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Preface

This collection of materials has been written to assist school leaders and their colleagues to be as well prepared as possible for the implementation of the scheme for PRSD  from September 2005. It complements the PRSD conferences for principals and senior leaders in schools.

The assumptions on which these materials are based are 

· PRSD is being introduced at a time when there is much else on the education reform agenda, not least school development planning and a revised curriculum.

· like school development planning, PRSD offers schools a means by and through which they can bring sense and coherence to the change agenda that they face.

· effective change in schools depends on professional adults knowing, understanding and being persuaded of the value of what is proposed.  Basic information about what is intended is necessary, but not sufficient.

· professional adults bring a great deal of personal knowledge and experience to their learning.  They consider what is put to them in the context with which they are familiar, testing it against the challenges they face and asking how it will help them do their jobs more effectively – and they want to know how any proposed change will actually work.

· professional adults therefore need extended opportunities to explore and discuss the implications of any proposed change, to make sense of it for themselves and to see how they can use it to help them become more effective.  It is not enough to give them instructions and expect them to carry them out.

· schools differ.  An approach to introduction of PRSD which works in one context will not necessarily work in another and there cannot, therefore, be a ‘one-size-fits-all’ framework for school-based in-service learning

· the most effective personal and professional learning is social - it arises from adults  working and learning together - but the role of facilitator is critical : this takes us back to the point that simply telling teachers what is planned is not enough

· schools will have recent experience of SDPR and threshold which will provide an experimental skills base for many of the processes involved in PRSD.

Important note  

These materials have been designed primarily to support the schools which have little knowledge and/or experience of the process of PRSD. They do not seek to cover every aspect of this process or to enable everyone touched by it to develop all the skills and insights that they may need.

Further online professional development materials have been prepared to complement this collection and to focus on specific topics such as what being an effective reviewer requires, how an initial review meeting can best be conducted and the like.

These materials are available online at  

www.rtuni.org
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1. Section 1
Introduction

1.2. What Principals are Expected to Do

The scheme for PRSD makes principals responsible not only for putting the process into effect from September 2005 but also for ensuring that those with whom they work in their schools are well-prepared for the scheme’s introduction beforehand.

1.3. Drawing on the handbook and the scheme

Principals will want to ensure, in other words, that all their colleagues have a firm and secure knowledge and understanding of the

· scheme’s vision and aims 

· the review process 

· three stages of the annual review cycle and their implications 

· specific responsibilities of reviewers and reviewees

· ways in which the scheme relates to other school policies 

· links between the scheme and decisions about teachers’ pay and career progression

1.4. The Key Challenge for Principals

PRSD has the potential to make a very significant contribution not only to teachers’ continuous professional development but also, by doing so, to the on-going improvement of every school and the opportunities for learning and growth that they offer their pupils.

If this potential is to be realised – and a truly effective process of performance review and staff development established - principals will need to take steps to enable their colleagues to understand what the scheme says, but they will also need to ensure as far as they can that their colleagues also understand

· the rationale for - and potential benefits of -  PRSD

· the opportunity that the scheme gives schools to align their overall development priorities with the professional development needs and aspirations of individual teachers

· the knowledge, skills and personal qualities that will be needed to make PRSD work

· the importance of regular review and evaluation of the working of the PRSD process and of making amendments to school practice in light of experience

This means that, if PRSD is to realise its potential in schools, principals will need to be more than providers of information.  They will also need to be persuasive advocates for PRSD and be the scheme’s committed and enthusiastic supporters.

This is their major challenge.

1.5. Two Threats and an Opportunity

There are two main threats to the creation of an effective PRSD process, and principals are uniquely well placed to ensure that they are both avoided.

‘It’s just another government initiative’
If PRSD is perceived and introduced in these terms, operated bureaucratically and seen by school leaders as something to be managed with as little effort as possible, PRSD will be regarded as superficial, tiresome and irrelevant to the key business of learning and teaching - and teachers’ professional practice will remain largely unchanged

‘
‘It’s a means of checking up on teachers’

If PRSD is perceived and introduced as ‘inspectorial’, a means by which school leaders can check on, monitor and review the work of their colleagues, holding them to account and assessing the extent to which they are doing what is expected of them, it will be resented, resisted and probably subverted -  and teachers’ professional practice will remain largely unchanged.

‘It is both welcome and long overdue’

If PRSD is seen and introduced as a process which enables schools to connect their overall development priorities with the skills, talents and experience of their teachers and identify the professional development programmes which will enable teachers to respond with greater confidence to the challenges they face, it will succeed .

If this happens, PRSD will be seen by teachers as relevant to their work.  When PRSD is established and familiar, it will to help them to become more effective as individuals and  as members of teams :  it will be recognised as being fundamentally about professional dialogue and development, and teachers’ professional practice will improve as a result.

1.6. The Materials in this Collection

How, where, when and by whom these materials should be used – and, indeed, which of them are selected for use – is for school leaders to decide. 

It is important to emphasise that the materials do more than simply provide information about the PRSD scheme and its implications for teachers and school leaders. 

They also provide

· suggestions about the potential of PRSD to contribute to the development of individual teachers as well as to overall school improvement

· two instruments that a  school can use to assess where they stand in terms of readiness for PRSD

· clear and easy-to-follow guidance on objective setting

· frameworks that teachers and others might use for self-review 

· examples of ways in which review objectives can flow from school aims and key development     priorities

· notes about the skills and personal qualities that help make reviewers effective

· some issues for schools to consider when drawing up a PRSD policy
2. Section 2
Using this Collection of Materials

2.1.
Introduction

The ways in which schools decide to use the time available to them to prepare for the introduction and operation of PRSD will depend on a number of factors, not least where they are as learning communities and what previous knowledge and experience of a review mechanism such as SDPR/IIP they already have.

2.2. How to Make the Best Use of these Materials
PRSD applies to all grant-aided schools and to virtually every teacher, and it is to be operational from September 2005. 

All schools will therefore want - and need - to ensure that they make arrangements for
· a PRSD policy to be adopted by governors following consultation with staff

· a presentation to be made to members of staff about the PRSD scheme, its rationale and purposes, its main components, the implications of the scheme for them and the fundamental principles on which it will work in their school

· time to be set aside to enable members of staff to consider (and develop an understanding of) what is involved in establishing the kinds of objectives that will allow the remaining stages of the annual review cycle to work most effectively and be of most benefit to them

· important protocols governing the operation of PRSD in the school to be discussed and broadly agreed -  these would deal with such matters as confidentiality, classroom observation, timetabling, resources and access to equipment and facilities

· those likely to be asked to act as reviewers to be given the guidance and support that will enable them to carry out their responsibilities with confidence

· evaluating the effectiveness of PRSD in the light of experience

Schools will not necessarily want to spend the same amounts of time on these aspects of the PRSD process. They will not want to use their exceptional closure days – and any other professional development time they are able to find  – in the same way.

