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INTRODUCTION
At Ysgol Bryn Gwalia we are committed to professional development to develop all staff and improve teaching and to raise standards of achievement for all our pupils. To do this we have produced this Professional Development Policy based on the School Teacher Performance Review Regulations 2011 which replaced the Welsh Government professional development guidance for school staff, headteachers and unattached school staff (2012). This policy covers all school staff except school staff on contracts of less than one term and those in their induction year. All school staff have been consulted in developing this policy. It sets a framework for all staff to agree and review priorities and objectives within the context of the School's Improvement Plan and their own professional needs
RATIONALE
The purpose of a professional development review is to secure effective teaching and leadership for the benefit of all learners, practitioners and the wider school staff. It does this by supporting practitioners to continuously develop themselves as committed professional learners, through reflection, collaboration and innovation.
Underpinning effective professional development reviews is a culture of trust and an expectation that practitioners take responsibility for their own development. In order for this to happen, the school must plan to provide the time and space required to be an effective learning organisation. 
The Professional development review should support staff well-being, professional development and continuous reflection and review. This encourages staff to have affiliation to an agency in achieving the school vision and supporting the delivery of the school’s development plan within a learning environment. As part of this, schools should ensure that there is investment in staffs’ enquiry and pedagogic skills that will enable them to be innovative professional learners within a culture of inquiry.
PURPOSE 
This procedure sets out how Ysgol Bryn Gwalia staff and governors will improve outcomes for children, and raise the aspirations of all staff, by motivating them to up-date their skills and improve their performance. 
The professional development procedure will be used also to address any concerns that are raised about a teacher’s performance. If concerns are such that they cannot be resolved through the Performance Review process, there will be consideration of whether to commence the Capability Procedure. 
APPLICATION OF THE PROFESSIONAL DEVELOPMENT POLICY 
· This policy applies to the Headteacher and to all qualified school staff employed at the school. 

· Professional Development at Ysgol Bryn Gwalia will be a supportive and developmental process designed to ensure that all school staff have the skills and support they need to carry out their role effectively.

· It will help to ensure that school staff are able to continue to improve and develop their professional practice.  

THE PERFORMANCE REVIEW PERIOD 
· The Professional Development period will run for a year normally from September to July.

· School staff who are employed on a fixed term contract of less than one year will have their Professional Development managed in accordance with the principles underpinning this policy. The length of the period will be determined by the duration of their contract. 

· Where a staff member starts their employment at the school part-way through a cycle, the Headteacher or, in the case where the employee is the Headteacher, the Governing Body shall determine the length of the first cycle for that staff member, with a view to bringing his/her cycle into line with the cycle for other School staff as soon as possible

· Where a staff member transfers to a new post within the school part-way through a cycle, the Headteacher or, in the case where the employee is the Headteacher, the Governing Body shall determine whether the cycle shall begin again and whether to change the Professional Development. 

 
APPOINTING PROFESSIONAL DEVELOPMENT REVIEW PARTNERS 
 
All Review Partners of School staff, other than those reviewing the Headteacher, will be qualified teachers with a TLR and will be suitably trained.
The Headteacher 
· The Headteacher will be reviewed by the Governing Body.  

· The task of reviewing the Headteacher, including the setting of objectives, will be delegated to a sub-group consisting of 2 but no more than 3 members of the Governing Body. 

· Where a the Headteacher is of the opinion that any of the Governors appointed by the Governing Body is unsuitable to act as his/her Review Partner, s/he may submit a written request to the Chair of Governors for that Governor to be replaced, stating the reasons for the request. 

· A member of the local consortium will be present when setting the Headteacher’s objectives.

School Staff 
 
· The Headteacher will select the Review Partner for the staff member. Where School staff have an objection to the Headteacher’s choice, their concerns need to be discussed with the Headteacher which will be carefully considered and, where possible, an alternative Review Partner may be offered. All Review Partners appointed by the Headteacher will be qualified school staff and will have current or recent teaching experience and at least a TLR 1. 

· Where it becomes apparent that the Review Partner appointed by the Headteacher will be absent for the majority of the Performance Review cycle, the Headteacher may perform those duties herself/himself or delegate those duties to another Review Partner for the duration of that absence. 

