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Welcome to your Professional Growth Guide for 2022-23

For those of you who embarked upon your professional growth journeys last year, the Think Ahead approach will be familiar to you. If you are new to our Professional Growth model, you will notice that things may be different to what you are used to.
What’s in this booklet?
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[bookmark: _Toc114217267]What is Professional Growth?
It may sound like it could just be a new name for Performance Management (PM) but fundamentally it is not. 
As you will likely know, one of our core principles is to Be Your Best Self – to do this it is important that you feel that you have more autonomy over your objectives and an opportunity to deepen your skills in areas that you are passionate about. You could compare Professional Growth to a tree - growth can be upwards or outwards for those that want this but can also be about putting roots down to master skills in key elements of your role.
Staff feedback showed us that the old PM process just was not helping you do that. The process felt complex, controlled, often irrelevant and many staff felt they had to prove they were doing their day job – often having to collate large volumes of evidence to demonstrate that.
As a result of the above, we shifted our approach to enable you to have more control over where you think you can make the biggest difference in your role, wherever that is in the Trust.
What has Changed?
There are some similarities to PM, but also some key differences. This guide will go into more detail on the key areas you need to know about, as well as signpost you to our new Objectives Bank.
	What
	Professional 
Growth
	Performance Management

	3 Objectives for all staff
	Yes
	No

	Proposed by staff member
	Yes
	Generally, no

	Aligned to overall Trust, School or Department objectives
	Yes
	Yes

	Objectives to be set by 31st October
	Yes
	Yes

	Regular reviews & feedback on objectives through year
	Yes
	Generally, no

	Mid Year Review in March
	Yes
	Yes

	Learning Reviewed in July
	Yes
	Generally, no

	Annual Review in October looking back and ahead
	Yes
	Yes

	Objective outcomes linked to pay
	Yes
	Yes

	Different expectations dependant on level or experience
	Yes
	Yes





[bookmark: _Toc114217268][image: STRB releases 31st report for teachers' and leaders' pay 2021/22]Thinking Back to 2021-22
If you are a school new to TSAT, you will need to complete your review according to your school’s Performance Management policy for 2021-22. Your Headteacher or Manager will provide you with instructions.
If you are a new member of staff who was not working for TSAT in 2021-22, you do not need to complete the review.
	[bookmark: _Hlk114129526]To complete the reflection on 2021-22

Looking back

This section enables you to reflect upon your professional growth for 2021-22.
Recognition you have received over the last school year
· Please add any feedback that you have received and from whom
	









What have been your biggest achievements this year?
· What Went Well?
	












What could have gone better?
· Even Better If?
	Explain any barriers to your success







What plans went ahead? 
	







· What next?  What would you like to continue to practice and continue into 2022-23?
	




















Objective 1 Reflection: Impact on Trust
State here your first objective from 2021-22
	






What progress was made with this objective since the start of the cycle/ since the mid-year review reflection?













Minus: What challenges did you face in working on this objective? Is there anything you would have liked to have done further?









Interesting: What will you take from your work on this objective into your practice in 2022-23?











	
Objective 2 Reflection: Impact on Others

State here your second objective from 2021-22
	






What progress was made with this objective since the start of the cycle/ since the mid-year review reflection?














Minus: What challenges did you face in working on this objective? Is there anything you would have liked to have done further?









Interesting: What will you take from your work on this objective into your practice in 2022-23?








	
Objective 3 Reflection: Impact on Self

State here your third objective from 2021-22
	






What progress was made with this objective since the start of the cycle/ since the mid-year review reflection?













Minus: What challenges did you face in working on this objective? Is there anything you would have liked to have done further?








Interesting: What will you take from your work on this objective into your practice in 2022-23?











Once you have completed the reflection against each objective, please pass your booklet to your line manager (it is a good idea to take a copy of the relevant pages for yourself at this stage).
Please note, as this is your final review, you should then arrange a face-to-face meeting with your reviewer (where possible) to discuss your reflection before they write their final statement, and to discuss your objectives.