Some schools may prefer to use two half-days, providing a period of time between each of the days to enable members of staff to reflect on what PRSD involves and raise their questions when they come back together again.  Some will find one day insufficient, perhaps using some of the pre-term staff days in August as well.  There are no approaches that will be right for everyone.
Much will depend on where they are now, how they are accustomed to work together and how much experience they already have of the general concept of performance review and staff development.

2.3. The Concept of PRSD :  Differences between Schools 

Though PRSD is new, the concept itself is not. 

The processes described in the scheme will not surprise those familiar with SDPR which has been in place in schools here for a number of years, or the more recent threshold assessment which required the performance of those who were eligible to be set against four broad standards.

Even if they have not designed their own schemes for PRSD, many schools will have developed – or become familiar with – teachers’ self-evaluation and review, classroom observation and feedback, target-setting and organisational development processes such as Investors in People or EFQM

Many schools will therefore be familiar with the underlying concepts of PRSD and are likely, as a result, to find it somewhat easier to introduce and establish the particular scheme than those with little or no experience of it. 

2.4. A Common Starting Point - Assessing Where the School Stands 

If the first step that a school takes is to form a clear picture of where it stands in terms of knowledge and experience of performance review and, therefore, what its overall level of readiness for PRSD is, it will be much easier for the school to identify the issues on which it should focus on the exceptional closure day.

When it has done that, it can much more easily decide which of the materials in this collection are likely to be of most use to them and how much time should be given to different sections.

Two examples may help to illustrate this point 

(a)
a school with a well-developed approach to SDPR that is built on an alignment between the priorities in its development plan and the focus for each teacher’s review

In this school, the level of readiness for PRSD will be high and teachers are likely to 

· be familiar with the main stages in a process of review

· have experience of being reviewed and, in a number of instances, of being reviewers

· regard classroom observation as a normal feature of their work

· be comfortable with data collection about pupils’ progress and achievement

· understand the nature of evidence-gathering and decision-making

· be well-prepared for PRSD
Teachers in this school will not need to spend much time exploring the rationale for PRSD, the benefits it might bring or a draft policy statement.  Nor will they need much information about the annual review cycle, classroom observation or the final review discussion

They are more likely to want to know and understand
· how and where the PRSD scheme differs from their current practice

· what this means for the existing systems and processes in their school

· how they can best align current practice with the requirements of PRSD 

· what steps they need to take to extend and enrich current practice, for example to ensure that review objectives are rigorous and challenging

· how they can best review and evaluate the working of the PRSD process in its first year and seek to improve it for the years that follow

(b)
a school with little or no knowledge or experience of SDPR and in which teachers are not familiar with either the broad concept of performance review or its central elements 
In this school, the level of readiness for PRSD will be a good deal lower and the issues arising for teachers will therefore be different.  They will want and need time to

· think about and discuss the concept of performance review

· explore its potential benefits and familiarise themselves with what it involves before they go into building a detailed knowledge of the scheme itself

· consider what being a reviewee means

· find out what being a reviewer involves

· examine and debate the protocols which will shape the operation of PRSD in the school

teachers in this school will want above all to have a secure knowledge and a broadly shared understanding of

· the main elements of the school’s PRSD policy

· the key elements of the PRSD scheme and the main implications for them

· what review objectives are and how they can best be established

· the kinds of school-based protocols that will help them to get PRSD going

· the connections between PRSD and other school policies and procedures 

· what they might reasonably expect to achieve in the first year of the scheme’s operation

· the school development plan and how it relates to PRSD

2.5. Conclusions. - To Determine Where You Want to Go, You First Need to Know Where You Are

When a school is clear about where it stands in terms of knowledge and experience of performance review, it will be better equipped to decide what their exceptional closure day should focus on and, therefore, which of the materials in this collection are likely to be of most help to them.

When schools have an informed understanding of their levels of readiness, they can begin to think about and make plans for the ways in which their exceptional closure day (and any other time they can make available) can best be used.  They will know better what they want or need to focus on and where the priorities for them are.

3. Section 3
Making Preparations for the Exceptional Closure Day
3.1. Introduction
There is a lot that a school leader can do in advance. The agenda for action might include the following, many of them intensely practical:

· setting and publishing the date, time, place and programme for the closure 

· ensuring that all those who should attend are aware of the arrangements

· clarifying the issues to be dealt with during the day.

· writing and publicising the expected outcomes.  The more clearly these are stated, the easier it will be both to plan and, later, evaluate the work of the day

· agreeing the materials and methods to be used on the day.  Decisions need to be made about what activities members of staff are to be asked to complete, how they are to be grouped, who – if they are needed – will report the views of sub-groups, how the overall conclusions will be brought together and what further events, if any, are likely to be needed

· deciding what will be circulated beforehand and what preparations members of staff will be asked to make : this might include reading a summary of the scheme, completing a questionnaire, meeting in small groups to agree the issues arising from a discussion of the scheme, forming their own sense of what they want from the meeting, submitting questions 

· preparing some kind of evaluation form which will enable the effectiveness of the day to be assessed

· using the model policy as the basis for a draft PRSD policy for the school and circulating this to all members of staff in advance of the exceptional closure day, indicating that part of the time will be used to gather responses : this would give members of staff an insight into the scheme and what it involves and allow them to be consulted on the school’s policy

· either making an assessment of the school’s level of readiness for PRSD and/or inviting members of staff to contribute to such an assessment : the outcomes would inform the shape and content of the programme for the closure 

3.2. Assessing Your School’s Level of Readiness for PRSD.  Two Simple Instruments

For schools to make the best use of the time available to them to prepare for PRSD, they need first to have a sense of where they stand in terms of the broad concept of performance review. 

