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Foreword

Performance management, like education, is a dynamic process. The introduction of professional
standards for teachers is a logical progression in an environment that demands high quality teaching and
improved learning outcomes for students. The professional standards build on systems and criteria
already operating in schools. They provide the basis for positive feedback and recognition of the
contribution that a teacher makes to the school and the education of their students. They provide the

basis for dialogue about further professional development and growth.

The introduction of the professional standards also provides an opportunity for school leaders to
demonstrate that performance management is a shared responsibility, an opportunity to work as a team
with teachers to define goals and expectations and agree how achievement is going to be measured. Best

practice in performance management is about involving everyone in the process.

This resource has been developed to assist schools to implement the professional standards. Many
principals have indicated that sample performance indicators would be useful to them in incorporating
the standards. It was important that the examples were practical and realistic and could be adapted for
use in any school. To this end the Ministry enlisted the help of a number of principals and teachers from
a range of schools. These practitioners generously gave their time, shared their knowledge and the
benefits of their experience to develop the sample indicators. The outcome is a resource that will both

provide direction for many schools and allow scope for different approaches.

Performance management is not new. Many schools have already developed effective systems, including
standards and indicators. While the professional standards will be a new element for some schools, for
others the standards merely reflect existing practice. The introduction of the professional standards will
help to ensure all teachers and school leaders are supported and recognised in their contribution to

improved learning outcomes for their students.

w

Howard Fancy

Secretary for Education
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1. Introduction

Performance management systems (PMS) for principals and teachers have been mandatory in all New
Zealand schools since 1997. Professional standards for secondary and area school teachers and unit
holders were released in June and August 1999 respectively, for schools to incorporate into existing
performance management systems. From the beginning of 2000 secondary and area school boards and

principals will be required to ensure their PMS includes the professional standards.

Since 1996, secondary teachers have been assessed against the criteria set out in Appendix G of the
Secondary Teachers’ Collective Employment Contract (STCEC). Area school teachers have been assessed
against Appendix 5 of the Area School Teachers’ Collective Employment Contract (ASTCEC). These
criteria provided a base against which progress of teachers could be assessed for professional
development, pay progression and competency purposes. The professional standards replace Appendix G

and Appendix 5 of the above contracts.

This booklet provides a practical reference to assist schools integrate the professional standards into
their current PMS. It builds on previous publications such as the PMS series and the booklets
Professional Standards: Criteria for Quality Teaching, Secondary School Teachers and Unit Holders, July
1999 and Professional Standards: Criteria for Quality Teaching, Area School Teachers and Unit Holders,

August 1999.

Key features of the professional standards are described along with examples of performance indicators
for clarifying performance expectations and measuring achievement. Case studies of the processes some
schools are planning to use to interpret and incorporate the standards into their performance
management systems are also included. Common questions about performance management and the

professional standards are addressed throughout the booklet.
The following organisations were consulted about this publication:

Post Primary Teachers’ Association, Teacher Registration Board, New Zealand School Trustees
Association, Te Puni Kokiri, Education Review Office, Secondary Principals’ Association of New Zealand,
New Zealand Area Schools’ Association, Te Akatea, Te Runanga Nui o Nga Kura Kaupapa, Association of
Proprietors of Integrated Schools, New Zealand Intermediate and Middle Schools Association, State

Services Commission.
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2. Performance Management

The objective of performance management in schools is to:
e improve learning outcomes for students by improving the quality of teaching and leadership

¢ integrate policies, practices, standards and procedures that link the goals and objectives of the

school and staff

e set agreed performance expectations and the processes for measuring performance against those

expectations
e focus on the professional development of every teacher.
Boards of trustees are currently required to have a performance appraisal process that specifies the:
e person(s) responsible for implementing the appraisal policy
e process to be followed to appraise teacher performance
e process for dealing with disputes
e policy on confidentiality.
Similarly, boards of trustees must also ensure that the appraisal process includes:
e identification of the teacher’s appraiser, in consultation with the teacher concerned
e a written statement of performance expectations, in consultation with each teacher

e identification of development ohjective(s) in the performance expectations, as well as the

assistance or support to be provided
e observation of teaching (for those with teaching responsibilities)
e teacher self-appraisal

e an annual appraisal with a written report, in consultation with the teacher.

Additional Requirements
The new secondary and area teachers’ collective employment contracts and promulgated individual

employment contracts mean that a school’s performance management system must now include:

e the appropriate level of professional standards as part of the performance expectations for each

teacher
e annual assessments against all professional standards at the appropriate level

e progression for teachers who meet the professional standards to the next step in the salary scale
(teachers will continue to be assessed against the appropriate level of professional standards

when they have reached their base scale maxima).

The intention of performance management in schools is to deploy staff skills, knowledge, training and
talent in a way that maximises the learning outcomes for students. Effective performance management
enables boards of trustees to have confidence that all staff are meeting the educational needs of their
students and the goals of the school. Principals are now required to more systematically define, support

and assess staff performance, and to link staff efforts to the overall direction of the school. Individual
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staff will know what is expected of them, the support available to them to meet those expectations, how

their performance will be monitored and assessed, and how they can further develop their skills.

Effective performance management occurs in supportive working environments where there is a high
level of communication and trust. It is not about setting people up to fail by setting unrealistic goals, or
surprising staff at the end of a performance period with tasks and responsibilities they should have
achieved but were not aware of, or unreasonably justifying why a remuneration increment should be
withheld.

Diagram 1 shows how performance management components are related and how they apply throughout
a staff member’s term of employment. It gives examples of likely activities in each of these components,
and acknowledges the context and environment that will make each school’s performance management

system unique.