All professional growth reflections, reflection meetings, review statements and objectives must be completed by 31st October 2022
2

[bookmark: _Toc114217269]Review Statement
Your line manager will write your review statement once you have completed your reflection below:
	Name of Reviewee:


	Name of Reviewer:


	Date of Review:



 
	Review statement to be added here:


















Reviewer to select one of the following statements (please tick only one that applies)
	By taking into account your progress against your objectives, the way in which you have met the requirements of your job description as well as the relevant standards for your role, my recommendation is that you have:

Exceeded your professional growth expectations for 2021-22 (exceptional performance)

Met professional growth expectations for 2021-22

Partially met professional growth expectations for 2021-22

Not met professional growth expectations for 2021-22
	Tick one


	


	


	


	







If they feel as though you have met the criteria for exceptional performance, managers will select the first statement above (exceeded).  Headteachers/Managers will make the final decision on all Professional Growth outcomes. 
[bookmark: _Toc114217270]Thinking Ahead to 2022-23
Setting Your Objectives
All staff, excluding ECTs who will not join the Professional Growth process until completion of their 2nd year, will be setting three objectives to work on through the year. These are themed to align with your School or for Central, Department, priorities as well as Trust foci. 
In summary:
· Impact on Trust - this objective needs to link to one or more of the Trust Improvement priorities (known as the Trust pillars) that your Headteacher/ SMT member wants to focus on. Once selected, you will shape it into an objective that fits with your role/ function
· Impact on Others - this objective is around the impact you have on our students, pupils or staff, or, if in Central, our customers (using our Thinking Customer First Standards)
· Impact on Self - this objective is looking at your professional development in your role
An ‘Objectives Bank’and a checklist of key criteria to help ensure your objective is appropriate for your experience and responsibilities is available through your line manager. 
Questions to consider
· Impact on Trust
How does your objective support your school/ central department’s priority focus?
What would a 10/10 look like? How would you score yourself now?
What would move you up 1 point as your first priority?
How will this objective stretch you? What support do you need?

· Impact on Others
Who would benefit most from you making a change to the way you work?
How do you know this?
How will this objective stretch you? What support do you need?
How could your objective support your school/curriculum area/team focus?

· Impact on Self
What do you enjoy about your role? 
Where would deepening your skills or knowledge be useful?
What will others notice about you when you’ve achieved this? What will be different to now?
[bookmark: _Toc114217271]Reviewers 
Your reviewer will be your line manager unless other arrangements have been agreed with your Headteacher, Principal or SMT member. If you have been assigned a new line manager for 22/23 (and your previous line manager still works for TSAT), please ensure that you ask them to complete your document/review and return to HR.  Your new line manager will then review your objective setting for 22/23 and discuss any amendments that may be needed.
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[bookmark: _Toc113976697][bookmark: _Toc114217272][image: ]OBJECTIVES PLANNING SHEET
[bookmark: _Toc114217273]Thinking Ahead to 2022-23

Propose your objectives here:
	Objectives
	Success Criteria – what will success look like?   Target date/milestones.


	Objective 1 – Impact on Trust
	Add 3

	






	

	Objective 2 – Impact on Others
	Add 3

	






	

	Objective 3 – Impact on Self
	Add 3

	






	

	Manager to review objectives above and add additional comments. 

Line Manager to indicate below if objectives above are robust and agreed as meeting requirements as per objective checklist.  

	
	Agreed – Yes/No

	Objective 1
	

	Objective 2
	

	Objective 3
	









Where amendments are required amended objectives can be added below:

	Objectives
	Success Criteria – what will success look like?  Target dates/milestones.

	Objective 1 – Impact on Trust
	Add 3

	






	

	Objective 2 – Impact on Others
	Add 3

	






	

	Objective 3 – Impact on Self
	Add 3

	






	



Manager to sign off on amended objectives above ________________________________








[bookmark: _Toc114217274]Check-ins
· A key part of this process and one of the easiest ways to get more regular feedback, reflect and contribute towards your preparation through the year is to Check-in on the Think Ahead app. There is an expectation to do this once a month from November. The check-in dates can be seen below:
	Check-ins
	Check-in due 

	1
	November 22

	2
	December 22

	3
	January 23

	4
	February 23

	*
	March 23 – this should include your mid-year review check-in

	5
	April 23

	6
	May 23

	7
	June 23

	*
	July 23 – this should include your end of year reflection.