This means that each school needs to have an informed understanding of

· what experience, if any, it has had of any process involving objectives (or targets) being set and teachers’ progress towards achieving them being reviewed and the outcomes discussed before the process begins again

· how widely spread this experience is across the staff 

· how long it has been using any review process and what knowledge, experience, understanding and skills it has developed as a result

· the extent to which its culture is like to support and sustain PRSD

When a school has formed this sense of where it is in terms of PRSD – and some time could be given to discussing this on an exceptional closure day – it will have a better idea of where its starting point should be and what it might reasonably hope to achieve in the first year of PRSD.

3.3. Two Instruments for Assessing a School’s Level of Readiness

Two simple instruments follow.  Schools are free to use either or both – or neither, if they have something else that works better.

The first is the more straightforward of the two and focuses on the kind of culture that exists in the school. A school which had little or no experience of any kind of review system might still have most, if not all, of the characteristics listed in this one and therefore find the introduction of PRSD relatively easy.

The second is slightly more complex and needs a little more time. It invites schools to decide which of three broad levels of readiness best describes them and, by doing so, gives them a sense of where they should seek to go next.

One point applies to both.  One person’s answers are unlikely to provide a reliable picture.  Others need to contribute their views so that there can be a discussion about where the differences and why they are thought to exist.

School Self-assessment Inventory One

Forming a First Impression 

Using this instrument

The task is simple : those completing this activity are asked to rank each of the characteristics listed below on a 3-point scale, using ‘

A’ to mean ‘Fully in Place’, 

‘B’ to mean ‘Largely in Place but with Some Limits’ and 

‘C’ to mean ‘A Major Development Priority for the School’.

They can then score their findings very easily and quickly, using the notes below.

The instrument can be used in various ways.  It could be given to members of staff in advance of the exceptional closure day or at the beginning of the day itself.  The findings could be discussed and more broadly agreed conclusions reached by sub-groups of the staff and shared across the staff as a whole before the exceptional closure. 

What matters is that there should be some discussion of the outcomes.  That is what will make for a more widely shared sense of what the key characteristics are.


Assessing the outcomes

· if most of the grades are in the ‘A’ column, it is likely that the school already has a good deal of knowledge and experience of a performance review processor, if it has not, is very well equipped to establish it.  Its level of readiness for PRSD is high

· if most of the grades are in the ‘B’ column, it is likely that the school has some (probably uneven) knowledge and experience of performance review, but has only a modest level of readiness for a process of this kind.  Important work will need to be done on building the foundations and developing the culture before an effective review process is operating, but there is no reason why it should not be established

· if most of the grades are in the ‘C’ column, it is likely that the school has little or no knowledge and experience of performance and that teachers are either sceptical or anxious about the prospect.  Its level of readiness for performance review is low and it will therefore take longer to develop an effective PRSD system than schools with higher levels of readiness.  Building basic trust and confidence will be critical, as will the establishment of shared values and purposes.

School Self-assessment Inventory Two

Levels of Readiness

Three broad levels of readiness for performance review are described below. 

Real schools do not usually fit neatly into any one level, but the model can be used to provide a general sense of where a school is and this should help it to identify

· what the preparations for the introduction of a Performance Review Process should emphasise

· what can reasonably be expected from the first year’s experience of the scheme

· what the school needs to do to move towards a more fully-developed process in succeeding years

Using this instrument

Like the previous one, this can be used in a similar variety of ways, but it is important to note that its principal purpose is to provide a starting point for debate about

· what the school’s experience of PRSD has been and what, as a result, its level of readiness for the agreed scheme for PRSD is

· the evidence on which these judgments are made

· the implications of these judgments for the kind of preparatory work that needs to be done before PRSD gets under way in September 2005

· the sort of outcomes that the school might reasonably expect the first cycle of PRSD to produce

· how the PRSD process might be developed further in succeeding years

Three Levels of Readiness for PRSD

Read the descriptions of each level carefully and decide which of them best describes your school as it is now.  Ask yourself at every stage what evidence supports your conclusions.  Remember that a school is where it is.  The reasons for its level of readiness are irrelevant.

Keep in mind that the references to ‘performance review’ are to that process generally (or to aspects of it), not to the specific form and processes as set out in the PRSD.scheme.

Level One -  There is Little or No Knowledge or Experience of Performance Review

· SDPR has either not been a feature of the school’s processes or has fallen into abeyance

· classroom observation is uncommon, erratic and regarded as unusual

· threshold assessment is an ‘event’ with no impact on or implications for the wider staff group

· the process of school development planning is limited : it is largely the responsibility of senior staff, looks only a year or two ahead, does not include success criteria and is not related to a coherent professional development programme for staff

· the school’s data on pupil progress and performance is not used consistently or to establish benchmarks

· the continuing professional development of teachers is patchy, incoherent and largely dependent on external providers

· there is no agreed policy for teaching, learning, assessment and reporting : practice varies widely

· collaborative planning, preparation and review are uncommon : teachers tend to work largely on their own

Level Two -  A Form of Performance Review is in Place

· the school has operated and is familiar with SDPR, recognises its benefits and limitations and is experienced in making it work

· classroom observation occurs and is accepted by most teachers as normal 

· threshold assessment is managed professionally, but has not been integrated into an overall policy for professional development or performance review

· school development planning is a shared activity, priorities being identified following wide consultation and discussion 

· the school development plan looks two-to-three years ahead, attaches success criteria to the key objectives and is reviewed on an annual basis

· the school data on pupils’ progress and performance is used erratically and reactively

· challenging targets are set for pupils, but not for teachers

· the continuing professional development of staff reflects and takes account of some of the priorities in the school development plan, but much depends on chance

· some professional development activity is school-based

· decisions about teachers’ career and pay progression are based on reliable and objective evidence about their performance

· every member of staff has a job description

· work is being done to establish an agreed policy for teaching, learning, assessment and reporting

· teachers are accustomed to working together to plan, prepare and evaluate their lessons

Level Three -  Performance Review is Well-Established

· a performance review policy has been formally agreed and adopted

· the school’s development priorities reflect the need to implement this policy

· school development planning is well-advanced : the plan includes futures thinking that looks 5-to-10 years ahead, a set of medium-term priorities and a more immediate operational plan for the coming year : all are connected to each other and there are success criteria at every stage

· performance review reflects the priorities in the development plan 

· the outcomes of the review process shape the school’s programme of professional development 

· both induction and the early professional development of beginning teachers and threshold assessment are integrated into a coherent performance review strategy for the school

· the school is data-rich and evidence about pupils’ progress and performance informs discussions and decisions about policy

· classroom observation is routine, common and regarded as part of the way things are done : it is central to and informs on-going professional dialogue and self-review

· members of staff are familiar with (and experienced in) reviewing the performance of their colleagues

· protocols governing the operation of performance review have been negotiated and agreed

· the performance review process is owned and valued by members of staff : there are high levels of confidence and trust

· mentoring has been established and is growing

· teachers routinely work together, share good practice and collaborate on preparing for (and evaluating) the outcomes of their teaching and their pupils’ learning

· the effectiveness of the performance review process is regularly evaluated and amended in light of the evaluations

4. The Exceptional Closure Day and How it Might be Structured

4.1. Introduction

Much will clearly depend on each school’s level of readiness and on what members of staff are asked to do to prepare for the exceptional closure. 

