Students become 
self motivated, independent learners 

• The teacher coaches & mentors colleagues/trainees on the use of assessment to ensure accurate & 
effective intervention 

• Teachers understand how to use local and national statistical information to evaluate the effectiveness of 
their teaching and to monitor the progress of students within their areas of responsibility 

 
7 

Manage behaviour effectively to ensure a good and safe learning environment 

• 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 

• 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 

Expected • The teacher is clear about expectations for behaviour and most students respond with good, courteous 
behaviour 

• The teacher is able to adapt his/her approach to establish good behaviour from a range of students & 
classes 

• The school behaviour and praise systems are utilised to secure a safe and positive learning environment 

• Health & safety guidelines are adhered to within all learning situations including extra curricular and out 
of school contexts 

Established • The teacher is confident in establishing clear rules & routines in line with the school’s behaviour policy  
and this leads to students demonstrating good behaviours for learning 

• The teacher confidently implements a framework for discipline 

Expert • The teacher sets clear rules & routines for all classes and secures excellent behaviour for learning 

• The teacher is proactive in promoting good and courteous behaviour around school 

• The teacher adheres to the school Behaviour & Praise system and has established routines which promote 
good behaviour and praise 

• The teacher contributes to development of trainees and colleagues in the effective use of behaviour 
management strategies 

• The teacher leads and implements whole school policies on Praise & Behaviour 
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8 

Fulfil wider professional responsibilities 

• make a positive contribution to the wider life and ethos of the school 

• develop effective professional relationships 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 

• communicate effectively with parents with regard to pupils’ achievements and well-being 

Expected • the teacher contributes to the wider life of the school through involvement in an extra-curricular activity 
within or outside of their subject area 

• Teachers utilise support staff within the classroom 

• The teacher is active in seeking the support they need to progress 

• Following observations the teacher acts on advice 

• The teacher establishes positive relationships with parents 

• The teacher produces school reports which are informative & parents are clear about their child’s progress 
and areas for development following Parents meetings 

Established • The teacher has regularly provided extra-curricular activities within and/or outside of their subject area  

• The teacher is proactive in seeking support and makes progress as a result of effective relationships with 
colleagues e.g. being part of an effective triad 

• The teacher contributes fully to the development of whole school or Department policy using their own 
good practice to support the practice of others directly or indirectly 

• The teacher is involved in promoting the ethos of the school such as mentoring a student outside of lessons 
to secure their progress in school 

Expert • The teacher is proactive in seeking opportunities to improve further through CPD activities 

• The teacher is proactive in supporting colleagues through providing CPD workshops 

• The teacher is involved in the coaching & mentoring of colleagues/trainees to secure progress in their 
professional skills 

• The Teacher contributes to CPD pathways across school 
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PART TWO: PERSONAL AND PROFESSIONAL CONDUCT 
Teachers uphold public trust in the profession and maintain high standards of ethics and behaviour, within and outside 
school, by 

• treating pupils with dignity, building relationships rooted in mutual respect, and at all times observing proper 
boundaries appropriate to a teacher’s professional position 

• having regard for the need to safeguard pupils’ well-being, in accordance with statutory provisions 

• showing tolerance of and respect for the rights of others 

• not undermining fundamental British values, including democracy, the rule of Law, individual liberty and mutual 
respect, and tolerance of those with different faiths and beliefs 

• ensuring that personal beliefs are not expressed in ways which exploit pupils’ vulnerability or might lead them to break 
the law 

 

Teachers must have proper and professional regard for the ethos, policies and practices of the school in which they teach, 
and maintain high standards in their own attendance and punctuality 

 

Teachers must have an understanding of, and always act within, the statutory frameworks which set out their professional 
duties and responsibilities 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

23 
LEGAL\45752601v1 

APPENDIX 3 
 

 
 
 

 

SUPPORT STAFF STANDARDS 
A member of support staff is expected to demonstrate consistently high standards of personal and professional conduct. The following 
statements define the behaviour, values and attitudes which set the required standard for conduct in school. 
 