· If the Headteacher appoints a Review Partner who is not the staff member’s Line Manager, the Review Partner to whom she/he delegates those duties will have an appropriate position in the staffing structure, together with the necessary background knowledge, skills and training to undertake the role. 

· Where a staff member is experiencing difficulties and the Headteacher is not the Review Partner, the Headteacher may undertake the role of Review Partner. See also the section on ‘School staff Experiencing Difficulties’. 

SETTING OBJECTIVES 
· The new Professional Standards have been written to develop trust within the profession. At Ysgol Bryn Gwalia, school staff and the Review Partner will set one of their objectives on a research-based improvement project of their choice. 

· The School Improvement Plan is written so all teaching staff have responsibility for driving an area within their year group. This will form their second objective for teaching staff only. Their contribution to this objective will be recognised within their year groups and evaluated regularly in the SIP staff meetings. 

· The Headteacher’s objectives will be set like the school staff by the Professional development review partner committee of the Governing Body. 

· The objectives are devised with regard to what can reasonably be expected in the context of roles, responsibilities and experience, consistent with the school’s strategy for achieving a work/life balance for all staff and meeting any professional aspirations. 

· The staff member may at any point amend their comments alongside their objectives. 

· Objectives may be revised if circumstances change. 

· The school operates a system of moderation to ensure that all Review Partners are working to the same standards. Targets will be moderated across the school to ensure that they are consistent between School staff with similar experience and levels of responsibility. 

· Should the objectives not be agreed, the final decision on allocation of objectives rests with the Headteacher. 

· School staff and the Headteacher will be given no more than three objectives. 

· The objectives set for each staff member will contribute to the school’s plans for improving the school’s educational provision and performance, improving the education of pupils in school and will take into account the professional aspirations of the staff member. 

· The Review Partner will take into account the effects of an individual’s circumstances, including any disability, when agreeing objectives. For example, this might include a reasonable adjustment to allow an individual slightly longer to complete a task than might otherwise be the case. When staff return from a period of extended absence, objectives may be adjusted to allow them to readjust to their working environment. 

· The Review Partner at the end of the year will summarise each staff member’s performance over the year based on the following:

· Evidence from book scrutiny

· Evidence from professional conversation meetings

· Evidence from Teacher see Teacher/Learning walks

· Evidence from informal lesson observations from the Review Partner each term

· Contribution to the area of the School Improvement Plan to which they are related. (Where applicable)

· Written feedback from the research-based improvement area chosen by the staff member.

REVIEWING PERFORMANCE 
As listed above the following will be used to review performance. 
· Evidence from book scrutiny

· Evidence from professional conversation meetings

· Evidence from Teacher see Teacher/Learning walks

· Evidence from informal lesson observations from the Review Partner each term

· Contribution to the area of the School Improvement Plan to which they are related. 

· Written feedback from the research-based improvement area chosen by the Teacher.

Informal Lesson Observations
· Informal lesson observations will take place 3 times a year (one per term) in the form of a short ‘drop in’ and no lesson plan needed. The Review Partner will chat to children/ celebrate excellence and offer any coaching when appropriate.

· There may be a need for a formal lesson observation following the outcome of an informal observation.  This would be agreed with the teacher and at least 5 working days’ notice would be given.  Formal lesson observations would be limited to a maximum of three Professional development-based observations per cycle.

· The effective and efficient operation of the review process requires lesson observation to be a confidential process of constructive engagement within an atmosphere of support and cooperation. 

· Accordingly, observations will be carried out in a supportive fashion, with professionalism, integrity and courtesy, will be evaluated objectively and reported accurately and fairly and will take account of particular circumstances which may affect performance on the day. 

· At least 5 working days’ notice of the date and time of the observation will be given and verbal feedback provided by at least the end of the next school day and written feedback within 5 working days, unless circumstances make this impossible. 

· Classroom observation will be carried out by qualified School staff. 

· The number and duration of review observations will be in accordance with the school’s observation protocol, which includes provision for exceptional circumstances where concerns have been raised about a staff member’s performance, or where the staff member requests additional observation visits. 