Much will also depend on the size of the school, the number of teachers involved and the school’s established ways of using exceptional closure days.

There are some common elements, however, for there are issues that all schools will want to address.  They will not all need the same amount of time for each one, and some will be able to deal with other issues as well, but there is a core of knowledge and understanding that school leaders will want everyone to have.

What follows is an outline of the way in which an exceptional closure day for PRSD might be structured for a school with little or no knowledge and experience of performance review. 

It is not a framework that will work equally well for every school and it should not be seen as a model, but it offers those responsible for planning exceptional closure days what we hope will be a useful starting point.

Schools with more knowledge and experience of performance review will have different priorities and, while there are matters that they too will need to deal with, they will want to put their emphasis in different places, building on what they already have.

4.2. Assumptions on which the Framework is Based
The programme reflects the following broad assumptions :
· there will be one full day available for the staff of the school to prepare for the introduction of PRSD in September 2005

· the exceptional closure is likely to take place in the summer term of 2004-2005

· the programme will start at 9.00 a.m., have breaks for refreshments in the middle of the morning and at lunchtime, and it will finish between 3.30 p.m. and 4.00 p.m.

· there will be a variety of methods and approaches

· the time allocations are best guesses, nothing more

· the school for which this programme has been designed has little or no knowledge or experience of any kind of PRSD process

4.3. Outline of a Programme for an Exceptional Closure day for a School with Little or No Knowledge and Experience of  Performance Review 

09.00  to  09.15

Introduction to the Day

09.15  to  10.15

Performance Review and Staff Development I

The Rationale 

10.15  to  11.00
Performance Review and Staff Development II

Outline of the Scheme

11.00  to  11.30

Break

11.30  to  12.45

Performance Review and Staff Development III

The Initial Review Meeting

12.45  to  13.00

Review of the Morning Session

13.00  to  13.45

Lunch

13.45  to  15.15
Performance Review and Staff Development IV Implementation

15.15  to  15.45

Review of the Day and Conclusion

4.4. Outline of a Programme for an Exceptional Closure Day for a School with Some Knowledge and Experience of Performance Review

If a school assesses itself as being at Level Two in terms of readiness for performance review, it is unlikely to want to use an exceptional closure day in the same way as a school which assesses itself as being at Level One.

Such a school will probably want to have something very similar to sessions II and III in the programme above, but would not need to spend as much time considering the rationale for and potential benefits of performance review or the actions needed to put PRSD into effect. 

Much of this would already be established and only a few amendments would be required to align established practice with the requirements for PRSD.

This school could either dispense with – or significantly shorten – sessions I and IV and spend more time on some of the following:
· identifying the differences between their established practice and the requirements of the agreed scheme for PRSD and deciding how the necessary alignment might be achieved

· exploring and agreeing the process for establishing review objectives which are both consistent with the criteria set out in the scheme and properly challenging and ambitious

· considering how classroom observation can be made an integral part of the review process

· agreeing the knowledge, skills and personal qualities needed by those who will act as reviewers and how – and when - they can best be developed

· working on specific school-based protocols to shape and inform the operation of the review process in the school

· agreeing what they can reasonably expect of the review process in its first few years 

· establishing procedures to enable the school to review and evaluate the effectiveness of the process and to support its further development in succeeding years

5. Section 5
Materials and Activities that Could be Used during Exceptional Closures

5.1. Accessing materials.  There are all kinds of ways in which the time available on an exceptional closure might be used.

In Section 5 2 below, we have suggested some materials and activities that fit with the main elements of the programme outlined at 4.3 and draw attention to the following as sources of further information

· the PowerPoint Presentation for Principal/Senior Leaders to use is similar to the conference slides used in the Principal/Senior Leader Training – Downloadable from www.rtuni.org  

· Guidance notes for facilitators delivering the training in school.  Gives more details on each slide, the workshops and handouts. - Downloadable from www.rtuni.org  

· Workshop and handout materials to accompany the PowerPoint presentation are available at www.rtuni.org  

· Additional online learning materials will shortly be available to support individual Reviewers/Reviewees at different stages throughout the PRSD annual cycle (from mid April 2005 omwards) - Downloadable from www.rtuni.org  

· From April 2005 – 

· setting up the initial review meeting

· objective setting

· recording objectives and establishing monitoring arrangements

· the role of the external adviser (for governor reviewers and principals)

· From September 2005 – 

· gathering evidence

· classroom observation

· feedback on classroom observation

· From January 2006 – 

· reviewing meeting

· completing review statement

· objective setting for the following year

· Frequently asked questions   FAQs– regular updates will be available on FAQs that may arise during the INSET day.  As far as possible this information will be sourced from the employing authorities. - Downloadable from www.rtuni.org    (available from early April)

5.2. Handouts and Workshops for  Exceptional Closure Day (available as part of the document section available to schools to support the exceptional closure day)

Introduction

What follows is related to the main elements of the programme for an exceptional closure day outlined above, but the materials and activities can be used in other ways. School leaders will decide what is likely to work best in their contexts.

WORKSHOPS 1&2

The Rationale for PRSD

Activities on the Meaning and Purpose of  Performance Review

If teachers (including principals and vice-principals) are to accept that performance review is both personally and professionally valuable, they will need not only to consider what it has to offer but also to discuss and, if possible, agree their responses to some fundamental questions about its meaning and purposes.

Among these questions are

· How do we see performance review here?

· What do we think performance review means?

· What should PRSD mean?

· What benefits might PRSD have in our school?

· What benefits do we want it to have for pupils and teachers?

· What basic principles should underpin the way performance review works here?

The workshop activities are the same as those used at the conferences for principals and school leaders – provide opportunities for these questions to be discussed.

