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Purpose

This document sets out the framework for a clear and consistent assessment of the overall performance of employees,
including the Headteacher, and for supporting their development within the context of the school’s plan for improving
educational provision and performance, and the standards expected of teachers and other staff. It also sets out the
arrangements that will apply when employees fall below the levels of competence that are expected of them.

Application

The Performance Management Policy is for all employees working within the school with the exception of those
employees on contracts of less than one term, those undergoing induction (ie NQTs), and those who are subject to
the Capability Procedure.

Page 3 of 13



Performance Management Policy

1.1

1.2

1.3

1.4

15

1.6

1.7

1.8

1.9

1.10

1.11

2.1

Principles

Performance management in this school will be a supportive and developmental process designed to ensure
that all employees have the skills and support they need to carry out their role effectively. It will help to ensure
that all employees are able to continue to improve their professional practice and to develop in their careers.

The process of setting and reviewing performance objectives for staff in schools is an integral part of the
school’s overall approach to school improvement and development. Performance objectives will be written
in such a way that they complement and link to the targets expressed in the school improvement/
development plan.

It is important to recognise that the objectives set for any member of staff will not represent the complete job
that the individual is expected to perform. Reviewing performance is about measuring the progress made
against the objectives set with appropriate support, which will represent key priorities for that individual and,
in addition, assessing and recognising the overall performance of that person in the job, including an
assessment against any relevant standards/accountabilities.

Objectives will be set that reflect the role undertaken and the relevant priorities for that person at that time.

The process of performance management will be carried out in accordance with this policy, which is
underpinned by the statutory regulations for teachers and local agreements for support staff.

Performance management will be carried out in such a way to ensure consistency of treatment and fairness.

The Governing Body and Headteacher will monitor the operation and effectiveness of the school’s
performance management arrangements.

The performance management process will be treated with confidentiality. Normally only the reviewer,
reviewee and the Headteacher will have access to performance management information and documentation
relating to the reviewee. However, in the event of an Ofsted inspection taking place, Ofsted inspectors may
request that anonymised information about the school’s performance management arrangements, including
the most recent performance management outcomes and their relationship to salary progression, is provided.
Governors may also request an anonymised sample of performance management statements to enable them
to perform their role in monitoring the effectiveness of the school’s performance management system.

The Governing Body and Headteacher will ensure that all written performance management records are
retained securely for six years and then destroyed.

Where an employee’s performance is affected by a health problem and/or sickness absence, the matter will
normally be dealt with in accordance with the school’s Managing Staff Cover, Sickness and Absence Policy and
Procedure. This is likely to lead to a referral to Occupational Health in order to assess the employee’s fitness
for work.

When assessing an employee through the performance management process, factors such as any periods of
ill health, or maternity leave, will be taken into account as this may affect an employee’s ability to meet their
objectives.

The Performance Management Cycle

The performance management cycle for the Headteacher, all teachers and support staff will run for twelve

months, with the end of year review being completed by 31 October for teachers, teaching assistants and
support staff and December for the Headteacher, in reference to the previous academic year.
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Employees who are employed on a fixed-term contract of less than one year will have their performance
managed in accordance with the principles underpinning this policy. The length of the period will be
determined by the duration of their contract.

The performance management cycle will link to the pay arrangements for employees. In the case of teaching
staff, the end of year review and the annual pay recommendation will take place by the end of October each
year for pay decision by the Governing Body Pay Committee (December for the Headteacher) and is informed
by the performance management cycle concluding at the end of the previous academic year (31 August). In
the case of support staff who are performance managed via the Performance Management Support Staff
process, the end of year review will also be completed by the end of October in order for decisions about pay
to be made, effective from 1 September each year.

New employees who join between May, June, July and August are not eligible for pay progression in
September following their appointment, but will have their performance reviewed. Note: this now includes
all non-teaching staff.

Appointing Reviewers

The Headteacher’s performance will be reviewed by the Governing Body, supported by a suitably skilled
external adviser who has been appointed by the Governing Body for that purpose.

In this school the task of reviewing the Headteacher, including the setting of objectives, will be delegated to a
sub-group consisting of two members of the Governing Body and an External Advisor (LLP). The appointed
Governors will be known as the Headteacher Performance Management Committee (HPMC).

Given the close working relationship between the Headteacher and the Chair of Governors, it would not
normally be appropriate for the Chair of Governors to be part of the HPMC.