· As you know, we spend a lot of time working with our pupils / students to help them be more reflective through the use of Thinking Tools and other techniques so we know how valuable reflection can be. We know it works for them and does for us.
· Research shows feedback is at its most effective up to 72 hours after the event being fed back on.
· After 72 hours people begin to forget what they did/why they did it/ how they did it etc,  making connection between feedback and future action harder.
· Feedback received more than 2 weeks after an event is 50% less likely to impact future behaviour.
Please note: Mid-Year and Final End of Year templates will be provided at appropriate time.
[bookmark: _Toc114217275]What does a good Check-in look like?

The first thing to note is that whatever you write in your check-in can be used in your final review at the end of the year, so do make the most of this.
· Try to make it as specific as possible – picture how helpful it will be to be able to scan through this for your reviews! Rather than ‘Was a good week’ trying adding why
· Don’t forget to praise people who have done a good job
· Spot where you are making progress on your objectives and note this.
· If you have time, add a bit more detail – what will be useful to read back?
· Give yourself a score out of ten – could be your skill or confidence level
[bookmark: _Toc114217276]Check-in 1 – November 22

	Name of person completing check-in
	

	Name of reviewer/line manager
	

	Date of completion
	

	WWW (What went well)






	

	EBI (Even better if)





	

	What’s next?





	

	What progress has been made against objective 1 (22/23)
	





	What progress has been made against objective 2 (22/23)
	





	What progress has been made against objective 3 (22/23)
	





	Provide names of those you would like to praise/thank for a job well done over period of check-in
	

	Reviewer’s response





	


[bookmark: _Toc114217277]Check-in 2 – December 22

	Name of person completing check-in
	

	Name of reviewer/line manager
	

	Date of completion
	

	WWW (What went well)






	

	EBI (Even better if)





	

	What’s next?





	

	What progress has been made against objective 1 (22/23)
	





	What progress has been made against objective 2 (22/23)
	





	What progress has been made against objective 3 (22/23)
	





	Provide names of those you would like to praise/thank for a job well done over period of check-in
	

	Reviewer’s response





	


[bookmark: _Toc114217278]Check-in 3 – January 23

	Name of person completing check-in
	

	Name of reviewer/line manager
	

	Date of completion
	

	WWW (What went well)






	

	EBI (Even better if)





	

	What’s next?





	

	What progress has been made against objective 1 (22/23)
	





	What progress has been made against objective 2 (22/23)
	





	What progress has been made against objective 3 (22/23)
	





	Provide names of those you would like to praise/thank for a job well done over period of check-in
	

	Reviewer’s response





	


[bookmark: _Toc114217279]Check-in 4 – February 23

	Name of person completing check-in
	

	Name of reviewer/line manager
	

	Date of completion
	

	WWW (What went well)






	

	EBI (Even better if)





	

	What’s next?





	

	What progress has been made against objective 1 (22/23)
	





	What progress has been made against objective 2 (22/23)
	





	What progress has been made against objective 3 (22/23)
	





	Provide names of those you would like to praise/thank for a job well done over period of check-in
	

	Reviewer’s response





	


[bookmark: _Toc114217280]Check-in 5 – April 23

	Name of person completing check-in
	

	Name of reviewer/line manager
	

	Date of completion
	

	WWW (What went well)






	

	EBI (Even better if)





	

	What’s next?





	

	What progress has been made against objective 1 (22/23)
	





	What progress has been made against objective 2 (22/23)
	





	What progress has been made against objective 3 (22/23)
	





	Provide names of those you would like to praise/thank for a job well done over period of check-in
	

	Reviewer’s response





	


[bookmark: _Toc114217281]Check-in 6 – May 23

	Name of person completing check-in
	

	Name of reviewer/line manager
	

	Date of completion
	

	WWW (What went well)






	

	EBI (Even better if)





	

	What’s next?