The benefit of such activities is that members of staff have the chance to think about PRSD in a general way and to consider what it can do for them.  They are more likely as a result to understand its rationale and to see PRSD as relevant to their professional practice and as something in which they are involved in rather than something done to them by others.  It is about winning the hearts and minds of all teachers to the potential and benefits of PRSD.  To focus on the positive aspects of the scheme and the value of it to continuous professional development.

5.3. Considering Fundamental Principles 

We know enough from research to be confident that educational change is most likely to be successfully established and sustained if it is built on a set of agreed principles.  We also know that professional adults respond most positively to those changes and developments which have a clear moral purpose and seem likely to make schools better places for pupils.  We know that nothing kills any proposed change faster than the feeling that those most directly affected by it have not been told – or allowed to discuss – its rationale and purposes.

It is therefore essential that teachers – especially those working in schools which have little or no experience of any kind of performance review – have a chance to consider the principles on which they would like to see performance review operating in their schools.

This need not take long.

There are two simple statements below.  One comes from the ‘Code of Professional -Values and Practice’ published by the Northern Ireland General Teaching Council in 2004. The other is a list of the key principles set out in the PRSD Handbook that accompanies the introduction of PRSD. 

Taken together, they offer a useful starting point for a discussion about key principles. 

A Code of Professional Values and Practice (General Teaching Council for Northern Ireland, 2004)

The following are listed as the core values of the teaching profession

· trust

· respect

· integrity

· honesty

· fairness

· transparency

· commitment

The GTC statement then continues -

‘A commitment to serve lies at the heart of professional behaviour.  In addition, members of the profession will exemplify the values listed above in their working and in their relationships with others, recognising in particular the unique and privileged relationship that exists between teachers and students…..teachers will at all times be conscious of their responsibilities to others - learners, colleagues and, indeed, the profession itself.’

Questions for discussion

· Is this statement of professional values sufficient to describe what it is to be a teacher?

· If it is, what are its implications for the way in which PRSD should operate in a school?

If it is not, what is missing?

5.4. Some Fundamental Principles for Performance Review

Section 4 of the PRSD Handbook describes the principles that should underpin performance review and staff development, arguing that the aims and expected outcomes of the scheme are much more likely to be achieved if these principles are understood, broadly agreed and followed by everyone from the start.  It suggests that these key principles include 

It should also be noted that these were the principles that underpinned Threshold and therefore should be familiar to all staff involved in that process.

· Professionalism


Teachers accept and assume responsibility for their own on-going professional learning and development

· confidentiality


Everyone involved to recognises and respects the sensitive nature of the review process and the confidentiality of the review statement 

· sensitivity



Everyone is aware of the apprehensions of principals, vice-principals and teachers as they work their way through something that is new and unfamiliar

· openness and transparency
The rationale for performance review, the timetable for its implementation, the resources available to support those taking part in the process and the school-based protocols shaping how the process operates  are broadly shared, clearly explained and fully understood

· equity and fairness


All those involved are treated in the same fair manner and the scheme is used positively to promote equality of opportunity

· trust and confidence

These are vital to the successful operation of performance review (and of any school) and are most likely to be achieved if the principles set out above are reflected in the actions and decisions taken
Questions for discussion
(a) How would you decide whether or not these principles did underpin the implementation of performance review in your school? What evidence would enable you to reach your conclusion?

(b) What do you see as the implications of these principles for school leaders, those asked to act as reviewers and those other members of staff who will be reviewed?

5.5
Establishing Review Objectives

The purpose of this activity is to give teachers a chance to explore what this first, vitally important, stage of the annual review process involves and to consider how it might best be managed.

The PRSD scheme, the accompanying handbook and the workbook used at the conferences for principals and school leaders together provide the necessary information about the initial review meeting and explain its critical importance.

They explain

· the roles and responsibilities of reviewers and reviewees : (Handbook sections 6, 8 and 9)

· how the review objectives are expected to be established and recorded : (Handbook sections 8 and 9)

· the number of objectives that reviewees are to have and the criteria they are expected to meet : (Handbook section 8)

· the arrangements for the remaining stages in the annual review cycle

Some Questions for Discussion

· How can the teacher who is to be reviewed and the reviewer best prepare for the initial review meeting? What should each of them seek to do before the meeting begins?

· What information will help both reviewee and reviewer to be well-prepared?

· What methods and approaches will make it more likely that the initial meeting will be productive?

Note - there are no objectively ‘right’ answers to these questions and schools will decide for themselves – as they should – what they regard as good practice, but the ways in which schools answer these will determine the nature and content of the protocols that will inform the approach they take to performance review.

REFER TO HANDOUT 3 (Guidance on structuring objectives)

5.5. Implementing PRSD in the School

Part of any exceptional closure day – and perhaps a substantial part – will need to focus on the annual review cycle, what its main stages are, how they are expected to operate and what key issues arise for those who will be involved.

There are many ways in which schools can do this, but it is likely that many will want to use the slides and/or the workbooks prepared for the conferences for principals and school leaders as the basis for a presentation of some kind.

That said, this collection of materials reflects the assumption that, while it is necessary for members of staff to have information about these elements of the scheme, the information alone is not sufficient.

If PRSD is realise its potential to make a real difference to the professional development of teachers, including principals and vice-principals, they need to have opportunities to consider and discuss

· any issues associated with the annual review cycle : there is a list at 5.5.1 of some of the questions that teachers and others might raise

· the protocols that will shape and inform the way in which the process will work in the school : what these might deal with is discussed at 5.5.2

· what the process can reasonably be expected to achieve in its first year and, therefore, what the school’s expectations should be : an activity that will enable this to be explored is explained at 5.5.3
5.5.1. Some Questions about the Annual Review Cycle that Teachers Might Raise   

It is possible to guess some of the concerns that teachers might have, but not to know all of them.   Since this is a new scheme, much will be learned by putting it in place, and issues will arise as schools work their way through the implementation that cannot easily be imagined now.

Among the questions that may be asked are 

· When the objectives for a review are established, how and when will the evidence relating to them be collected?

· At the initial discussion it will be agreed between the reviewer and reviewee what evidence will be gathered to inform the judgement about the objectives having been achieved.  This will be in accordance with the Code of Practice.  It is expected that the evidence gathering will include at least two periods of classroom observation.
· What does ‘in-year monitoring’ mean and how will it be conducted?

· The teacher should be monitoring their own performance on an ongoing basis.  There may also be a sharing of information throughout the year, particularly through the observation requirement of the scheme where the performance will be monitored
· What does classroom observation involve and when will it happen?