· Other observations may take place as part of the general monitoring of standards in school which are not part of this process.

· For the purpose of professional development, feedback about lesson observations will be developmental, not simply a judgement using ESTYN criteria. 

· School staff whose posts have responsibilities outside the classroom should also expect to have their performance of those responsibilities observed and assessed. 

Development and Support 
· Performance Review is a supportive process which will be used to inform continuing professional development. We wish to encourage a culture in which all school staff take responsibility for improving their teaching and pupil support through appropriate professional development and through peer observation. 
· Teaching staff have been trained in coaching and will work in triads to coach one another and support each other through targets.
· Professional development will be linked to school improvement priorities taking into consideration the on-going professional development needs and priorities of individual School staff.  

· The school’s CPD programme will be informed by the training and development needs identified as part of the Performance Review process. The Governing Body will ensure in the budget planning that, as far as possible, resources are made available in the school budget for appropriate training. 

· An account of the training and development needs of school staff will form a part of the Headteacher’s annual report to the Governing Body about the operation of the Performance Review process in the school. 

· With regard to the provision of CPD, in the case of competing demands on the school budget, a decision on relative priority will be taken with regard to the extent to which the training and support will help the school to achieve its priorities and the CPD identified is essential for a staff member to meet their objectives. 

· Account will be taken in a review meeting of where it has not been possible for School staff to fully meet their performance criteria because the support recorded in the planning statement has not been provided. 

The Annual Professional Development Review Meeting
The annual professional development review meeting takes place between the practitioner and their professional development review partner. The meeting usually takes place towards the end of the professional development review cycle and the professional development review partner must give the individual 10 school days’ notice.
The purpose of the meeting is to summarise activity over the last year by reflecting on:
· progress against development priorities (individual and school-level)

· relevant professional standards

· benefits and application of professional learning

· achievement of learners

· any factors which may have had an impact on the above

The meeting may also be used to agree the focus for the next professional development review cycle.
The practitioner will have reflected throughout the year and must share their reflections with their professional development review partner at least 5 school days in advance of the annual professional development review meeting.
The Performance Review report will include: 
1. Details of the staff member’s objectives for the Performance Review period in question;

2. An assessment of the staff member’s performance of their role and responsibilities against their objectives, and against the relevant standards; 

3. An assessment of the staff member’s training and development needs and identification of any action that should be taken to address them;

4. A space for the staff member’s own comments 

· A review meeting will take place to discuss the content of the report and any further action required and to inform objective setting for the next cycle. 

· An interim review meeting will take place half way through the cycle. This will be one of the group conversations and will be an opportunity for progress to be discussed with all colleagues. If a member of staff prefers this will take place 1:1 with their Review Partner. 

· The assessment of performance and of training and development needs will inform the planning process for the following Performance Review period. 

Appeals
Where the staff member cannot agree on the outcome of the review meeting, they can make a written appeal to the governing body within 10 days of receiving the review meeting summary.
The professional development review process does not form part of any disciplinary, competency, capability or dismissal procedures. Effective line management arrangements, including the professional development review procedures set out above, will help prevent underperformance by supporting the individual to meet the development priorities identified.
Procedures to address under-performance are the subject of separate regulations. Guidance is available on capability of school teaching staff and capability of headteachers.
Monitoring and Evaluation 
· The Governing Body and the Headteacher will monitor the operation and effectiveness of the school’s Performance Review arrangements.  

· The Headteacher will provide the Governing Body with an update in the termly the Headteacher’s report on the operation of the school’s Performance Review and Capability policies. This feedback will be used in the annual Pay Review meeting to ensure no discrimination against any of the protected characteristics listed below.  A statement will be included in the Pay Review meeting minutes to acknowledge this. 

1. Race 

2. Sex

3. Sexual Orientation

4. Disability

5. Religion and Beliefs

6. Age

7. Part-time Status

8. Maternity and Pregnancy 

The Headteacher will report on whether there have been any appeals or representations on an individual or collective basis on the grounds of alleged discrimination. 
Retention 
· The Governing Body and the Headteacher will ensure that all written Performance Review records are retained in a secure place for three years and then destroyed
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