PART 1: BEHAVIOURS, SKILLS, KNOWLEDGE Developing Established Proficient 
1. Acquire the appropriate skills, qualifications, and/or experience required for their 

role, with support from school/The ATLP 
   

2. Responsibility for ensuring that own knowledge and understanding is relevant and up 
to date by reflecting on their own practice, liaising with line manager and accessing 
relevant professional development to improve personal effectiveness 

   

3. Demonstrate an informed and efficient approach to teaching and learning by adopting 
relevant strategies to support the work of the teacher and increase achievement of 
all pupils including, where appropriate, those with special educational needs and/or 
additional needs (classroom based staff only) 

 

   

4. Promote good progress and outcomes (classroom and pastoral staff only)    

5. Promote, support and facilitate inclusion by encouraging participation of all pupils 

in learning and extracurricular activities (classroom and pastoral staff only) 
   

6. Use effective behaviour management strategies consistently in line with the school’s 

policy and procedures. 
   

7. Contribute to effective assessment and planning by supporting the monitoring, 
recording and reporting of pupil progress as appropriate to the level of the role 
(classroom based and pastoral staff only) 
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8. Safeguard pupils’ wellbeing and safety by following relevant statutory guidance along 
with ATLP/ school policies and practice. 

   

9. Carry out duties in a safe, legal and compliant manner with due regard to 
ATLP/school  policies and practices. 
 

   

10. Promote the school/ATLP positively at all times by being a champion for 
school/ATLP ethos, priorities and processes 

   

11.  Plan your workload and act efficiently and proactively    

12. Adapt to respond to the strengths and needs of your colleagues and the areas of the 

school to which you lend support 
   

13. Make accurate and productive use of resources    

2.  Working with others    
1. Recognise and respect the role and contribution of other professionals, parents and 

carers by liaising effectively and working in partnership with them. 
   

2. Understand the need to share knowledge to inform team planning and decision 
making 

   

 
3. Understand the team/school/ATLP priorities and demonstrate your contribution in 

achieving these 

   

 
4. Contribute positively and proactively at team meetings and engage in CPD to 

support the team priorities 

   

5.  Manage your own behaviour effectively and model appropriately    

6. Ensure all interaction whether verbally, electronically or in person with colleagues 
and parents/carers represents your role, school and ATLP in a professional manner 
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PART THREE: PERSONAL AND PROFESSIONAL CONDUCT 

 
Support Staff uphold public trust in the profession and maintain high standards of ethics and behaviour, within and outside school, 

by 
• treating pupils and colleagues with dignity, building relationships rooted in mutual respect, and at all times observing proper boundaries 

appropriate to their professional position 

• having regard for the need to safeguard pupils’ well-being, in accordance with statutory provisions 

• showing tolerance of and respect for the rights of others 

• not undermining fundamental British values, including democracy, the rule of Law, individual liberty and mutual respect, and tolerance of those 
with different faiths and beliefs 

• ensuring that personal beliefs are not expressed in ways which exploit pupils’ vulnerability or might lead them to break the law 

• Have proper and professional regard for the ethos, policies and practices of the school, and maintain high standards in their own attendance and 

punctuality 
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APPENDIX 4 – HEADTEACHER STANDARDS 
 

Guidance 

Headteachers' standards 2020 
Updated 13 October 2020 
 
Introduction 
Headteachers are leading professionals and role models for the communities they serve. Their 
leadership is a significant factor in ensuring high quality teaching and achievement in 
schools1 and a positive and enriching experience of education for pupils2. Together with those 
responsible for governance3, they are custodians of the nation’s schools. 
Parents4 and the wider public rightly hold high expectations of headteachers, given their 
influential position leading the teaching profession and on the young people who are their 
responsibility. The headteachers’ standards set out how headteachers meet these high 
expectations. The standards are an important benchmark not only for headteachers and those 
who hold headteachers to account, but also for those who train and develop school leaders. 

These standards replace the national standards of excellence for headteachers 2015. They are 
non-statutory and intended as guidance to be interpreted in the context of each individual 
headteacher and school. They are designed to be relevant to all headteachers. 

The standards can be used to: 

• shape headteachers’ own practice and professional development, within and beyond the 
school 

• support the recruitment and appointment of headteachers, including the development of 
job descriptions and person specifications 

• underpin frameworks for the training of school leaders, including current and aspiring 
headteachers 

• inform the performance management of headteachers 

Relationship to the teachers’ standards 
The teachers’ standards (2011, as amended), including the personal and professional code of 
conduct which applies to teachers, provide a foundation upon which the standards for 
headteachers are built. 

https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:12
https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:8
https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:5
https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:6
https://www.gov.uk/government/publications/teachers-standards
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Headteachers, like other teachers, are expected to meet the teachers’ standards. The 
headteachers’ standards articulate how headteachers can meet both the additional 
responsibilities of headship and the requirements of the teachers’ standards. 