Most staff will experience only those processes related to the annual performance management cycle -
setting expectations, appraisal, reward (pay progression and career advancement), and professional
development. This will not change. The professional standards will however, influence many aspects of
performance management because they outline the expected standards of performance, are linked to

teachers’ pay progression and help identify areas for professional development.

Diagram 2 shows where the professional standards are likely to impact on schools’ performance

management systems. These implications are explained more fully in the sections that follow.
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Diagram 1 - Performance Management in Schools
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Pre/Post employment

During employment

Diagram 2 - Integrating Professional Standards into
Performance Management in Schools
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We currently have separate systems for development and appraisal. Should we continue to maintain

these two systems now that the professional standards need to be incorporated?

Development and appraisal are both part of the performance management cycle. One system is
recommended because it is simpler and potentially more effective and efficient. However, it is up to

each school to decide what works best for them.
Who is responsible for the appraisal of itinerant teachers or teachers in specialist positions?

The employing school is responsible for the teacher’s attestation. However, with the teacher’s
agreement, other options could be considered for the performance management of teachers who

teach in more than one school. Options include appraisal being:

e undertaken by the base school in consultation with client schools
e delegated to a client school

e undertaken by client schools on an annual rotational basis.

Guidelines for the appraisal of teachers in specialist positions are outlined in the Ministry of

Education booklet Performance Management Systems: PMS 5, November 1997.
Should ancillary staff be appraised?

The mandatory requirements for school PMS apply specifically to teachers. It is up to boards to

decide how to manage the performance of their non-teaching employees.
Should relief teachers be assessed against the professional standards?

The professional standards apply to all teachers covered by the STCEC, the ASTCEC or the
promulgated individual employment contracts. Long term relievers would normally be included in
the school’s performance management system and assessed against the professional standards at
the appropriate level. Day to day relievers, however, receive salary increments for every 190 days of

service and would not be assessed against the professional standards.
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3. What are Professional Standards?

Professional Standards:
e describe the important knowledge, skills and attitudes that all teachers and unit holders are

expected to demonstrate in carrying out their role(s)
e replace Appendix G and Appendix 5 criteria of the previous STCEC and ASTCEC

e expand the existing three key performance areas - teaching, school-wide and management

responsibilities, already specified in the 1997 PMS requirements

e formalise the Government’s expectations of professional performance of teachers and school

managers

These standards build on existing performance management systems in schools. They have been
designed to establish a consistent performance management framework that is sufficiently flexible for

individual schools to adapt to their particular school climate, culture and community.

The STCEC and ASTCEC specify that the professional standards are to be used in assessing an
individual’s entitlement to salary progression. The relationship between the standards and pay
progression is explained further in section 4. The professional standards for secondary teachers and area

school teachers and unit holders are included as appendices to this document.

The professional standards relate to aspects of the performance management process as follows:

Staff Selection

The professional standards, along with any performance indicators schools may have developed to
describe the tasks and behaviours that are expected, can provide a guide on what to look for in a
prospective candidate. They also give applicants a full and realistic picture of the position they are

applying for and responsibilities involved.

Performance Expectations

The professional standards describe the expected standard of performance for unit holders and for three
levels of teaching - beginning classroom teachers, classroom teachers and experienced classroom
teachers. These levels have been designed to build on each other to recognise the development of skills as
teachers progress through their careers. This also enables teachers and their managers to identify goals
for professional and personal development. The professional standards are therefore a fundamental part
of the performance expectations between the appraiser and the staff member. They clarify what

performance and/or behaviours the school is particularly looking for.

Performance Appraisal

The introduction of professional standards means the appraisal will focus on a staff member’s
performance against each dimension. For teachers, this means the nine dimensions of the professional
standards will form the basis of the performance appraisal. A written appraisal report is required for

discussion and consultation with the teacher.
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The appraisal of unit holders will focus on the unit holders’ standards that apply to their specific
leadership responsibilities. In respect of any classroom teaching duties, unit holders will also be assessed

against the professional standards at the appropriate level.

Professional Development
Professional development objective(s) can now be tailored for each staff member based on their
performance as assessed against the professional standards. This will also assist in prioritising

individual professional development needs alongside school priorities.

Competence Procedures
The introduction of professional standards clarifies the expected standard of performance and therefore

what constitutes unacceptable performance before competence procedures are commenced.
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4. Teachers’ Pay Progression

Rewarding performance and achievements is an integral part of performance management systems.
Professional standards enable appraisers to clearly identify staff who have achieved the expected levels

of performance.
Professional Standards:
e are linked to teachers’ pay progression
e continue to apply even after a teacher has reached their base scale maximum

Assessment against the professional standards is required annually. Teachers need to demonstrate
performance against all of the professional standards at their current level before they can progress to

the next level on the salary scale.

The professional standards are linked to pay increases through the STCEC and ASTCEC settlements. The
settlements require that, from the beginning of the 2000 school year, pay progression on the base scale
will be subject to the employer attesting annually that the teacher has met the all of the professional

standards at the appropriate level.

Secondary teachers who have been on the base scale maximum for 12 months or longer when the new
rates are introduced on 19 April 2000 (second tranche), are required to be attested as meeting all of the
professional standards at the appropriate level before moving to the new rate at the top of the salary

scale.

Area teachers (H1 and H2) who have been at their qualifications maxima for 12 months or longer at 19
April 2000 (second tranche), are required to be attested as meeting all of the professional standards at
the appropriate level before moving to the new rates. H3 teachers who have been at step 12 for 12
months or longer at 19 April 2000, will be eligible to move to step 13 provided they have been attested as

meeting all of the professional standards at the appropriate level.

The appropriate level of professional standards will need to be confirmed between each teacher and their
manager and documented. The teacher will need to demonstrate that he or she meets all of the
standards at the appropriate level in order to progress to the next step on the salary scale. The employer
will be required to attest that the teacher has met the standards in order for the salary increment to be

paid - as was the case under Appendix G and Appendix 5.