The Headteacher will decide who will review other teachers and support staff; however, this will normally be
the employee’s line manager. The Headteacher has the discretion to delegate the review process to other
employees who will normally be line managers. Reviewers will have the necessary knowledge and training in
order to undertake this role.

Where performance concerns arise (see section 6), the Headteacher may re-delegate the reviewer role to a
Senior Leader or undertake the role of reviewer themselves.

Setting Objectives

The Headteacher’s objectives will be set by the Governing Body after consultation with the external adviser.
At least one of the targets for the Headteacher will relate to outcomes for pupils.

Objectives for each employee (Teachers and Support Staff) will be set before, or as soon as practicable after,
the start of each performance management cycle. In setting objectives, reviewers will have regard to what
can reasonably be expected given the employee’s role and level of experience. The level of expectation of an
employee’s performance must also be communicated at the outset of the performance management cycle.

The objectives set for each teacher/member of support staff will, if achieved, contribute to the school’s plans
for improving the school’s educational provision and performance and improving the education of pupils at
the school, and will consider the outcomes for pupils. Objectives will also take into account the professional
aspirations of the employee.

Objective setting will have regard to a reasonable level of expectations of the employee in the context of
work/life balance.

Before, or as soon as practicable after, the start of each performance management cycle, each teacher will be
informed of the standards, objectives and success criteria against which that teacher’s performance in that
performance management cycle will be assessed.
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Before, or as soon as practicable after, the start of each performance management cycle, each member of
support staff will be informed of the key accountabilities against which that employee’s performance in that
performance management cycle will be assessed.

Reviewing Performance
Evidence

Evidence will be obtained by which to assess an employee’s performance. Such evidence will be triangulated
in order to complete an overall assessment of the employee’s performance and determine a Performance
Rating. This will include their performance against their objectives and the relevant Standards (Teachers)/Key
Accountabilities (Support Staff). Evidence will include:

Evidence from Monitoring/Learning Walk/Drop-in

This school believes that observation of teaching for learning and other responsibilities is important in order
to identify strengths and areas for self-improvement. Monitoring teaching for learning is also used to inform
school improvement more generally. Feedback from monitoring/learning walks/drop-ins will be
developmental and not simply judgemental and will be used as part of the assessment of an employee’s
performance. The Quality of Teaching for Learning Evidence Record and Lesson Observation form are
attached in Appendix 1.

Monitoring of teachers will normally be carried out by those with QTS. In addition to observation for evidence
gathering against objectives, the Headteacher and other Senior Managers with responsibility for standards in
the classroom may drop in to evaluate standards of teaching and to check that high standards of professional
performance are established and maintained.

Evidence from Continued Professional Learning

In this school we recognise the value of continued professional learning and the impact it has on the quality
of teaching for learning, pupil outcomes and to enable colleagues to fulfil and evolve roles and responsibilities.
Objective setting requires employees to actively engage in regular Continued Professional Learning activities
with expected learning outcomes along with measurable impact. Employees need to discuss and agree
Continued Professional Learning with their line manager. Evidence of the impact of Continued Professional
Learning will be used as part of the assessment of an employee’s performance.

Evidence from Research and Development

Teachers are required to engage in research to develop their pedagogy. Teachers will follow a line of enquiry,
will trial approaches and collaborate with others to develop their teaching practice in a chosen context that
reflects school improvement/subject improvement priorities. Evidence of this research and its impact will be
used as part of the assessment of an employee’s performance as agreed and discussed with their line manager.

Pupil Progress and Attainment

Rates of pupil progress and levels of attainment as pertinent to the teacher’s role will be used in assessing a
teacher’s performance against the Teachers’ Standards and, where relevant, against objectives.

The HPMC, with advice from the External Adviser, will review levels of pupil attainment, rates of pupil progress
and whole school performance in their assessment of a Headteacher’s performance in addition to other
objectives that may have been set.

Where support staff are providing support to groups or individual pupils, the progress and attainment of those
pupils may be taken into account in assessing the performance of the employee. This will only be used
alongside other evidence which supports the level of contribution of the employee to the progress and
attainment of pupils.
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Work Sampling

Work sampling may be used in assessing teacher performance against the standards for the role, and where
relevant, against objectives.