The first section of the headteachers’ standards outlines the ethics and professional conduct 
expected of headteachers. This is developed from part 2 of the teachers’ standards. As such, they 
consist of statements that define the behaviour and attitudes which should be expected of 
headteachers. 

The second section sets out 10 headteachers’ standards. The first 6 standards build on the 
teachers’ standards, whereas the other 4 standards focus on leadership responsibilities specific 
to headteachers. There is no hierarchy to the standards; the numbering below is only to aid 
identification. 

1. School culture (builds on teachers’ standard 1) 

2. Teaching (builds on teachers’ standards 2 and 4) 

3. Curriculum and assessment (builds on teachers’ standards 3 and 6) 

4. Behaviour (builds on teachers’ standard 7) 

5. Additional and special educational needs (builds on teachers’ standard 5) 

6. Professional development (some match to teachers’ standard 4) 

7. Organisational management 

8. School improvement 

9. Working in partnership 

10. Governance and accountability 

Domains 

The ethics and professional conduct section is at the core of the standards. This outlines the 
ethics and professional conduct expected of headteachers. It consists of statements that define 
the behaviour and attitudes which should be expected of headteachers. 

The standards in section 2 cover interlinked domains of the headteacher’s role all underpinned 
by the governance and accountability domain. 

Culture and ethos 
• school culture 

• behaviour 
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• professional development 

Curriculum and teaching 
• teaching 

• curriculum and assessment 

• additional and special educational needs 

Organisational effectiveness 
• organisational management 

• school improvement 

• working in partnership5 

Section 1: Ethics and professional conduct 

Headteachers are expected to demonstrate consistently high standards of principled and 
professional conduct. They are expected to meet the teachers’ standards and be responsible for 
providing the conditions in which teachers can fulfil them. 

Headteachers uphold and demonstrate the Seven Principles of Public Life at all times. Known as 
the Nolan principles, these form the basis of the ethical standards expected of public office 
holders: 
• selflessness 

• integrity 

• objectivity 

• accountability 

• openness 

• honesty 

• leadership 

Headteachers uphold public trust in school leadership and maintain high standards of ethics and 
behaviour. Both within and outside school, headteachers: 
• build relationships rooted in mutual respect, and at all times observe proper boundaries 

appropriate to their professional position 

• show tolerance of and respect for the rights of others, recognising differences and 
respecting cultural diversity within contemporary Britain 

• uphold fundamental British values6, including democracy, the rule of law, individual liberty 
and mutual respect, and tolerance of those with different faiths and beliefs 

https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:7
https://www.gov.uk/government/publications/the-7-principles-of-public-life
https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:3
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• ensure that personal beliefs are not expressed in ways which exploit their position, pupils’ 
vulnerability or might lead pupils to break the law 

As leaders of their school community and profession, headteachers: 
• serve in the best interests of the school’s pupils 

• conduct themselves in a manner compatible with their influential position in society by 
behaving ethically, fulfilling their professional responsibilities and modelling the behaviour 
of a good citizen7 

• uphold their obligation to give account and accept responsibility 

• know, understand, and act within the statutory frameworks which set out their professional 
duties and responsibilities 

• take responsibility for their own continued professional development, engaging critically 
with educational research 

• make a positive contribution to the wider education system 

Section 2: Headteachers’ standards 
1. School culture 

Headteachers: 

• establish and sustain the school’s ethos and strategic direction in partnership with those 
responsible for governance and through consultation with the school community 

• create a culture where pupils experience a positive and enriching school life 

• uphold ambitious educational standards which prepare pupils from all backgrounds for their 
next phase of education and life 

• promote positive and respectful relationships across the school community and a safe, 
orderly and inclusive environment 

• ensure a culture of high staff professionalism 

 

2. Teaching 

Headteachers: 

• establish and sustain high-quality, expert teaching across all subjects and phases, built on an 
evidence-informed understanding of effective teaching and how pupils learn 

• ensure teaching is underpinned by high levels of subject expertise and approaches which 
respect the distinct nature of subject disciplines or specialist domains 

• ensure effective use is made of formative assessment 

https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:4
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3. Curriculum and assessment 

Headteachers: 

• ensure a broad, structured and coherent curriculum entitlement which sets out the 
knowledge, skills and values that will be taught 