Additional standards or performance objectives that reflect the special character of the school or an
individual teacher’s role may be negotiated between the principal and teacher, but these cannot be used

as the basis for determining salary progression.

Salary progression requirements
Salary progression requirements for secondary teachers are outlined in Appendix 1 and for area school

teachers are in Appendix 2 of this document.

Deferred progression
The STCEC and ASTCEC both provide for deferred salary progression where the teacher has not met the

standards. The deferred progression requirements are also outlined in Appendices 1 and 2.
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Does a teacher have to be assessed against all of the professional standards for each dimension?

Yes. The standards have been designed to relate to the activities that most teachers would be
expected to carry out in the normal course of their work. This does not mean that a separate
monitoring system has to be set up for each standard. In many cases a number of aspects of
performance could be assessed concurrently. For example, a classroom observation might cover a

range of standards under several dimensions.

In the rare event that a particular standard is clearly not relevant to an individual teacher’s role, it

is up to their manager to exercise judgement about whether or not that standard should be included.

Can a teacher who is making rapid progress or who has prior experience achieve accelerated

progression through having more than one assessment during a year?

No, salary progression is part of an annual cycle and cannot be accelerated.

Can a teacher regress on the salary scale, for example a teacher who has reached their base scale

maximum but does not maintain a high level of performance?

No, regression cannot occur. A high level of performance is expected of teachers who have reached
the top of the salary scale. A teacher whose performance has deteriorated should be provided with
support and development opportunities. Where a teacher does not meet development objectives and

performance is of significant and ongoing concern, competence procedures may be considered.

How can a teacher be expected to meet the standard for Contribution to Wider School Activities if

family commitments limit the time available for co-curricula activities?

The professional standards are deliberately broad to allow schools to interpret them in a way that
reflects their own goals and expectations. “Wider school activities” can cover a broad range of
activities, including sharing knowledge, developing resources, participating in cultural events,

coaching sports or cultural groups. Many of these activities would occur within the normal working day.

What happens if a teacher’s performance is generally satisfactory, but they are experiencing some

difficulties with one or two standards?

Consideration should be given to the significance of the problem, for example whether the teacher is
finding it difficult to meet individual standards or, in fact, a whole dimension. The teacher’s
response to the problem, for example working steadily towards improving performance, should also
be taken into account. Clearly a temporary lapse in performance would not justify an unsuccessful

assessment against the standards.

It is possible that a teacher could be assessed as having met the standards overall, with any areas
of difficulty identified as priorities for future development. However, if there is significant concern,
salary progression should be deferred until performance has improved. In such cases managers will

need to exercise their professional judgement, taking into account the school’s policies and procedures.
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What happens if a unit holder meets the teachers’ standards at the appropriate level, but does not

meet the relevant unit holder standards?

Progression on the salary scale depends upon meeting the teachers’ standards at the appropriate
level, therefore salary progression would not be affected. However, the teacher should be provided

with guidance and support to improve their performance against the relevant unit holder standards.
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5. Performance Indicators

Performance indicators provide a way of assessing the extent to which the professional standards have
been met. Assessment can take a variety of forms but is typically about gathering evidence that a level of

performance has been achieved.

Generic sample indicators have been developed for teachers and unit holders in consultation with
schools. The sample indicators and guidelines for their use appear in Appendix 3. The examples
demonstrate how professional standards can be translated into measures of performance that are

meaningful to schools, and do not reduce roles to a series of mechanical tasks.
Performance indicators will:
e clarify what staff have to do to demonstrate their performance against the professional standards

¢ help appraisers systematically observe and gather evidence of performance so that decisions

about staff achievements are made as fairly and objectively as possible
¢ enable professional standards to be implemented in a robust and consistent way

e allow schools to apply the professional standards in a way that is consistent with their culture and

climate.

The use of indicators is not a requirement, but they are strongly recommended to ensure all parties are

clear about when a staff member’s performance meets the appropriate level of professional standards.

Developing Performance Indicators
Performance indicators are developed by examining the objectives, inputs, activities and outcomes of the

school’s strategic plan and programmes. Developing indicators requires the school to:
e identify key aspects of performance (that can be verified)

¢ determine what information is needed to assess performance against each of the professional

standards or set of standards within each dimension
¢ decide how performance is to be assessed - the assessment method(s)
e design methods for collecting the performance information.

Indicators should be used to assess each dimension of the professional standards. Most dimensions
include two or more standards, and it would be reasonable to expect an indicator for each standard. The
final number of indicators, however, must be feasible in terms of ease of implementation, and time and

cost of data collection.

Principals and teachers will already possess the knowledge required to generate the indicators. Staff
involvement in the development process is strongly recommended. This will ensure the indicators are

accurate, understood and accepted by all staff. Some ways to approach this are:
e staff and senior management meet and agree on a process for developing performance indicators

e staff are asked to each contribute a short list of things they feel most demonstrate that a teacher is

doing their job well. These are pooled and categorised under the professional standards
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dimensions. This list is then divided up by dimension and allocated to small groups of staff who
refine their portion of it. Each group’s work is collated and distributed, and a final meeting is held

to comment and agree on the indicators

e senior management prepares a draft list of indicators, which is presented to staff for comment.
The indicators are debated and modifications are made, based on the feedback. The final

indicators are agreed by staff

e teachers join groups based on their level of experience ie, beginning classroom, classroom or
experienced classroom teachers. Each group nominates a representative. The groups develop
indicators appropriate to their level of teaching, and the representatives meet to discuss, collate

and refine the results into a final draft. This draft is provided to staff for comment and agreement

e the principal and a small group of teachers collaborate with other local principals and teachers to

share resources and ideas to develop indicators

e sample performance indicators in this booklet form the basis for a staff discussion where the most
appropriate indicators are selected and customised to suit the particular objectives and

characteristics of the school.