Other Evidence

Other evidence may be considered, where it is pertinent to the objectives set and the standards
(Teachers)/accountabilities (Support Staff) for the role.

Examples of such evidence may include (but are not limited to):

Teachers

e Short, medium and long-term planning;

e Effective deployment and management of classroom-based support staff;
e Discussions with pupils

The Headteacher
e Evidence from reports from external sources such as Ofsted, the local authority, or other reviews;
e RaiseOnline and other performance tables.

It may also be appropriate to consider evidence such as feedback from colleagues, including peers and, for
line managers, their team members.

Feedback

Employees will receive constructive feedback on their performance throughout the year and as soon as
practicable after observation/monitoring has taken place or other evidence has come to light. Feedback will
highlight particular areas of strength and celebrate success, as well as any areas that need development and
support. Where there are any concerns about any aspects of an employee’s performance, this will be
managed in accordance with Section 6 of this policy.

Annual Assessment

Every employee’s performance will be formally assessed in each performance management cycle. In assessing
the performance of the Headteacher, the Governing Body will consult the external adviser.

This assessment is the end point to the annual performance management process, but performance and
development priorities will be reviewed and addressed throughout the year in interim meetings. An interim
meeting will take place on at least one occasion but no more than three during the cycle depending on need.

An employee will receive a written performance management overview statement as soon as practicable
following the end of each performance management cycle. The employee will have the opportunity to
comment on this. Teachers will receive their written performance management statement by 31 October (31
December for the Headteacher). Support staff will receive their performance management overview
statement by 31 October.

The performance management statement will include:

e an assessment of the employee’s performance of their role and responsibilities against their objectives in
the last performance management cycle;

e an assessment of the employee’s performance of their role and responsibilities against the
standards/accountabilities for their role in the last performance management cycle;

e summary of the evidence considered to support the decisions made;

e aperformance management rating;
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e arecommendation on pay based on performance in the last performance management year (where this

is relevant).
A rating of: Will mean for pay progression:
(Teachers)
UPR Classroom and those Leadership employed on 2015
with TLRs arrangements (para 3.4.1.1)
Exceptional Two points Three points salary Three points salary progression
performance: salary progression
progression
Achieved expectations: One point Two points salary Two points salary progression for
salary progression achieved expectations to a good

progression

standard

One point salary progression for
achieved expectations

Meets minimum
expectations with some
development required:

No salary
progression

Consider one point
salary progression -
teachers with 1 or 2
years’ experience only

No salary progression

Inadequate:

No salary

No salary progression

No salary progression

progression

The Governing Body Pay Committee will consider the recommendation of the Headteacher or line manager in respect
of the pay progression of each member of support staff, as an outcome of the Performance Management Review
(PMR), awarding each October one of the three ratings outlined below for the previous academic year.

A competence rating of:

(Support Staff) Will mean for pay progression:

Exceptional performance 1 step progression plus 3% one off payment.

Achieved expectations 1 step progression.

Improvement required 0 step progression.

The employee will also receive a new performance management statement for the new performance management
cycle. This will include:

e details of the employee’s objectives for the new performance management cycle;

e details of the standards/accountabilities to apply in the new performance management cycle;

e an assessment of the employee’s current training and development needs and identification of any action that
should be taken to address them in the new performance management cycle;

e an indication of when monitoring will take place.

5.3.4 The assessment of performance against the objectives and standards will inform the planning process and
training and development needs for the next performance management cycle.

5.3.5 All staff and reviewers are encouraged to also use performance management meetings to discuss other
matters pertinent to their employment.

5.3.6 With the exception of the Headteacher pay recommendation, all pay recommendations arising out of the
performance management process must be approved by the Headteacher before being shared with the
individual member of staff to whom the recommendation relates, and referred to the Governors’ Pay
Committee. The HPMC must also refer their recommendation to the Governors’ Pay Committee.
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Moderation of Performance Management Statements

The Headteacher will take responsibility, where the reviewer role has been delegated, for moderating a
sample of performance management statements to ensure consistency and equality of treatment.

Dealing with Performance Concerns

The majority of employees are competent in their role for the majority of the time. On occasions, however,
an individual’s performance can be deemed to be below accepted standards and support is needed to help
them re-attain and sustain the required level of performance.

Concerns about performance will be addressed at the time they are identified and not left to the employee’s
next performance management meeting. This will assist the employee to recognise issues at an early stage.

