
Westmoor Primary School 

Performance Management Overview notes 

 

Background 

 All Performance Managers received training by the Local Authority (LA) Human 

Resources (HR) department 

 The system has a much focus on experience and salary matched to the level of 

expectation within the objectives set. (Greater experience/salary = higher 

expectations from objectives set) 

 Also this must be coupled with clear evidence that the school is providing staff 

with the CPD (Continuous Professional Development) to support/challenge them 

in meeting the objectives set 

 The Head Teacher will continue to report to Governors through her HT report 

with regards to Performance Management 

 We have adopted the appropriate HR policies which have been agreed by 

Governors 

 There are 3 lesson observations per year (termly). If any teaching is less than 

good, then a supportive development plan would be put in place, along with 

additional observations. 

 A spread sheet of anonymised staff details success against targets and grading 

of teaching. This will be shared with Governors annually 

 Support staff have performance management targets and observations, this 

includes the lunchtime supervisors. 

The Performance Management Cycle at Westmoor 

 We have 5 members of staff trained as reviewers. All are part of the Leadership 

and Management team, with the exception of Miss Baker who is a highly 

experience performance manager. See full structure provided. 

 

o Sharon Trundley (HT) 

o Lisa Macpherson (DHT) 

o Harriet Hewitt (FS Manager) 

o Diane Brash (KS1  Manager) 

o Cath Tennant (SENCO) 

 

 

 



 Each is responsible for a team 

 Targets are set according to whole school identified needs or that of a specific 

phase. If time permits, it may be that following the Head Teacher’s target setting 

process, targets are taken to full staff to filter across school 

 The HT performance manages her team first. 

 The reviewers then meet with individual staff in Autumn term, working to the 

deadline of October 31st 

 Objectives are agreed and a proforma detailing these objectives and any CPD 

required, is completed and copied to the HT 

 Lesson observations follow termly 

 A mid point review in February affords the opportunity to gauge progress towards 

targets and to adjust targets if necessary 

 If a reviewer is significantly concerned about under performance, then in 

discussion with the HT, the performance management cycle can be suspended 

and supportive action plans implemented with advice from HR. If informal 

measures are unsuccessful, then capability procedures can be put in place 

 Salary decisions are made after successful completion of the cycle. With a robust 

PM system in school it would be expected that significant worries would have 

been identified promptly and appropriate support/action taken. The result is that 

there should be no surprises and the process should be clear and transparent for 

all. 

 