· The scheme requires all reviewees to be observed, either in the classroom or through task observation.  Classroom observation is linked to the agreed objective(s) set at the beginning of the review cycle.  It is likely that the classroom observation(s) will occur twice during the cycle and at an appropriate time interval.  It will involve the reviewer and reviewee having an agreed focus for the observation, agreeing the proforma that will be used to record.

Observation allows for information from a different perspective.  It may confirm where the practice of the teacher is good and meets the standards and expectations of the school and it may also give an insight into improving aspects of  performance.

The evaluation of the observation should form the basis of the review discussion

· Will teachers be given advance notice of classroom observation?

· Classroom observation should be planned during the initial review meeting.  It is not expected that the reviewer will arrive unannounced to conduct a classroom observation.

· What happens if, as a result of circumstances entirely beyond a teacher’s control, one or more of the objectives for review becomes impossible to achieve?

· While it is expected that all the objectives agreed at the beginning of the cycle should be achieved.  The review statement will focus upon the overall performance of the reviewee and not just the achievement of the objectives.

· When review objectives are being discussed, how will the priorities in the school development plan be balanced with the legitimate personal objectives of individual teachers?

· PRSD is quite specific about the links between the school development plan and the setting of individual performance objectives.  It departs from SDPR in this respect.  PRSD seeks to align individual improvement with departmental and whole school improvement.  
Each school in its school development plan will have identified 3-5 key development priorities and it is likely that these are linked to major educational initiatives – ICT, Literacy, Numeracy, Special Education, etc.  Schools may also have identified particular priorities linked to their school’s particular context.

Each reviewer should be familiar with these areas for development.

· When and how will the review discussion be arranged?

· It is likely that this will occur towards the end of the annual cycle. Some schools may decide to link PRSD into the school development planning cycle during the3rd term.  At this point reviewers and reviewees would be aware of the school development priorities for the following year.  Other schools may start the cycle at the beginning of the academic year and conclude it in May/June of the following year.
· It is up to each school to establish a review calendar which maps out the time windows for review discussions and monitoring (including classroom observation)

· What will happen if a reviewee achieves two of the review objectives, but not the third?

· While it is expected that all the objectives agreed at the beginning of the cycle should be achieved.  The review statement will focus upon the overall performance of the reviewee and not just the achievement of the objectives.

It is important that PRSD leads to improving quality and raising standards throughout the school.  It is recognised that setting challenging objectives leads to the individual thinking about a high performance culture and also to a greater sense of personal achievement at the end of the cycle.  

Many teachers are already working at a high performance level and this is to be encouraged.

· What do the references in the scheme to confidentiality mean?

· Confidentiality is referred to in the handbook.  The school already operates many processes that have confidentiality rubrics included.  PRSD should be consistent with the school’s approaches to confidentiality.
· Where will the copies of the review statements be kept? Who will have access to them?

· The scheme is quite specific regarding the review statements.  In the instance of teachers and principals the review statement will always be kept in a secure place and access to all or part of it must be restricted to only those entitled to such access.

In the case of a principal and teachers the review statement may be taken into account by those responsible for taking decisions or making recommendations about pay or performance

Relevant information from a statement may be taken into account by school management as part of its function relating to the effective management of the school.

· Where will time be found for these reviews to be completed?

· PRSD is part of the conditions of service of all teachers and must be managed within the agreed arrangements.

· How can the whole process avoid adding the existing burden of paperwork?

· The documents to be completed for PRSD were part of the materials issued through the employing authority.  It is expected that all schools will use the ‘planning record 2005/2006’ and the ‘review statement 2005/2006’.  The lesson observation proforma are included as exemplars and schools may use existing observation sheets or amend and adapt the exemplars to best support the observation arrangements in their school.

· What resources and information be available to reviewers and reviewees?

· The exceptional closure day will form part of the resources available.  Schools will also acquire there own resources.  An on-line e-development resource is also being developed and be available towards the end of April 2005.

· How will reviewers be identified?

· Principals are responsible for the designation of reviewers within the school.  Wherever possible a reviewer should have management and/or curricular responsibility for the teacher

· What if I don’t like my team leader?
· Principals are responsible for designating reviewers. As the relationship between reviewer and reviewee is crucial, principals should be sensitive and ensure that reviewer allocation pays attention to this. Principals can consult but they have the final decision. All reviewers should be in a position to help and support teachers in the pursuit of their objectives.
· What happens if a reviewer insists on setting unreasonable or unfair objectives?

· The role of the reviewer is to assist and support the setting of a reviewee’s objectives.  The objectives should be challenging but achievable and be informed by the school development plan.

The reviewee has the right to record any points of disagreement within 10 working days of receipt of the completed review statement.

· How do the outcomes of the review process relate to decisions about pay progression?

· For those teachers who have already progressed to UPS3 (whenever arrangements are finalised).  PRSD will not have any linkes to decisions about pay.  PRSD will be therefore used in connection to individual improvement and to any matter related to the provision and support of professional development for teachers.

For others PRSD shall be a necessary requirement in respect of pay progression on the main and upper pay scales and school ISRs.  The review statements shall be taken into account by those responsible for taking decisions or making recommendations about the pay and performance of teachers

· How will they relate to threshold assessment and progression on the upper pay spine?

· TBC

· Can a school determine that there will be one objective that will be the same for every member of staff?

· The scheme does not exclude a situation that all staff work towards a particular objective that is clearly a priority within the school development plan.  However it should be discussed with the individual since PRSD is essentially about the development of teachers within the context of the school development plan.

PRSD does include the idea of objectives being shared objectives which might include a number of teachers working to the same objective, perhaps as part of a school project.

· Does the introduction of PRSD mean that target setting for principals and vice-principals continues, or is it replaced?

PRSD will replace the existing arrangements for principals and vice-principals on target setting and the outcome of these informing decisions about pay progression.  The 2000 circular on Salary Policy does not change and any decisions about pay still need to consider GUIDANCE TO BOARDS OF GOVERNORS ON THE FORMULATION AND IMPLEMENTATION OF SALARY POLICY FEBRUARY 2000 issued by employing authorities.