Appendix 4 contains case studies demonstrating how two schools developed indicators and integrated the

professional standards into their performance management systems.

Performance indicators should be documented and incorporated into the performance management

system. Indicators should be reviewed from time to time to ensure they are still relevant and appropriate.
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6. Performance Expectations

A written statement of performance expectations must be completed by the appraiser and each staff
member each calendar school year. These statements may be referred to as performance agreements or

performance plans.

The performance expectations must now include the following elements for each staff member:
e the professional standards
¢ a professional development objective(s).

Other elements that can be included are:

e performance indicators appropriate to the staff member for demonstrating achievement of the

standards

¢ additional objectives or standards based on individual need, school priorities, and/or performance

concerns.

A job description may also be attached.

Key Steps of the Process

The following is the usual process, however schools may adapt it as required.

1. Preparation of Statement of Expectations - At the beginning of the performance management cycle,
usually in January/February. The appraiser and staff member discuss and agree on professional
development objectives, and any additional objectives, incorporate all of the professional standards at the
appropriate level (including any performance indicators), document the agreement and then set the

agreement in motion.

2. Interim Appraisal (optional) - Usually towards the end of the second term. Its purpose is to monitor
progress against the professional standards and any additional objectives to highlight successes and
address any concerns. Interim appraisal also provides an opportunity to discuss and record any changes
to the agreed performance expectations. This review may involve observation of teaching, an interview

and preparation of an interim report.

3. Final Appraisal - Usually towards the end of the fourth term, or it may coincide with the staff
member’s anniversary date. The appraiser and staff member meet to discuss the teacher’s performance
over the year. The teacher must have completed a self-appraisal. The discussion should focus on the
performance expectations, i.e. each dimension of the professional standards (including indicators),
development objectives and other objectives or standards. Evidence of performance and information that
demonstrates achievement needs to be produced, including observation of teaching. Discussion will also

cover what needs to be addressed in the following year in terms of further professional development.

Note: The process described highlights the formal aspects of performance management systems. In
reality, there should be ongoing opportunities for discussion, observation and feedback between staff and

their appraiser during the regular activities of the school.
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Information about professional standards sometimes refers to assessment against the appropriate or

relevant standards - what does this mean?

These terms generally refer to the appropriate or relevant level of the professional standards i.e.
beginning, classroom or experienced teacher. In some contexts however, the terms might refer to a
set of standards e.g. the secondary teachers’ standards. For unit holders the appropriate or relevant
standards are those which relate to their specific responsibilities (unit holders carrying out teaching

duties will also be assessed against the professional standards for teachers at the appropriate level).

Our kura kaupapa Maori expects a high level of competence in Te Reo, knowledge of the Treaty of
Waitangi and Maori protocols from all teachers. Can we assess all of our teachers at the experienced

classroom teacher level of the professional standards that are specific to Maori?

Yes, you can assess performance against a higher level of standards or additional standards that
reflect your school’s specific requirements. However, standards that vary from the prescribed

professional standards (for each level of teaching) cannot be linked to pay progression.

Most of the teachers in our school are non-Maori and we have very few Maori students. Under these
circumstances how can non-Maori teachers be expected to meet the Maori components of the

professional standards?

Every teacher has a significant influence on the experiences of Maori students within their school.
Teachers also have an important role to play in encouraging non-Maori students to respect Maori
culture, for instance in pronouncing Maori names and words correctly and developing an
understanding of Maori protocols. Guidance, support and advice on good practice in teaching Maori
students needs to be available to all teachers and the inclusion of professional standards specific to

Maori will help ensure that this occurs.
Should each teacher have a development objective for every standard?

No, that would not be feasible. As part of PMS requirements, boards must ensure that each teacher
has at least one development objective during the annual appraisal cycle. It is expected that

assessing performance against the standards will enable clearer identification of areas for development.
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7. Assessment Methods

A variety of methods can be developed for assessing or measuring a staff member’s performance.
Assessment methods must include observation of teaching (for those staff with teaching responsibilities),
self-appraisal, and an appraisal interview where the teacher has the opportunity to discuss their

achievement of performance expectations and development objectives.
Other methods of assessing performance include:
e peer appraisal, where colleagues are asked to provide feedback on an individual’s performance
e parent feedback, either formal or informal
¢ student feedback, either formal or informal
e students’ performance results
¢ documentary evidence, for example unit or lesson plans, assessment records, resources.
Assessing performance accurately and fairly requires:

e Having rigour in the assessment process. This does not mean assessment needs to be complicated
or time consuming, but an element of planning is required. Essentially rigour means having a
clear idea about the performance expectations and standards against which the assessment is
made. For example, asking a staff member to assess their own performance without providing a
framework for that assessment would be less valuable than asking them to comment on their

performance against the goals they agreed to in their performance expectations.

e Matching the method of assessment with what is being measured. Some aspects of performance
clearly lend themselves to certain methods of assessment. For example, assessing ability in the
development and appropriate use of teaching resources would most obviously be done through
observation. Achieving a good fit between what is being measured and the method of assessment

will improve the chances of efficiently collecting valid performance information.

e Using a variety of assessment methods. The requirements for teachers already stipulate that
three methods of assessment are used in assessing performance - observation of teaching, self-
appraisal and an appraisal interview. Other methods of assessment may also be appropriate to
ensure a complete picture of an individual’s performance, depending on the way that your school

has decided to assess performance against the professional standards.

Agreeing the methods of assessment in advance of the appraisal. As suggested earlier, it is useful
for the staff member and appraiser to agree on the assessment methods that will be used, when

performance expectations are discussed at the beginning of the year.

