The Samworth Church Academy

PERFORMANCE DEVELOPMENT POLICY


1 Introduction
1.1 We want to secure clear, consistent assessment of the overall performance of each member of staff as a basis for constantly improving the quality of staff knowledge, skills and performance and thus securing continuous improvement in the Academy’s educational service provision.  Overall, the improvements should be consistent with the priorities articulated in the Academy’s development plan.
1.2 The policy applies to all our staff except those on contracts lasting less than twelve months who will nevertheless have their performance managed in accordance with the general principles underpinning this policy.
1.3 The Principal will present an annual report to the Governing Body regarding the operation and effectiveness of performance development.

1.4 Any member of staff may make representation at any time to an appropriate member of staff.

2 Personal Development Cycle
2.1 Each member of staff has a reviewer, normally their line manager.

2.2 In the case of members of the Executive Group, the reviewer is the Principal.  The Principal’s performance is reviewed by the Chair of Governors, taking account of the advice provided by the School Improvement Partner appointed by the Department for Children, Schools and Families (DCSF).

2.3 The personal development cycle will be annual with at least one interim review.
2.4 All reviewers will be entitled to appropriate training and preparation before undertaking their first personal development meeting.
3 Objectives
3.1 At the personal development meeting, reviewer and reviewee should agree a number of objectives to guide the reviewee’s work until the next personal development meeting.
4 Monitoring and Support
4.1 The reviewer should monitor the reviewee’s progress towards the objectives periodically.
4.2 The reviewee may request a monitoring meeting with the reviewer at any time.

4.3 The reviewer should provide any advice, coaching or other support necessary to help the reviewee to achieve their objectives or to improve their work skills.

4.4 The reviewee may request specific advice, coaching or other support from the reviewer at any time.
5 Personal Development Review
5.1 The Personal Development Record will grade performance against each of the identified key skills and specify areas for development.  
5.2 The reviewer will provide copies of the completed Personal Development Record to the reviewee, and to the reviewer’s line manager.
5.3 Among other things, personal development records will be taken into consideration when reviewing remuneration.

6 Confidentiality and Record Retention
6.1 The performance development process will be treated as confidential to the reviewer, the reviewee and relevant senior managers.
6.2 Performance development records will be retained for at least five years.
7 Monitoring, Evaluation and Review
7.1 The policy will be promoted and published throughout the Academy.

7.2 The Executive Group will evaluate its effectiveness annually prior to the Principal’s report to the Governing Body.

7.3 The Governing Body will review it within two years and assess its implementation and effectiveness.
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“All our people will contribute to continuous improvement at all levels.  The capacity for our accurate self-evaluation will depend on the confidence we have in each other, and everyone’s confidence to identify weaknesses and suggest remedies.  Consequently, within the Academy people will always come first.” [Academy Vision Statement]
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