FREQUENTLY ASKED QUESTIONS

AND ANSWERS AGREED IN CONJUNCTION WITH RIG

1. Must schools wait until September to run planning meetings under the new arrangements, or can they do so in line with their own school cycle as soon as they feel they are ready: for example, in July 2007?
Reviews of performance during the current cycle will still take place under the existing Regulations. But, if the school’s current cycle is based on the review and planning meeting taking place during the summer term, the governing body may wish to introduce the revised arrangements before the scheduled date of September 2007.  In order to do this, they must prepare fully by:

· familiarising staff with all the revisions to the existing system;

· ensuring that staff have been briefed fully and trained as appropriate on the revised Regulations;

· consulting fully with staff and unions, and
· ensuring that the school’s pay and performance management policy has been developed in accordance with the Regulations and to reflect their provisions.
Schools must be able to follow all aspects of the Regulations. Schools cannot choose to introduce some aspects of the revised arrangements in advance of others.

2. How will the impact of introducing revised performance management arrangements be measured?  How will it be known if schools are introducing the revised arrangements successfully?

Schools themselves need to be clear about their own obligations under the revised arrangements. TDA in conjunction with RIG is currently providing workshop support for schools, via local authorities, to help clarify these obligations. 

RIG together with the TDA has responsibility for monitoring the roll out of the revised arrangements.  The exact detail of this has yet to be finalised but it is envisaged that the monitoring will build on information from local authorities, TDA regional co-ordinators, local WAMGs, RIG partners and schools themselves in accordance with the information gathering mechanisms used throughout remodelling.

3. How can headteachers delegate reviewer duties in schools with flat hierarchies?

The head teacher can only delegate the duties of a reviewer to the reviewee’s line manager, or to another teacher of equivalent or higher status in the staffing structure than the line manager. The reviewer’s duties must be delegated in their entirety.  Even in schools which have a flat structure there are likely to be those who have line management responsibility for others: deputy head teachers, for example, or others in the leadership group. However, if the head teacher is the designated line manager for all staff, they will not be able to delegate reviewer responsibilities.

It is possible that the introduction of the revised performance management arrangements may lead to a review of the school’s line management structure, although there should be no assumption that this will be necessary. Any revision to a school’s staffing structure must be carried out in accordance with the RIG guidance issued in May 2005.

4. How can reviewers develop the people and communications skills vital for success of performance management?  Is training compulsory for reviewers and will there be a training model?
Reviewers will need to draw on a range of skills in, for example, listening, giving feedback, and negotiating objectives.

It is important to remember that the new arrangements build on the requirements currently in place. Where Performance Management is already being conducted effectively, there is unlikely to be any significant need for the development of skills, and those new to the role will be able to learn from colleagues in the school who have already undertaken this or related roles.
Everyone involved will, however, need to understand the differences between the existing and revised arrangements, and TDA in conjunction with RIG is currently providing workshop support for schools, via local authorities, to help clarify these. Reviewers must also be familiar with any relevant criteria for pay progression, and the professional standards which form the backdrop to the reviewee’s current career stage and the next career stage to which they may progress. It will be important for schools, having attended their local authority briefings on the revised arrangements, to identify the training needs of their staff.
During the current roll-out, TDA and RIG are receiving feedback on the perceived need for further training.  The emerging issues will inform the discussions between RIG and TDA on what further training, information and guidance may be necessary.
5. Will teachers and schools have an opportunity to familiarise themselves with the new professional standards before new performance management arrangements are fully in place and will there be training on how standards should be used as a backdrop to the planning and review meetings?
The new professional standards will be available early in 2007. A draft is currently available which was used for consultation, but this should be treated with caution. The Standards should not be used in Performance Management until the final version is published. 

The revised timings for the introduction of the new performance management arrangements means that the new standards will be available in good time before planning meetings under the revised arrangements need to be undertaken.  Further guidance on the use of the standards will be produced by TDA in conjunction with RIG.