• establish effective curricular leadership, developing subject leaders with high levels of 
relevant expertise with access to professional networks and communities 

• ensure that all pupils are taught to read through the provision of evidence-informed 
approaches to reading, particularly the use of systematic synthetic phonics in schools that 
teach early reading 

• ensure valid, reliable and proportionate approaches are used when assessing pupils’ 
knowledge and understanding of the curriculum 

 

4. Behaviour 

Headteachers: 

• establish and sustain high expectations of behaviour for all pupils, built upon relationships, 
rules and routines, which are understood clearly by all staff and pupils 

• ensure high standards of pupil behaviour and courteous conduct in accordance with the 
school’s behaviour policy 

• implement consistent, fair and respectful approaches to managing behaviour 

• ensure that adults within the school model and teach the behaviour of a good citizen 

 

5. Additional and special educational needs and disabilities 

Headteachers: 

• ensure the school holds ambitious expectations for all pupils with additional and special 
educational needs and disabilities 

• establish and sustain culture and practices that enable pupils to access the curriculum and 
learn effectively 

• ensure the school works effectively in partnership with parents, carers and professionals, to 
identify the additional needs8 and special educational needs and disabilities9 of pupils, 
providing support and adaptation where appropriate 

• ensure the school fulfils its statutory duties with regard to the SEND code of practice 

 

6. Professional development 

https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:9
https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:10
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Headteachers: 

• ensure staff have access to high-quality, sustained professional development opportunities, 
aligned to balance the priorities of whole-school improvement, team and individual needs 

• prioritise the professional development of staff, ensuring effective planning, delivery and 
evaluation which is consistent with the approaches laid out in the standard for teachers’ 
professional development 

• ensure that professional development opportunities draw on expert provision from beyond 
the school, as well as within it, including nationally recognised career and professional 
frameworks and programmes to build capacity and support succession planning 

 

7. Organisational management 

Headteachers: 

• ensure the protection and safety of pupils and staff through effective approaches to 
safeguarding10, as part of the duty of care11 

• prioritise and allocate financial resources appropriately, ensuring efficiency, effectiveness 
and probity in the use of public funds 

• ensure staff are deployed and managed well with due attention paid to workload 

• establish and oversee systems, processes and policies that enable the school to operate 
effectively and efficiently 

• ensure rigorous approaches to identifying, managing and mitigating risk 

 

8. Continuous school improvement 

Headteachers: 

• make use of effective and proportional processes of evaluation to identify and analyse 
complex or persistent problems and barriers which limit school effectiveness, and identify 
priority areas for improvement 

• develop appropriate evidence-informed strategies for improvement as part of well-targeted 
plans which are realistic, timely, appropriately sequenced and suited to the school’s context 

• ensure careful and effective implementation of improvement strategies, which lead to 
sustained school improvement over time 

 

9. Working in partnership 

Headteachers: 

https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:11
https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:1
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• forge constructive relationships beyond the school, working in partnership with parents, 
carers and the local community 

• commit their school to work successfully with other schools and organisations in a climate of 
mutual challenge and support 

• establish and maintain working relationships with fellow professionals and colleagues across 
other public services to improve educational outcomes for all pupils 

 

10. Governance and accountability 

Headteachers: 

• understand and welcome the role of effective governance, upholding their obligation to give 
account and accept responsibility 

• establish and sustain professional working relationship with those responsible for 
governance 

• ensure that staff know and understand their professional responsibilities and are held to 
account 

• ensure the school effectively and efficiently operates within the required regulatory 
frameworks and meets all statutory duties 

How the standards apply to different leadership roles 

The headteacher’s standards cover the full breadth of leadership responsibilities within a single 
school. For most headteachers in maintained schools or academies in single academy trusts this 
means that all of the standards should be relevant to them, though it is anticipated that they will 
meet some standards through the successful leadership and management of teams and 
individuals within their schools. 

There can be a range of job roles and titles for those leading individual schools, particularly where 
a school is working within a group, such as in a multi-academy trust. Job roles and titles are 
various, including Head of School, and Associate Head, as are the governance arrangements to 
which headteachers are accountable. In some settings headteachers are responsible for leading 
more than one school. There are also instances of shared headship through co-headship or job-
shares. Employers12, in such instances, will therefore want to decide which standards are 
applicable to roles in these contexts. 
 
 
 
 

https://www.gov.uk/government/publications/national-standards-of-excellence-for-headteachers/headteachers-standards-2020#fn:2