Performance concerns may be identified by the reviewer or by a Senior Leader/Headteacher. Where a concern
is identified that is likely to require structured managerial support, the Headteacher may re-delegate the
reviewer role to a senior manager or undertake the role themselves. A reviewer must notify the Headteacher
where they identify performance concerns and confirm how the Headteacher intends to proceed.

Concerns about the performance of the Headteacher may be identified by an individual or combination of
sources. Where a concern is identified via the HPMC, the Chair of the HPMC must notify the Chair of
Governors. Where the concern is notified to the Chair of Governors, the Chair of Governors must notify the
Chair of the HPMC. In both circumstances, the Chair of the HPMC will review the evidence available with the
school’s School Improvement provider to determine how to proceed.

Where it is necessary to take forward a performance concern in respect of the Headteacher, this will be
undertaken by the HPMC, with professional advice from the school’s School Improvement provider, and the
Chair of Governors will be kept appraised of the situation.

When raising performance concerns with an individual, the Headteacher/Senior Leader/HPMC will take into
account any factors which may be having an impact on the employee’s ability to perform their duties.
However, such factors in themselves do not negate the need to address performance concerns.

Whilst there are not formal rights of representation at this stage, employees are encouraged to contact their
Professional Association or Trade Union Representative for advice and support.

Identifying when Performance is Deemed to be Below Accepted Standards
The Headteacher/Senior Leader/HPMC may consider a member of staff to be underperforming where:

o the standard of performance falls below that which is required to meet or make progress towards a
specific performance management objective; and/or

e the standard of performance falls below that which is required to meet the expectations of a particular
role in their school; and/or

e the performance falls below the relevant standards/accountabilities for the role; and/or

e the overall school performance falls below that which is required (in the case of the Headteacher).

Upper Pay Range and TLR holders are expected to meet the professional duties and standards relevant to their
role as well as the core standards that apply to all teachers. If the Headteacher/Senior Leader has evidence
to show that an employee is no longer meeting the expectations of their role, these concerns will be addressed
with the individual promptly.

Where the school has clearly communicated a level of expectation, the Headteacher and senior leaders may
consider a member of staff to be underperforming if they are not reaching this level of expectation.
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Determining Possible Initial Courses of Action

Depending on the severity of the underperformance, the Headteacher/Senior Leader/HPMC need to take a
view as to the proportionate response. This may include:

e an early conversation to confirm the expected standards of the role;

e coaching/mentoring support;

e structured managerial support;

e consideration of application of the Capability Procedure (exceptional circumstances or concerns).

An early conversation and coaching/mentoring support will only be used on their own to support low level or
early stage concerns where these may be an effective measure. Where the performance concern is more
significant or continues, structured managerial support will normally be put in place.

Structured Managerial Support

Where a performance concern has been identified that requires additional support, a discussion will be held
between the Headteacher/Senior Leader/HPMC and the employee. The outcome of the meeting will be to
identify what steps will be taken to assist the employee to improve their performance and move to the
required standard. (In cases involving the Headteacher, the HPMC will normally invite the school’s School
Improvement provider to provide support at this meeting.) The discussion will include:

e what area(s) of performance is/are of concern;

e what improvement is required/the standard the employee needs to meet;

e the timescales in which this is to be achieved (these will vary depending on the issues identified);
e the support that will be provided to assist the employee;

e how frequently the performance/progress will be monitored and reviewed;

e the seriousness of the issue and potential consequences of improvement not being achieved.

The employee will be invited to provide his/her point of view on the shortfall in performance and whether
they believe there is an underlying reason. The employee will also be asked to identify what support they feel
they need in order to achieve the required improvement, and the Headteacher/Senior Leader/HPMC will
indicate what support they intend to put in place.

The key outcomes of the discussion will be recorded in writing and shared with the individual. The written
record of the discussion will be placed on the individual’s personal file and a copy given to the employee.

Review meetings will be held at the agreed timescales to review progress towards targets set and the
appropriateness of the support being given. At these meetings, any improvements will be communicated to
the individual as well as the remaining gap between their current level of performance and the expectations
set. The outcome of these meetings will also be recorded in writing and a copy shared with the individual.

The purpose of any structured managerial support programme is to assist the employee to achieve the
necessary improvement within the agreed timescales. Where this is successful the Headteacher/Senior
Leader/HPMC will confirm this at the relevant review meeting and record this in writing to the employee. The
employee will be informed that the improvement in their performance must be sustained.