Practical decisions will need to be made when selecting and developing the method of assessing
performance, to balance the accuracy of the performance information, with the time and effort it

takes to collect the information.
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Do we need to set up a separate monitoring system for each professional standard?

No. It should be possible for several aspects of performance to be assessed simultaneously. For
example, classroom observation might encompass teaching techniques, student management,
recognition of diversity, and effective communication. It is important that appraisal methods are

realistic, feasible and clearly defined at the beginning of the performance management cycle.
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8. Additional Sources of Information

The following sources of information may be helpful:
Ministry of Education booklets:
Performance Management Systems: Performance Appraisal, PMS 1, February 1997

Performance Management Systems: Performance Management: Issues for Rural Schools and Small
Schools with Teaching Principals, PMS 2, March 1997

Performance Management Systems: Teacher Registration, PMS 4, July 1997

Performance Management Systems: Appraisal of Teachers in Specialist Positions, PMS 5, November
1997

Professional Standards: Criteria for Quality Teaching, Area School Teachers and Unit Holders,
August 1999

Professional Standards: Criteria for Quality Teaching, Secondary School Teachers and Unit Holders,
July 1999

Other sources:
“Performance Management in Schools,” New Zealand Education Gazette, 12 December 1996
Secondary Teachers Collective Employment Contract 16 June 1999 - 30 April 2001
Area School Teachers Collective Employment Contract 30 June 1999 - 30 April 2001

Handbook: The Registration of Teachers in Aotearoa New Zealand, Teacher Registration Board,
1997

The Capable Teacher, Education Evaluation Report, Number 2, Summer 1998, Education Review
Office.

New Zealand School Trustees Association Advisory Service

Ministry of Education Performance Management website



The appendices that follow contain sample performance indicators that have been

developed in consultation with principals and teachers from a range of selected
schools. Schools may use or adapt these examples when considering how to develop

indicators or modify existing performance measures. It should be noted that:

e indicators are not compulsory
e the sample indicators are guidelines only
e the number of indicators used, if any, is a school-based decision

e indicators should be reviewed from time to time
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ppendix art

Salary Progression Requirements for Secondary School Teachers

Beginning Classroom Teachers

Beginning classroom teachers may have up to two annual assessments against all of the professional
standards for beginning classroom teachers (or three if registration is delayed), before being assessed at
the classroom teacher level. (At the same time the school must ensure that the beginning classroom
teacher is meeting the Teacher Registration Board requirements for registration. These requirements are

outlined in Appendix 5).

If the teacher has previous relevant experience or achieves rapid progress they may be assessed against
the classroom teacher standards at an earlier date - provided the teacher and principal agree. However,

a teacher cannot gain registration or accelerated salary progression through this assessment process.

Classroom Teachers

Teachers will be assessed against the classroom teacher standards when they are fully registered - or
after two years in the case of teachers holding Limited Authority to Teach (LAT) status. Classroom
teachers may have three annual assessments against all of the classroom teacher standards, unless
progression is deferred, or the teacher and their manager agree to apply the experienced classroom

teacher standards.

Experienced Classroom Teachers

Experienced classroom teachers are teachers who have progressed beyond the classroom teacher
standards. All teachers (including LAT’s) will have their performance expectations and professional and
personal development goals set against all of the experienced teacher standards when they have reached
their appropriate base pay scale maximum. (At the same time the appraisal system will provide

information for the renewal of practising certificates - refer Appendix 5).

Progression through the levels of the professional standards
Under normal circumstances, teachers entering the salary scale at the graduate teacher level will have
two annual assessments at the beginning classroom teacher level and three annual assessments at the

classroom teacher level.

Deferred Progression
The STCEC provides for deferred salary progression. Principals will be able to defer progression for
teachers who have not met the professional standards at the appropriate level throughout the assessment

period.

If progression is deferred, a timeframe for meeting the professional standards must be agreed by the
manager and the teacher. A programme of support and development must be put in place to assist the
teacher with meeting the standards. If after a second assessment it is agreed that the teacher is meeting
the appropriate level of standards, the increment will be paid effective from the date of attestation. This

date will then become the teacher’s anniversary date for increment purposes.

Where the teacher has not met the appropriate level of standards the principal will determine whether
there are significant areas of concern to warrant initiating competence procedures or whether a

programme of further support and development should continue.




ppendix art

Salary Progression Requirements for Secondary School Teachers

A
-

The STCEC says that a classroom teacher may have three assessments against the classroom teacher

standards. Does this mean that assessment against the standards is optional?

No. Assessment against the professional standards at the appropriate level is compulsory for all
teachers. The term “may” in the context of the number of assessments at a specific level, allows for

variations where teachers have entered the salary scale at other than the graduate teacher level.
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Salary Progression Requirements for Area School Teachers

Beginning Classroom Teachers

Beginning classroom teachers will have at least two annual assessments against the professional
standards for beginning classroom teachers before moving to the classroom teacher level. (At the same
time the school must ensure that the beginning classroom teacher is meeting the Teacher Registration

Board requirements for registration. These requirements are outlined in Appendix 5).

If the teacher has previous relevant experience or achieves rapid progress, they may be assessed against
the classroom teacher standards after one assessment against the beginning classroom teacher
standards - provided the teacher and their manager agree. A teacher cannot gain early registration or

accelerated salary progression through this assessment process.

Classroom Teachers
Classroom teachers are fully registered teachers. They will have at least three annual assessments
against the professional standards for classroom teachers before moving to the experienced classroom

teacher level, regardless of whether or not they have reached their qualifications maximum.