	

	What progress has been made against objective 1 (22/23)
	





	What progress has been made against objective 2 (22/23)
	





	What progress has been made against objective 3 (22/23)
	





	Provide names of those you would like to praise/thank for a job well done over period of check-in
	

	Reviewer’s response





	


[bookmark: _Toc114217282]Check-in 7 – Jun 23

	Name of person completing check-in
	

	Name of reviewer/line manager
	

	Date of completion
	

	WWW (What went well)






	

	EBI (Even better if)





	

	What’s next?





	

	What progress has been made against objective 1 (22/23)
	





	What progress has been made against objective 2 (22/23)
	





	What progress has been made against objective 3 (22/23)
	





	Provide names of those you would like to praise/thank for a job well done over period of check-in
	

	Reviewer’s response





	


[bookmark: _Toc114217283]March Mid-year reflection – separate template to be provide
[bookmark: _Toc114217284]July End of year reflection – separate template to be provided

[bookmark: _Toc113976703]
[bookmark: _Toc114217285]Final thoughts….
“The challenge is to ALWAYS improve, to ALWAYS get better, EVEN WHEN YOU ARE THE BEST”.
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[bookmark: _Toc114217286]Appendix 1 – objectives checklist for support staff
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General
· Why are we changing to Professional Growth?
Many organisations have changed the way they approach staff ‘appraisals’, or performance management (PM), over recent years as the more traditional approach is increasingly ineffective. We surveyed and interviewed a wide range of staff in our Trust and heard how the old PM process often felt irrelevant, impersonal, restrictive and was often largely forgotten about until just prior to reviews. Staff also fed back that they wanted more feedback on their performance through the year and to reduce the need to ‘prove’ they were doing their day job with lots of evidence. Our new approach offers staff more autonomy in the objective setting process as well as keeping these more live during the year through quick online check ins. You can read more about our approach in the Think Ahead Professional Growth Policy.
· Isn’t Professional Growth just a new name for Performance Management?
No, it really isn’t. The core principles of Professional Growth are to give staff more autonomy to decide what they are focussing on (aligned to the needs of the Trust), to encourage mastering of skills & knowledge (which may mean working on areas you are already good at but getting even better) and finally to encourage staff to really think about the purpose of their role (which allows you to focus on areas that should tap into why you do what you do!)
· Who does Professional Growth apply to?
All staff apart from ECTs (see below) – Teaching, Support and Central right through to the Exec Team.
· Does Growth mean progressing upwards? Or taking on more responsibility?
Not necessarily - whilst this may happen through your efforts and input this isn’t the only route through the Professional Growth journey. We’re just as keen that people have an opportunity to master skills in their existing roles to be even better at the as to apply for something new.
· I’ve just started work at TSAT and am still on probation, does PG apply to me?
Yes it does, you’ll need to agree your objectives when you join the Trust which will also be used to for your probation review. Your Manager will guide you around appropriate objectives at this stage of your career with us. Please see the Probation Policy for more details.





· What does exceptional mean?
As this is linked to a higher pay award it’s expected that the individual will frequently deliver high quality work over and above what’s expected at their level. Our Pay Policy which you can find on the Trust website outlines more fully what is meant by exceptional performance at our Trust. See below: 
Support staff - Examples of high and wide-reaching impact  Professional Growth objectives are exceeded in all areas of self, others and Trust;  The requirements of the role were delivered exceptionally well and the requirements of the role were exceeded;  Very positive behaviours are displayed, e.g.:   Customers’ expectations frequently exceeded and/or exceptional customer service provided even when customer expectations could not be met;  Proactively engaging and motivating others; providing significant support to others (including colleagues and customers);    Consistently leading by example and acting as a role model or champion;   Taking into account the implications of their activities on own initiative;   Willingly taking on additional responsibilities outside role requirement
Regular engagement in your professional growth and setting an example to others in this space is also key to achieving this level.  Regular dialogue with your Manager around how you are progressing through the year should also help with a mutual understanding of your performance.