If the employee is not making the necessary progress towards the required improvement, the employee will
be informed that failure to achieve this may lead to the Capability Procedure being applied (see separate
document entitled ‘Capability Procedures’). The Headteacher/Senior Leader/HPMC will make a judgement
about when to communicate this, given that it may not be appropriate to do so during the first discussion.
However, if a move to the Capability Procedure is a likely outcome, the potential for this must be
communicated to the member of staff in good time. It must be recorded in writing that the employee has
been informed of the potential consequences should their performance not meet the required standard. If
the necessary improvement is then not achieved within the agreed timescales, the Headteacher/Senior
Leader/HPMC will need to consider use of the Capability Procedure.
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Where the employee has initially made the required improvement but this performance has not been
sustained independently over a 6-month period, the Headteacher/Senior Leader/HPMC will need to consider
use of the Capability Procedure.

Bypassing Structured Managerial Support

In most circumstances a structured managerial support programme will be put in place prior to the Capability
Procedure being used. However, the Headteacher/Senior Leader/HPMC may determine that it is appropriate
to move straight to the Capability Procedure, in the following circumstances:

e the employee’s performance is putting the health and safety of pupils and/or staff at risk;

e the employee’s performance is putting the education of pupils in serious jeopardy;

o the employee’s performance has not been sustained independently for six months at an accepted level
following an earlier managerial support programme.

Transition to the Capability Procedure

At any stage the Headteacher/Senior Leader/HPMC may consider a transition to the Capability Procedure (see
separate document entitled ‘Capability Procedures’). The Headteacher/Senior Leader/HPMC will have specific
regard to:

e the nature and severity of the underperformance;

e the impact on pupils and colleagues both in the short and longer term;
o the likely and required timescale for improvements to be made;

e the engagement of the employee in the programme.

In a typical case, if a managerial support programme has been in place and the issues have not resolved after
four school weeks/half a term then it would be appropriate to consider moving onto the Capability Procedure.
However, when determining how long to wait before moving onto the Capability Procedure, the
Headteacher/Senior Leader/HPMC will give consideration to the circumstances of the case, in particular the
factors listed under paragraph 6.12.1 above. In such circumstances where the Headteacher/Senior
Leader/HPMC determine a need to consider the application of the Capability Procedure, the employee will be
invited to attend a meeting at which such a consideration will be undertaken. The individual will be given the
opportunity to be accompanied at the meeting by a Professional Association/Trade Union Representative or
work colleague and be provided with a copy of the Capability Procedure in advance. The meeting will be
arranged in accordance with Section 3 of the Capability Procedure (Stage 1 — Formal Meeting).

At this meeting, depending on the level of concern, the responses of the employee, the progress so far, and
whether the Headteacher/Senior Leader/HPMC feels improvement is likely to be seen in the necessary time
frame, the Headteacher/Senior Leader/HPMC will decide either to continue to offer a further period of

managerial support or to confirm that the employee will now be moved onto the Capability Procedure.

Should the Capability Procedure commence, performance management will be suspended.
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CAMS HILL
SCHOOL

APPENDIX 1 - PMR CYCLE 2019-20 TEACHING STAFF

‘Teach like EVERYONE is watching!’ INSPIRE [NURTURE

ACHIEVE | EXCEL

Rationale:

The PMR process at Cams Hill School is now centred completely around every teacher improving and developing
their pedagogy and practice to positively impact on the learning, progress and experience of all our pupils; on
professional trust and a clear focus on self-development, self-improvement and research.

Since launching the new approach in the cycle 2018-2019 we have significantly:

e reviewed the targets in order to generate a real genuine sense of team and togetherness towards a shared vision
and to positively impact on pupil progress and experience;

e increased the emphasis throughout the PMR cycle on mutual observation and drop-in to improve self and others
pedagogy and positively impact on pupil experience and progress; and

e increased the focus on developing a research climate and environment in order to positively impact on pupil
experience and progress.

7

Targets for 2019-2020:
Three ‘set’ targets for all main scale and UPR teachers across the whole school. Fourth target for UPR staff based on
menu from current cycle/TLR specifically linked to responsibility.

1. To provide evidence demonstrating your individual contributions towards positively impacting on pupil progress
and outcomes within your subject team.