Experienced Classroom Teachers

Experienced classroom teachers are teachers who have had at least three successful annual assessments
at the classroom teacher level and who then meet the experienced classroom teacher standards.
Experienced classroom teachers will continue to be assessed annually against the experienced classroom
teacher standards when they have reached their base scale maxima. (At the same time the appraisal

system will provide information for the renewal of practising certificates - refer Appendix 5).

Deferred Progression
The ASTCEC provides for deferred salary progression. Principals are able to defer progression for
teachers who have not met the professional standards at the appropriate level throughout the assessment

period.

If progression is deferred, a timeframe for meeting the professional standards must be agreed by the

manager and the teacher. A programme of support and development should be put in place to assist the
teacher with meeting the standards. If after a second assessment it is agreed that the teacher is meeting
the appropriate level of standards, the increment will be paid effective from the date of attestation. This

date will then become the teacher’s anniversary date for increment purposes.

Where the teacher has not met the appropriate standards within the specified time period, the teacher

will be required to undergo competence procedures.

Where a teacher disagrees with the deferral of their salary increment the teacher may, within 14 working

days of being notified of the deferral, seek a review.



Appendix / Fart

Salary Progression Requirements for Area School Teachers

Re/
-

The ASTCEC says that Experienced teachers are teachers who have had at least 3 successful annual

assessments against the classroom teachers standards. What does this mean?

New teachers would normally have two successful assessments against the beginning classroom
teacher standards and three successful assessments against the classroom teacher standards

before reaching the experienced teacher level.
At what level are existing teachers assessed?

Principals and/or managers need to apply their judgement in this area. However, a useful guide may
be to take into account the actual years of teaching experience, and apply the appropriate
standards at that level. For example, a teacher who has had one year's teaching experience at the
time the standards are implemented, would have one successful assessment against the beginning

classroom teacher standards before moving to the classroom teacher level.
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Sample Performance Indicators for Secondary and Area School Teachers and
Unit Holders

The following sample performance indicators have been developed by principals and teachers from
selected schools. They demonstrate how the professional standards can be described in terms of
behaviours, and therefore assessed. They should be seen as a menu from which a school can select as
many or as few indicators as needed. It is important to take into account the culture and special features
of a school when selecting performance indicators to ensure they are appropriate. You may wish to
develop specific indicators that reflect the special character of your school. For example, an integrated

school may choose to add indicators such as the following:

¢ teaches and takes part in Religious Instruction and the Special Character dimension of the school

through reading and professional development courses
e models appropriate Special Character traits in dealings with all students.

Kura kaupapa Maori, bilingual or immersion classes and schools will probably need additional or
different indicators to those provided in this document. However, some of the sample indicators will apply

for teaching in a kura kaupapa environment.

It is also important to consider specific performance expectations when selecting indicators for individual
staff members. For example, some of the sample indicators under the dimension Staff and Student

Management for unit holders would only be appropriate for staff who have those responsibilities.

Indicators need to reflect activities that teachers already routinely carry out. The sample indicators
provided in this booklet are generic and therefore it is recommended that they are adapted, where
necessary, to relate better to specific programmes and systems operating in your school. This will ensure
that the language of the performance indicators is consistent with other expectations and documents

relevant to teachers, such as job descriptions.

Specific sample indicators have been developed for each dimension of the professional standards.
However, some of the examples may be applied to more than one dimension, and your school may choose
to use the indicators in this way. For example, an indicator such as Encourages students to involve
families, whanau in their learning (within the Motivation of Students dimension), could also be used as an
indicator of contributing to partnership between the school and the community (under Contribution to
Wider School Activities).

In developing the performance indicators for teachers, a common theme has been used to differentiate

between the three teacher levels:

1.The performance indicators for beginning classroom teachers reflect the need for teachers at this
level to focus their time on developing skills as a sound teacher, and requiring advice and

guidance from more experienced colleagues to achieve this.

2.The performance indicators for classroom teachers reflect a teacher who is fully skilled to perform

all aspects of a teaching role with minimal assistance from senior colleagues.

3.The performance indicators for experienced classroom teachers reflect a teacher who is highly
skilled and able to take on a leadership role by sharing their experiences and skills with less
experienced colleagues, as well as performing some additional tasks that contribute to the wider

school.




ppendix

Sample Performance Indicators for Secondary and Area School Teachers and
Unit Holders

There are, of course, a number of performance indicators common to all levels of teaching. Under normal
circumstances a school would require all teachers, regardless of their level, to demonstrate these
behaviours or perform these tasks. These common indicators either reinforce school policy or
procedures, for example, Contributes to the professional development needs/activities of the department,
or are included where it is meaningless to make a distinction between teachers on the basis of
experience, for example Maintains confidentiality and trust. The sample indicators that are common to

all levels appear in bold across the following tables.

Finally, your school may wish to add performance indicators for either teachers or unit holders, which
are not based on the professional standards. These may relate to the specific nature of your school and

its goals, but may not be used as a basis for determining pay progression for teachers.
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Integrating Professional Standards - Case Studies

CASE STUDY 1

The principal of a co-educational secondary school describes how he and his staff have started to develop
a process to incorporate the professional standards into their performance management system. The
decile 8 school, is part of an urban satellite community and has 900 pupils. The school is undergoing a

thorough review of its strategic plan under a new principal.

“ There is a strong desire in the school to link professional development and performance appraisal with
the school’s strategic plan and annual goals. I see the introduction of the professional standards as an
opportunity to reinforce those links by reviewing the existing peer appraisal system and developing an

integrated approach to performance management.

While professional standards are an external requirement, we are determined to ensure that:
¢ the system we use is consistent with the ethos and goals of the school;
e we measure what we value; and
¢ the appraisal process focuses on our professional development priorities.

We are committed to developing a high trust, moderate risk model that is transparent and consistently

applied. Everyone needs to be involved and take ownership of the process.
We intend to use performance indicators as they:

e are useful to clarify our purposes;

¢ establish consistency of interpretation; and

e are negotiable and will be reviewed over time.