Important Note  

The reason for listing the questions is three-fold

· they give school leaders a sense of at least some of the questions that they can expect to be asked and for which they can prepare their responses

· they point to the importance of providing time on the exceptional closure day or making other arrangements to enable teachers to raise these and other issues and be given clear and honest answers

· Some of the questions that teachers may pose will relate to school based issues and can only be addressed by those in the school.  It is important that schools recognise this and perhaps begin to consider what internal protocols or systems might be developed to support PRSD in the school.

5.5.2. School-Based Protocols

A protocol can be defined as a set of procedures or practices that a school adopts for itself as a means of ensuring that there is a clear and consistent approach to dealing with a number of important issues.  It represents a school’s way of working.

Protocols are useful in a number of ways, especially if they have been discussed and broadly agreed across a staff group

· they establish what is going to be done about specific issues or aspects of the review process and enable everyone to know this in advance

· they reduce, if they do not entirely remove, uncertainty, ambiguity and apprehension

· they make expectations clear

· they facilitate the process at every stage

· they build confidence and trust in the process

· they help schools to maximise the benefits of the process and to develop it in future years

Some of the areas or issues for which protocols are helpful

· what the review timetable for the year will be and how it fits into the wider timetable for the school as a whole

· what the sequence for the process will be, who will be reviewed first, who will act as reviewers, how much time will be made available for each review and how teachers’ non-contact time will be protected

· how the collection of evidence, in-year monitoring and classroom observation will be conducted

· what information, school-based data and resources (including access to and use of ICT facilities) will be made available

· what approaches will normally be taken to the initial review meetings and the establishing of review objectives

· how review statements are to be prepared

· how records are to be kept, confidentiality protected and access controlled

· how the professional development issues arising from the review process are to be collated and used

· how the review process will relate to decisions about pay and career progression, teacher conduct and capability and the school’s discipline procedures

· what is expected of the review process in the first year or two, how its impact is to be evaluated and how it is to be developed further in future years
Important Note

There are no ‘model statements’ in this collection of materials, and this is quite deliberate. Protocols can only make sense in the context of each school, and what will be right in one place will not necessarily be appropriate somewhere else.

But there is another reason for asking schools to take this challenge on themselves. It is by working their way through the kinds of issues that are set out above that schools and their leaders can best begin to get inside the review process and ensure that it is sensitively managed and positively led.

5.5.3. Establishing Realistic and Achievable Expectations

Much will depend on each school’s level of readiness for PRSD and, therefore its starting point. What schools expect to achieve in the first year or two will depend on what their capacity is, and that will depend on their knowledge and experience of the review process and their skills and qualities.

It makes sense for school leaders both to form a sense of what they expect PRSD to achieve in its first couple of years and to set this out clearly to the staff as a whole. They may even wish to engage staff in the process of establishing the expected outcomes.

This could be done using the activity that follows.

Stage One  :  Identifying the Priorities for PRSD in the First Year

Read the list of possible outcomes below and decide which you regard as essential, which you see as desirable and which seem to you unrealistic.

	
	Essential
	Desirable
	Unrealistic

	Every eligible member of staff will complete one review cycle by June 2006
	
	
	

	Every member of staff will be familiar with the annual review cycle
	
	
	

	Every reviewee’s objectives will be agreed after discussion
	
	
	

	Every reviewee will have at least one genuinely challenging objective
	
	
	

	Every member of staff will find the review process worthwhile
	
	
	

	There will be a generally higher level of trust and confidence in the process
	
	
	

	Most members of staff will feel that the process has contributed to their professional development
	
	
	

	Members of staff will be more relaxed about classroom observation
	
	
	

	Genuine professional dialogue will become more common
	
	
	

	Members of staff will see PRSD as theirs – something they want to do – and not something done to them
	
	
	


Stage Two -
Considering the Outcomes

Having completed stage one, please share your responses with others, noting the points of similarity and difference. Then focus on the main differences between you and your colleagues and examine the reasons for them. Try to reach an agreed position.

Before you finish, read through your list of expected outcomes again and ask if it is reasonable to expect them to be achieved in the first year.

If you decide that some cannot realistically be achieved, what do you think needs to be done to enable them to be achievable in a year’s time?

6. Section 6
After the Exceptional Closure Day – Putting PRSD in Place

6.1. Introduction

The exceptional closure day will almost certainly be both busy and tiring : there is a great deal of ground to cover and much for everyone involved to take in. It is unlikely that every objective will have been achieved or that every member of staff feels that there are no further questions to ask.

What happens after the exceptional closure day is, therefore, very important indeed. School leaders cannot simply assume that all will now be well.

This section deals with a number of connected issues

(a)    the outcomes of the exceptional closure and the issues arising from them

(b)    preparations for the implementation of  the process from September 2005

6.2. The Outcomes of the Exceptional Closure

School leaders will have some sense of the way the day has gone and how much has been achieved.  If they ask members of staff to complete an evaluation, they will have an even better sense of the progress that has been made – and a clearer picture of the issues that remain.

It is impossible to know what these issues might be, but it is more than likely that there will be a number of them.  It would be surprising if members of staff did not begin to raise them as they reflect on the contents of the day and the challenges that PRSD presents to them.

It is very important that as many as possible of the concerns, issues, questions and uncertainties that teachers have are addressed before the review process begins.  A FAQ section will be maintained at www.rtuni.org to collate some of the questions that are arising.  While there will not always be an specific answer, it should give some indication to the types of questions that are arising.  Where questions relate to the employing authority, as far as is possible, the answers will have been sourced from them

School leaders should therefore

· properly and carefully evaluate the exceptional closure 

· publish a summary of the evaluation for staff

· make a note of any important issues arising or concerns expressed 

· make arrangements to deal with these issues or concerns.  This could be done by and through another meeting of the staff (a full day is unlikely to be needed) or by the appointment of a senior member of the staff to whom teachers can take their questions or concerns, or by a combination of the two

· consider supporting the awareness raising process by using a combination of e-mail, the school’s intranet, a web-conferencing facility and the materials available on the RTU website 

6.3. Preparing to Implement PRSD from September 2005

There is a great deal for school leaders to think about and do. As always, much will depend on each school’s level of readiness, its size and context and its ways of working. But plans will have to be made.