Everyone who teaches in the subject area has responsibility for preparing all pupils for final GCSE outcomes. Whilst
there will continue to be a numerical department target based around FFT 20, it is vital to recognise the 5-year
curriculum journey around linking of knowledge and skills along with a focus on retention and recall. For the second
year there will be no individual class target to ‘hit’. Positive progress differentials, pupils achieving targets, subject
achieving targets can all be evidenced by individual teachers. | hope that this will increase the purpose, place and point
of KS3 lessons and SOLAs, along with KS4 teacher input across the subject area as a whole, along with a genuine sense
of team.

2. To demonstrate you have undertaken research that positively impacts on your pedagogical practice specifically
around the focus areas of high prior attaining pupils, high challenge, thinking hard.

Demonstrate that you are a reflective, research based professional, intrinsically interested in developing your own and
others pedagogy. Identify how you have contributed towards creating and maintaining a culture where research,
reading and self-development is proactively sought by all and the impact on pupil progress and experience is
measurable. Have the confidence to take pedagogical risks, develop pedagogical style based on research and practise.
You can read, visit other schools, partake in webinars, go to conferences etc, identifying how your research is
influencing your practice. Provide evidence through drop in activities, live coaching, monitoring, curriculum
development time, whole school CPL, internal validation activities, cross-curricular activities, F&G collaboration
activities, external validation, feedback from pupils, feedback from other staff.

3. To demonstrate you have developed your subject expertise (within the time frame of this cycle) in an identified
focus area and shared this expertise with your department and potentially wider.

Working with your line manager, identify a specific focus area to develop in order to positively impact on your
teaching. Provide evidence through drop in activities, live coaching, monitoring, curriculum development time, whole
school CPL, internal validation activities, cross-curricular activities, F&G collaboration activities, external validation,
feedback from pupils, feedback from other staff.
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CAMS HILL
SCHOOL

APPENDIX 2 — PMR CYCLE 2019-20 SUPPORT STAFF

‘Work like EVERYONE is watching!’ INSPIRE [NURTURE

ACHIEVE | EXCEL

Rationale:

The PMR process at Cams Hill School is now centred completely around every member of staff improving and
developing their practice to positively impact on the learning, progress and experience of all our pupils; on
professional trust and a clear focus on self-development, self-improvement and research.

Since launching the new approach in the cycle 2018-2019 to teaching staff we have significantly:

e reviewed the targets in order to generate a real genuine sense of team and togetherness towards a shared vision
and to positively impact on pupil progress and experience;

e increased the emphasis throughout the PMR cycle on mutual observation and drop in to improve self and others’
pedagogy and positively impact on pupil experience and progress; and

e increased the focus on developing a research climate and environment in order to positively impact on pupil
experience and progress.

We would now like to evolve this process to incorporate all members of staff - teaching and support staff.

Targets for Support Staff 2019-2020:

There are three ‘set’ targets for all support staff across the whole school that can then be personalised according to
your role, responsibility and career stage enabling, over the course of the cycle, evidence to be naturally gathered as
part of ‘normal working practice.” The aim of the new PMR targets is the same as identified for teachers above with
regards to trust, self-development, improving efficiencies and effectiveness positively impacting on pupils’
experience during their time at Cams Hill School.

1. To provide evidence demonstrating your individual contributions towards positively impacting aspects of the
School Improvement Plan 2019-2020.

There are 9 key SIPs for 2019-2020. Looking at these SIPs, please identify one (or more) where you in your job role
have made a positive contribution across the cycle and provide evidence to support this.

2. To demonstrate you are continually evolving your working practice within your job role and responsibilities.

Demonstrate that you are a reflective, research based professional, intrinsically interested in developing your own
working practice to improve the areas of responsibility that you have. Identify where something needs changing or
evolving and work out the reasons why and how you can positively impact on the school when you change it! Evidence
this change within the cycle identifying what you have done, why, how, when.

3. To demonstrate you have continued to professionally develop your own expertise within your role (within
the time frame of this cycle).

Working with your line manager, identify a specific focus area to develop in order to positively impact on your work.
Seek training opportunities internally or externally that enable you to continually develop your professional experience.
Visit another school or setting, complete a webinar, undertake paid training, set up a forum (online or actual), become
part of the F&G collaboration, speak to colleagues internally.
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