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Registered Teachers Criteria.
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change?
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Appraisal Cycle

 

Teachers at Tikokino

 

School work together in a supportive and transparent manner.

                  

All teachers take leadership responsibility in various areas.  The measure of an effective 

teacher is evidence of student achievement.  

Teaching as Inquiry is practised by each 

teacher 

and is the focus of weekly staff meetings.   

Every staff meeting is about monitoring and 

equipping ourselves towards achieving our school goals.                            

 

 

 

NAG 3

TIKOKINO SCHOOL

PERSONNEL

PROCEDURE:   PEFORMANCE MANAGEMENT 
The implementation of a new approach to School Planning, Reviewing and Reporting (M.O.E initiative 2003) has focused schools into challenging their existing systems, methods, practices and even reasons for reviewing and reporting.

Reviewing of student achievement is now the priority and “other” reviews support this main emphasis. Quality Performance Management systems and practices within the school ensure teachers are well supported in their delivery of the curriculum. 
Our ideal intention is “for staff at Tikokino School to have clear goals that reflect the student needs and to be supported in carrying out these tasks. That Staff have the opportunity to pursue personal and professional development opportunities to further their professional practice in the classroom. Ultimately our performance management procedure will lead to better practice in the classroom for all students.”

With quality appraisal and professional development for all staff, Tikokino School staff will be assisted to meet the challenge of improved classroom teaching and learning and to provide students with quality teaching and learning to ensure that equity is achieved. 
Guidelines
1. The Principal has the delegated responsibility for the implementation of the appraisal system.
2. Funding is included by the Board of Trustees in their Professional Development budget.
3. Appraisal includes: 

a) Individual goal setting

b) Observation of teaching for staff with teaching responsibilities.

c) An opportunity is provided for the appraisees to discuss their achievement of the performance expectations and the development objective(s) with their appraiser.

An appraisal report is prepared in consultation with the teacher/appraisee to set a development report where required.
4.  All documents and information are confidential to the parties concerned.
5.
Reporting to the Board of Trustees is of a general nature to substantiate funding for staff development. No focus is placed on any individual staff member.
6.  The Principal appraises the staff; the Chairperson and outside facilitator appraise the Principal. 
7.
In the event of a dispute, the appraisee and the appraiser meet with a third party selected by both. If a compromise cannot be reached a mediator is appointed who establishes guidelines for the outcome of the mediation. (See contract p22, 5.6.4)
8.
The information of the appraisals will be held in a secure location under the supervision of the principal. The information remains the property of the school, access to records is restricted to the principal and the appraiser. Once a teacher leaves the school the appraisal information is given to the teacher. In a case of competency or a principal identifies a discrepancy the board will be informed via in-committee meetings. Confidentiality will be upheld as part of the process. 
Supporting Pages
·  Curriculum Responsibilities – a list of who does what in the school 
· Performance Management Cycle – details all facets of staff performance management
· Performance Appraisal Report – a sheet that can be used by the principal or appraiser to collect data for discussion with the appraisee
· Goal Sheet – to enable staff and the principal to plan how, what, and when the appraisals will take place

Curriculum Responsibilities  
· Full budget control in consultation with Alan
· ALL PURCHASING REQUIRES AN ORDER NUMBER
· Full responsibility for resources

· Responsibility to circulate correspondence relating to your area

      at staff meeting

Junior Reading
- Kerri
Middle Reading
- Christine
Senior Reading
- Barry
English

- Christine
ICT


- Kerri
Maths

            - Barry
Outdoor Education
- Barry
Science

- Alan
Music


- Christine
Social Studies

- Alan 

Art


- Kerri
Maori


- Christine
PE / Health

- Barry
Technology

- Barry
Library


- Tania
PE Equipment

- Barry (senior monitors)

Special Education
- Christine
School wide Assessment
- All

School Entry and Junior Assessment 
- Kerri
Corporate Structure. 
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Principal: 


Alan Dustow
Teacher: 


Yr 6-8. Barry van Heerden
Teacher:  


Yr 3-5.  Christine Morrison / Alan Dustow 

Teacher:  


Yr0-2. Kerri Kearvell
Office Manager: 

Jocelyn Morrin

Teacher Aide: 

Tania Bennett
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PERFORMANCE APPRAISAL REPORT
TEACHER_______________________________


DATE__________________

APPRAISER_____________________________________

GOALS / FOCUS AREAS



        Areas for Development


           Signed________________________


  
Appraiser________________

Teacher: 


Teaching level: Year


 


In conjunction with the Registered Teacher Criteria and the Professional Standards the 


following performance areas will be appraised in 2013. 


 


Agreed performance areas: (teaching)


 


1. 


2. 


3. 


4.   


5.   


6.   


 


Key Indicators of Progess:  


 


 


 


 


 


 


 


Support for achieving these goals:


 Jo Quick (Literacy Advisor)  RTLB -  Robyn James  -  Alan Dustow (Principal)


 Teaching Colleagues


 Professional Development courses/Conferences


 


 


 


	


Signed (Teacher)  			___________________________ Date ______________


 


 


 


 


Signed (Principal) 	                        ___________________________ Date ______________
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PERFORMANCE MANAGEMENT


 


 KEY PERFORMANCE AREAS


OBJECTIVES FOR 2013
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 (
MAY / JUNE
              
Data
 and analysis of achievement.
   What is happening as a result?   Next step or Need to change?
  
Three Way Conferences.
                 
  
) (
Ongoing: Professional Development Opportunities. 
Courses, seminars.
                                     Class and School visits.
                         Weekly staff meetings – lead / share.  
Observations on request.
) (
Ongoing:  Follow a teacher inquiry plan of implementing school goal. Maintain a professional portfolio of teaching collecting evidence against the Registered Teachers Criteria.
) (
FEBRUARY                   
 
Discuss self appraisal.      
          
  Set personal and school goals.
)  



 (
Appraisal Cycle
Teachers at 
Tikokino
 School work together in a supportive and transparent manner.
                  All teachers take leadership responsibility in various areas.  The measure of an effective teacher is evidence of student achievement.  
Teaching as Inquiry is practised by each teacher and is the focus of weekly staff meetings.   
Every staff meeting is about monitoring and equipping ourselves towards achieving our school goals.                            
) (
SEPTEMBER                                    
Data
 and analysis of achievement.
   What is happening as a result?   Next step or Need to change?
  
Three Way Conferences.
) (
Ongoing: Professional Development Opportunities. 
Courses, seminars.
                                     Class and School visits.                         Weekly staff meetings – lead / share.  
Observations on request.
) (
DECEMBER                                       
End of Year data.
  
  Complete and discuss questionnaire
.
      
                         
)	 