6. Can objectives, classroom observation and other evidence carry different weightings?
RIG sees no reason why a weighting system should be necessary under the revised arrangements.  Key priorities for the cycle will be determined at the planning stage, together with performance criteria against which an assessment will be made at the end of the cycle.  If the focus is on priorities it is difficult to see why weighting would be either necessary or appropriate.

7. Can head teachers delegate the duty to moderate?
No. This regulation enables the head teacher to choose to moderate to ensure fairness and consistency, but it does not require it.
8. Could unrealistic CPD or support requirements be set which cannot be delivered or resourced?  If a reviewer offers support knowing it is not available, are they accountable?
The Guidance requires that all reviewers should receive appropriate preparation for the role. This includes a need to make sure that each reviewer understands the context in which they are working, and what support, training and development can reasonably be agreed with a reviewee.  It should therefore be clear from the outset what is available and the reviewee cannot be penalised if support is not provided.
9. Does a reviewer’s effectiveness as a reviewer form part of their performance review?
The reviewer role should be reflected in the reviewer’s job description. It may be that this aspect of an individual's performance is given priority. If that is the case it should be included in the objective setting and review process in the same way as other priorities. However, there is no need for every aspect of a reviewee’s responsibilities to be covered in the planning and review statement, so it is not inevitable that the reviewer's role as a reviewer will be covered in this way.  If it is not highlighted as a priority, it would feature as part of the assessment of overall performance, with an assumption that they are meeting the requirements of their role and responsibilities.

10. Will performance management require a refocus of CPD? Is CPD now a statutory requirement? If a teacher meets their objectives despite the school not providing the support promised in the statement, what steps can be taken towards the school?
The revised Performance Management arrangements do not imply a statutory change in relation to CPD. However, they do now make a clear link between performance management and CPD.

RIG endorses the School Teachers’ Review Body’s vision for schools, which states that “High quality performance management and professional development are available to all teachers to help them improve standards” (School Teachers’ Review Body 13th Report Para 7.18).  

     One of RIG’s overarching principles for developing the new teacher professionalism is that “All teachers should have a contractual entitlement to effective, sustained and relevant professional development throughout their careers” (New Teacher Professionalism 9.9ii).  

     The Department intends teachers’ CPD objectives to complement and support pupil progress objectives and other objectives (New Teacher Professionalism 9.16).  

     The School Teachers’ Pay and Conditions Document currently places a duty on teachers with regard to professional development; CPD planning and review is built into the performance management process (Regs 13.1g; Guidance 5.7g).  

Specifically, if a teacher fulfils the performance criteria despite the school not providing the CPD identified in the planning statement then the school should not be vulnerable to challenge providing the teacher is not penalised as a result of the failure to provide the CPD.

11. How can headteachers build an accurate staffing budget when salary increases are dependent on reviewer recommendations?
As before, headteachers will need to set staffing budgets which take into account the possibility that all teachers will achieve any pay progressions for which they are eligible. Financial reasons cannot be used as a reason to withhold progression from eligible teachers who have successfully met their performance criteria.

12. The reviewer recommends that the reviewee goes to upper pay scale 1; the head teacher disagrees. The recommendation goes to the Governing body; they back the head teacher and deny the pay progression. Does this put the HT in a difficult position?
It is important to distinguish between a reviewer’s recommendation on pay progression as part of the Performance Management arrangements, and the related but separate processes of accessing or applying for specific pay scales or roles.

Headteachers should ensure that they are confident that the reviewers they have appointed are able effectively and professionally to carry out all parts of the process, including making recommendations on pay progression for eligible teachers. When a reviewer makes a recommendation on pay progression, for a reviewee who is eligible, the headteacher has a duty under the arrangements to pass that recommendation to the Governing Body and should support that recommendation.

As now, pay decisions rest with the Governing body or the committee it has established to deal with such issues. There has been no change to this process. In the particular example raised, the evidence to support the threshold application should arise from the Performance Management process, but the head teacher will as now assess a specific threshold application and notify the governing body of their decision on the application. 
13. Can a reviewer and reviewee decide jointly at the review stage to include further valuable evidence that is not agreed at the planning meeting?
All evidence to be used to assess the teacher’s or head teacher’s performance must be agreed at the planning meeting at the beginning of the cycle. If additional issues arise during the cycle which it is felt should be taken into account then the arrangements provide for a process to revise the planning statement. No new information or evidence outside this process can be introduced at the review stage.