We will personalise the sample performance indicators to suit our objectives. In consultation with the full
staff, we will develop a set of indicators for each of the three levels of teaching. However, while our own
goals are critical to the effectiveness of the system, we need to remember that we are accountable for

performance against the professional standards and our indicators need to cover those requirements.

We have developed a template to document each teacher’s performance assessment. Both the teacher
(self appraisal) and their manager (assessment) will use the template to record their findings, and those
documents will provide the basis for discussion at the formal performance appraisal meeting. (A sample

from the draft beginning classroom teacher template appears at the end of this case study).

Our new performance management structure requires senior managers to appraise the performance of
heads of department (HODs) against the experienced classroom teachers’ standards, and the HODs will
each take responsibility for the assessment of between three and six teachers. We are going to carry out
a trial run of the new appraisal model as soon as possible. Starting with assessment of HODs, the process

for the trial will be:

1.senior manager and HOD meet to agree performance expectations and development objectives,

including the professional standards and indicators (how performance will be measured)

2.HOD completes self appraisal (using template)
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3.senior manager completes assessment of HOD (using template)
4.both parties meet formally to discuss their findings

5.senior managers and HODs meet to evaluate the process and outcomes and agree on any

modifications
6.steps 1-4 repeated for all teachers
7.all staff participate in evaluation of the process

The trial run will help ensure that we are ready to go by the beginning of 2000. It will allow time for
experienced classroom teachers to address any issues and have a follow-up assessment before attestation
is required in April 2000. Involving staff in the trial and evaluation will help them to have confidence in

the process and ensure that we develop a model that works for our school.”

Model template for beginning classroom teachers

Professional Standards Evidence Indicators Y/N | Assessment

Professional Development ¢ Attends teacher development

. . . rogrammes and other
Are receiving professional prog

i t
support and encouragement to Rroiessinaiiore

activities consistent with
successfully:

negotiated annual goals

e Participate in available

. Participates in opportunities
professional development : p PP

opportunities appropriate to RECUIECb v ot

individual needs and school enhance understanding of the

priorities including principles of the Treaty of

. . i i h ional
opportunities relating to the flaianeianiElenieatingg

responsibilities that follow

Treaty of Waitangi
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CASE STUDY 2

The principal of an area school describes how they developed their existing standards-based
performance management system, and how he and his staff plan to incorporate the professional

standards. The decile 5 school has 500 students from a range of urban and rural communities.

“During 1998 we redeveloped our appraisal process. Up to this time the process had been largely
summative and based on the TRB guidelines. We were aware that professional standards had been
introduced for primary schools and that they would eventually be introduced for area and secondary
schools, so we used the primary standards as a basis for our new system. Early in the redevelopment we

decided to separate the attestation (summative) and appraisal (formative) processes.

The review was facilitated by two contractors (as an area school, we could apply for assistance from both

primary and secondary providers). The development process occurred in three phases:

1.the secondary contract provider worked initially with a full staff meeting, and then with senior

management on overall development;

2.the primary contract provider worked with a full staff meeting and then in sessions with groups of

staff - both on-site (process development) and off-site (skills development); and
3.school-based meetings were held to develop the details of the documentation.

The school-based meetings involved taking the primary professional standards, interpreting and restating
them where necessary, and developing indicators for the documentation. We developed the following

assessment form to provide a self-analysis continuum, with space for comments by the appraiser:

Assessment template

Professional Knowledge

Standard Indicator Self Analysis Comment on

always, - never happens | Performance

Curriculum ¢ Department scheme is

followed

¢ Curriculum knowledge is | 0

continually updated

¢ Involvement in

curriculum development

is demonstrated

The process we followed worked well as a way to introduce standards into our performance management
system. As a small school it was helpful to have external facilitators. It was also an advantage to involve

all staff as it enabled them to understand and have a say in the system that effects them all.
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Because we already have a standards-based system in place, it will be relatively straightforward to adapt
it to incorporate the area teachers’ professional standards. We will be able to continue using our
assessment template and many of our existing indicators. We will need to ensure that all of the new
standards are covered, that the standards for unit holders are included and redesign the system to build
in the three levels of teaching. In addition, we may also need to review our separate attestation and
appraisal processes to ensure that we avoid duplication. This development process will be undertaken

towards the end of this year, ready for implementation in 2000.

The professional standards are seen as a useful guide for the appraisal and attestation processes, which
together contribute to the overall performance management function. It is not easy to develop clear
indicators for all criteria - this will require ongoing development - and there are some specific areas that

we may wish to add in terms of our own school culture.”
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The Education Amendment Act 1996 requires teachers in schools (except kura kaupapa) to be registered
as teachers and to hold a current practising certificate. It is illegal to employ or be employed as a teacher
in a school (except kura kaupapa) without a current practising certificate. Teachers and/or the board or

employer can be fined up to $2,000 where a teacher is employed without a practising certificate.

Practising certificates are issued for a term of three years. Renewal of practising certificates requires
every registered teacher to complete a Teacher Registration Board (TRB) Practising Certificate Renewal
Form TRB7. Principals and senior registered teachers must be aware of the process and criteria for the

renewal of practising certificates to ensure registered teachers in their schools are informed.