School leaders will therefore want to 

· consider what kinds of school-based protocols are needed and decide how they should be drafted and what arrangements should be made to ensure that there is some consultation about them with members of staff as a whole

· prepare and publish a draft timetable for the implementation of the process, showing how it fits into the calendar for the school as a whole

· decide how much time they expect each review to need and where this time is to be found. (Note PRSD is now part of the Conditions of Service for Teachers)

· identify those who will be asked to act as reviewers and the names of the teachers whose performance they will be expected to review

· determine what guidance, support and advice the members of staff who will act as reviewers will need beforehand and how and by whom they can best be provided : see below for materials and an activity related to the role and responsibilities of reviewers

· agree an order of priority for the various reviews : it is good practice, for example, to follow the rule that no one should be a reviewer unless and until he or she has been reviewed

· decide what information will need to be available to support the review process : this would include copies of the school development plan, up-to-date job descriptions, data about pupil progress and performance, copies of relevant policies and the like

· determine whether or not every review should include at least one common objective related to the school development plan and, if there is to be one, how members of staff are to be persuaded to accept it

· agree the school’s expectations of the review process in its first year or two and make these clear to members of staff

· explore how the effectiveness and impact of the review process can best be evaluated

7. Section 7 - 
Some Important Points for School Leaders to Keep in Mind

7.1. Introduction

This section is intended primarily for school leaders and deals with three areas of particular importance for them

· building confidence and capacity in their schools

· assessing the effectiveness of the arrangements they make for implementing and operating PRSD

· accessing sources of further information and guidance

7.1.1. Building Confidence and Capacity

Although SDPR (Staff Development and Performance Review) has been operating in schools across Northern Ireland for several years, and although many teachers will have become familiar with objective-setting, classroom observation, feedback and review, the PRSD scheme that will come into operation from September 2005 brings a number of new challenges with it.

From September 2005 there will be

· a formal annual process of performance review which is linked and related to the school development plan

· three review objectives for all those members of staff to whom the scheme applies

· a performance review process for principals which involves external advisers but depends on designated members of boards of governors

· classroom and/or task observation for all reviewees

· a formal review statement that is completed at the end of each annual cycle and provides a summary of the outcomes of the review and a statement of the three objectives for the next cycle

· a statement of the training and/or professional development needs arising from each review

· a requirement that principals of schools provide their governing bodies with annual reports on the operation of the review process and any issues arising from it

The successful introduction and implementation of PRSD depends very heavily on the enthusiasm, energy and skills of school leaders.  It will have the most positive effects on the schools in which levels of confidence and trust are high.

7.1.1.1. Building Confidence

School leaders can build the confidence of their colleagues in school by

· building and extending the school’s readiness for performance review

· engaging all members of staff in the development of an agreed school policy for PRSD

· ensuring that all members of staff are well-informed about the scheme and its implications for them

· working with staff to develop school-based protocols that are broadly agreed and supported

· ensuring that there is carefully planned and appropriate school-based in-service training and, in particular, that the exceptional closure day is well designed and professionally presented

· making the kinds of preparations for the implementation of the review process from September than enable every member of staff to know and understand what is expected of them

· creating the kind of school-based infrastructure that will support the review process

· insisting that the underlying principles set out earlier in this collection are adhered to

· providing a persuasive role model

· being open and transparent at all times

There is something else that leaders can do, something that is probably more important than any of the points made above.  They can mind their language.

What leaders do and say is enormously, perhaps disproportionately, influential.  How they behave and what they are seen to pay attention to, shape the views and actions of others and, as a result, help to change school cultures.

What leaders say about PRSD, the words they use when they refer to it and the tone of the language they select will all have a major influence on the way in which it is perceived and understood.

What leaders say is therefore profoundly significant, so they need to choose their words with great care.

7.1.1.2. Building Capacity

Leaders can contribute to the development of capacity, meaning the ability – and the confidence – to carry out the roles and responsibilities arising from PRSD in a number of ways.

They can take steps to ensure that all those to whom the scheme applies

· have a sound and secure knowledge and understanding of the scheme and its principal implications for them as individuals

· know that there are resources available to support them in the school

· will be enabled to develop the kinds of knowledge and skills they need in order to

· ensure that appropriately challenging review objectives are established

· collect evidence and information in the course of the review cycle

· conduct classroom and/or task observations sensitively but effectively

· give feedback to reviewees following observations

· conduct review discussions

· prepare review statements

· deal professionally and sensitively with any difficulties that arise in the course of the review

· develop professionally and become more effective teachers

Accessing Sources of Further Information, Guidance and Advice

There is a range of sources available to schools and their leaders, including

employing authorities, professional associations and teacher unions

printed materials of different kinds : there is a list of the most useful of these in the PRSD Handbook

model policies, case studies and other materials on the DfES website at www.teachernet.gov.uk
the RTU website at www.rtuni.org
online training and development materials specifically focused on the knowledge and skills needed by reviewers, but covering other areas as well will be available on the RTU website – www.rtuni.org 

8. Section 8 -
A Performance Review Checklist for Schools

How are school leaders and others to know whether their performance review policies, processes and systems are robust and effective?

When school leaders and teachers are able to say ‘yes’ to most of the following statements, they can feel confident that they are at the very least heading in the right direction.
	
	Yes/No

	Has the school’s performance review policy been drawn up following full consultation with the staff?
	

	Does this policy have the support of all – or almost all – members of staff?
	

	Does the policy have both the approval and the positive support of the school’s board of governors
	

	Is the policy consistent with and supportive of the school’s management structures?
	

	Is the policy closely aligned to the priorities set out in the school development plan?
	

	Have all members of staff attended an INSET programme on PRSD?
	

	Are all members of staff aware of the resource constraints that operate on the policy?
	

	Has the review process been timetabled into the school’s calendar for the year?
	

	Has the school created (and protected) sufficient time to enable members of staff to complete their review cycles properly?
	

	Do members of staff own the process of performance review, seeing it as theirs and regarding it as a means to the end of school improvement rather than as an end in itself?
	

	Has the school designed systems for reviewing the impact and effectiveness of its approach to performance review and does it use them
	

	Is the school’s approach to performance review amended or refined in light of this review process?
	


School Characteristics                                                                                                Grade





There is a genuine commitment to improvement in the school			A       B       C








Leadership is widely distributed throughout the school			A       B       C








There is a clear focus on continuing professional development			A       B       C








There is a culture of continuous improvement				A       B       C


	





There is strong agreement about basic values and purposes			A       B       C





   


Relationships are characterised by trust and collaboration  			A       B       C








A high priority is given to monitoring, review and evaluation			A       B       C








The skills needed for effective PRSD are widely


distributed across the staff 							A       B       C








There is a clear vision for the school and well-established


planning processes connect it to a coherent school


development plan  							A        B       C 
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