14. Can a Line Manager appeal against being appointed as a reviewer?
The head teacher can only delegate the duties of a reviewer to the reviewee’s line manager, or to another teacher of equivalent or higher status in the staffing structure than the line manager. In this case, performance management review is one of their responsibilities.  In addition, the STPCD provides for teachers to participate as appropriate in the Performance Management arrangements. 

Workload considerations would need to be considered and addressed appropriately and, if a line manager expresses concern about being designated as a reviewer, the headteacher would need to evaluate the nature of the concerns.  However, simply not wishing to review the performance of others would not be an appropriate objection.  

15. Re: work life balance - how do you define satisfactory?
The national agreement defines work/life balance as being "about helping teachers combine work with their personal interests outside work" and cites working hours and workload as key, but not exclusive, elements of this.

Other elements include a sense of control, personal fulfillment, career development, work flexibility, physical and emotional wellbeing, and the will of both employers and employees to ensure staff enjoy a reasonable work/life balance.

The national agreement acknowledges that teachers and headteachers often have excessive workloads and that every effort should be made to ensure that they, and by implication all other school staff, should enjoy a reasonable work/life balance.

In accordance with the provisions of the National Agreement, and to fulfil the contractual provision in the STPCD, schools should have developed sustainable work/life balance initiatives and be monitoring the working hours of all staff. The governing body should be doing this in relation to the head teacher’s work/life balance and working hours.

Implementing work/life balance initiatives is not only about improving the lives of school staff, but is also a highly effective way to raise school standards. Benefits often include: 

· reduced stress and sickness, and lower supply requirement 
· greater motivation, morale and physical and emotional wellbeing  
· increased job satisfaction and improved recruitment and retention 

· improved teaching and learning, better time management, and greater efficiency 

· open and honest relationships and greater awareness of staff and pupil needs 

· increased quality of leadership and management and more trust between management and other staff 

· greater cohesion and communication between governors, senior management and all school staff, and  

· additional capacity to improve communication between schools and with local communities. 

16. The Guidance is specific when it refers to classroom observation providing monitoring information for a range of other necessary purposes, but the Regs are not.  For example, if a teacher's objective is improving literacy, but if the school’s overall improvement plan relates to numeracy, can all classroom observation provide monitoring information for the SIP as well as performance management?
All classroom observation should have a specific focus but that does not mean that other information cannot be collected during the observation.

The Guidance, which is supported by the Regulations, states that “information and data that schools collect for performance management should be capable of being used in a number of different ways, for example, for school self-evaluation and school improvement and development planning”. This reflects RIG’s key aim of developing non-bureaucratic, streamlined and multi-purpose arrangements for teachers’ performance management which build on the existing system and reflect partners’ overarching commitment to raising standards and tackling workload. 

17. Does planning for classroom observation at the planning meeting stage include setting dates?
The Regulations and Guidance make it clear that classroom observation should not be undertaken for its own sake. It should always have a clear rationale and focus, which is agreed at the planning meeting and recorded in the planning statement. Although this will not necessarily mean that specific dates are set at the planning meeting, it will be important to set the time frame and to be clear about when and how specific dates will be agreed. If the specified purpose of the observation, or the aspect of the reviewee’s teaching being observed, have a very specific time-frame, it would be appropriate to specify actual dates in the planning statement. 
18. Does the HT delegate to a line manager on a permanent basis or on a year by year basis?
As the headteacher will have delegated the duties of reviewer to a teacher’s line manager, the assumption would be that the reviewer would hold that responsibility until such time as they cease to be the reviewee’s line manager. The regulations specify clearly the circumstances when change in reviewer may be necessary or appropriate.  As it is for the headteacher to choose whether or not to delegate the duties of reviewer, the headteacher could withdraw that delegated responsibility.
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