All registered teachers are advised by the TRB that their practising certificate needs to be renewed at
least two months prior to the expiry of their certificate. If a teacher does not have their practising

certificate renewed, the TRB may view their registration as being expired.
Registered teachers need to:
e Check the expiry date of their practising certificate.
e Advise the TRB of any change of address and, if necessary, request a renewal form (TRB7).

e Complete the renewal form, ensure their principal, employer or senior registered teacher has
affirmed they still meet the “satisfactory teacher” dimensions and have undertaken appropriate

professional development.

e Return the completed TRB7 form and appropriate fee to the TRB at least one month prior to

expiry of their current certificate.
Criteria for renewal
e Minimum period of teaching service in New Zealand in the previous five years.

e Affirmation by a principal or senior registered teacher, that a teacher is still “satisfactory” to

teach.
e Affirmation that professional development has been undertaken
Minimum period of teaching service

The standard requirement is two years uninterrupted teaching in the last five years, although the TRB
may accept shorter periods. Intermittent and relief teaching may be acceptable. If there is a question

about meeting this requirement, the teacher should contact the TRB.
Still “satisfactory to teach”

The “satisfactory” teacher dimensions should be part of the ongoing performance management or
appraisal system, and there should be no need to have a special appraisal at the time the practising

certificate is being renewed.

If the principal or senior registered teacher is unable to confirm the teacher is still “satisfactory to teach”
because they do not know the teacher sufficiently well, no affirmation should be made. If no other
appropriate person can make the affirmation by the time the certificate expires, the TRB may grant an

extension of time. In such cases advice should be sought from the TRB.

! Information provided by the Teacher Registration Board and NZEI Te Riu Roa
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If the principal or senior registered teacher is unwilling to confirm a teacher is still “satisfactory to
teach”, this must be addressed at the school level through established procedures. Employment

contracts containing competency procedures must be worked through.

Refusal, to affirm that a teacher is still “satisfactory to teach” cannot be used to shortcut or circumvent
the legal provisions in employment contracts. The TRB would expect that if a principal, senior registered

teacher or board chair refuses to sign a renewal either:
1) a formal review process would have begun in the school;
2) such a process is due to begin.

Where a teacher is not currently teaching, affirmation that the teacher is still “satisfactory to teach” and
has undertaken professional development must be made by the teacher’s previous principal, employer or

senior registered teacher.

Professional development

Professional development is part of normal activity in schools and should be part of ongoing professional
practice. All teachers, whether employed full-time or intermittently, should be able to demonstrate they

have undertaken professional development. If there are difficulties meeting this requirement, contact the
TRB.

Provisional and subject to confirmation registration

Students who graduate from an approved programme of teacher education who apply successfully for
registration can be provisionally registered. Experienced teachers who have not taught in New Zealand
for 2 out of the last 5 years are registered subject to confirmation. These teachers can be recommended

for full registration by the principal, or senior teacher as soon as they have met the following conditions:
Provisionally registered teachers

e 2 years teaching, in minimum blocks of a term, with a teaching load of at least 12.5 hours per

week.
Teachers registered subject to confirmation

e Atleast 3 months (from date of registration) of continuous teaching or after 12 months of

intermittent teaching. There are no minimum weekly teaching hours.
Teachers registered either provisionally or subject to confirmation who:

e have been employed as a teacher in New Zealand in the general education system or in

institutions approved by the TRB

¢ have participated in an appropriate advice and guidance programme for the period under the

supervision of a fully registered teacher

¢ have been appraised by their supervising teacher in accordance with the TRB satisfactory teacher

criteria

e hold a current practising certificate.
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Additional information
If there is any doubt or concern about the renewal process, contact the TRB immediately. Any delay could

create unnecessary confusion or inconvenience.

A range of handbooks are available free of charge from the TRB by sending a self addressed A4

envelope. These include:

Handbook: The Registration of Teachers in Aotearoa New Zealand
Information for Employing Authorities

A Satisfactory Teacher and Renewing a Practising Certificate.

Requests for information can be left on TRB voicemail at any time. Further information, including

application forms, is available on the Internet.

Teacher Registration Board

PO Box 5326

Wellington

Phone: 04 471 0852

Fax: 04 471 0870

Email: mail@trb.govt.nz
Internet: http://www.trb.govt.nz
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Glossary

Annual assessment: See performance appraisal.

Appendix G: Quality teaching criteria in the previous STCEC, used as a base for assessing teachers’
progress in relation to pay progression, competency and professional development. Appendix G has now

been replaced by the professional standards.

Appendix 5: Quality teaching criteria in the previous ASTCEC, used as a base for assessing teachers’
progress in relation to pay progression, competency and professional development. Appendix 5 has now

been replaced by the professional standards.

Appraiser: The person (either the principal or person delegated) responsible for appraising the

performance of staff.

Dimensions: Clusters of professional standards related to a generic aspect of performance, for example

teaching techniques.

Key performance areas: Teaching responsibilities, school-wide responsibilities and management

responsibilities required as part of the introduction of performance management systems.

Performance appraisal: Annual assessment of an individual’s performance against the professional
standards and the tasks or objectives set or agreed at the beginning of the cycle in the written statement

of performance expectations, including development objectives.

Performance agreement: An undertaking between two parties about the tasks to be performed and the
results expected, including aspects such as development objectives, performance criteria, appraisal dates

(not mandatory for teachers).

Performance expectations: An undertaking between two parties about the professional standards, the

tasks and objectives to be performed, and the objectives to be achieved (required for all teachers).
Performance indicators: Measures of performance that can be identified and assessed.

Performance management: The process of identifying, evaluating and developing the performance of
school staff, so that the goals and objectives of the school are more effectively achieved, while at the same
time benefiting staff in terms of recognition, receiving feedback, catering for work needs, providing

opportunities for personal and professional development and offering career guidance.

Performance objectives: Statement of intended results that are usually expressed in measurable terms

and are time bound.

Performance plan: See performance expectations.

Professional development: Activities that are designed to develop further understanding or expertise.
Professional development objective: Intended improvements in professional understanding or expertise.

Professional standards: Descriptions of knowledge, skills and attitudes needed to perform a particular

role effectively.