· Do I still have to prepare and bring ‘evidence’ to my annual review?
Think Ahead will help to highlight your progress to your manager over your year in full and spot key achievements or challenges more easily. You may wish to highlight where you feel you’ve gone over and above your responsibilities.

· Will teaching staff be allocated time for ‘check ins’ from their Directed Time? 
Yes. Support and Central Staff should agree any time required with their manager.   Check-ins should take approx. 10 mins to complete each month.

· Is Professional Growth still linked to pay?
Yes. Our approach to pay hasn’t changed. You need to fulfil the requirements of the ‘met’ part of the assessment grid on page 25 to be awarded pay progression. The green section of this framework links to exceptional performance, details of which you will already have seen above. The pay policy states:
[image: ]Not Met
Met
Exceeded
Partially Met













Objective Setting

· How much flexibility do we have when setting our objectives? 
More than previously - we are very keen that staff identify areas that they would like to work on as opposed to generic objectives which have far less meaning. You will need to ensure that your objective links to the overall direction or focus of your area of the Trust, which is best practice in any organisation, and that it meets some key criteria linked to your level or responsibilities.

· What should I consider when preparing my objectives?
Please follow the guidance in our Think Ahead Professional Growth Policy.  Give yourself time to reflect on how you have performed previously, what plans your team has and ensuring your focus is appropriately challenging for your role & experience will all be key to strong objectives.

· What if my manager doesn’t agree with my objectives?
The Objectives Bank criteria should provide some guidance to help you talk through your rationale for the objectives you are proposing. We would expect your manager to provide some constructive challenge as part of agreeing your objectives based around your previous experience and responsibilities. Hopefully through discussion you’ll both agree on final objectives however if this doesn’t happen then you and your Manager should discuss this with their Manager who will agree the final version.

· Can I change my objectives during the year if my circumstances change?
Yes – however this should be agreed with your Manager and recorded in this booklet.

· What do I do if I complete my objectives early?
These should be marked as complete in this booklet and you should discuss with your Line Manager what else would be useful for you to focus on or what you could do further to help others. 

· Where can I find guidance on how to draft objectives?
We have created an ‘Objectives Bank’ which is a resource to help staff identify and structure objectives for discussion with their Manager.   Your line manager can talk you through this process.

· What if I want to work on more than three objectives? 
This is fine if you would like to however you should make it clear which objectives you are prioritising for your review as these will be the ones that are reviewed with regards to your pay.

· Can my objectives run over more than one year? 
You may identify a theme that you are deepening your skills around but you should be clear what your focus and outcomes are intended to be for the current year in order to track your progress. You may then decide that this is a key area to deepen your knowledge of or widen your impact in the following year.

· As a Manager, what’s the expectation of me to respond to Check-ins?
From our earlier work with staff, one of the key areas they’d like to see an increase in, is feedback on performance. Whilst you aren’t expected to comment on every response in a team member’s check in, we would expect you to acknowledge that you’ve seen it and add a comment on at least one response. 
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Objectives Checklist - Support Staff

Depending on your level of responsibility and experience as below, you will need to ensure that either your objectives meet the criteria outlined below. If|
you have answered 'No' to any of the statements, please revise the objective or explore how you might achieve this with your manager.

'Does or will this objective...
* Demonstrate a clear link to the Trust Pri

ies as guided by your Headteacher?
* Have an impact on your / School / Trust performance? (from the In Order To... column)

* Include at least two key activities to show how you plan to approach it? (from the Through... columns)

'Does or will this objective...
* Demonstrate a clear link to supporting others (teaching staff, pupils or other colleagues)?
* Have an impact on the performance or experience of others? (from the In Order To... column)

* Include at least two key activities to show how you plan to approach it? (from the Through... columns)

'Does or will this objective...
* Demonstrate a clear link to an area where you feel you can professionally grow or deepen your skills?

* Have an impact on your how you do your job? (from the In Order To... column)

* Include at least two key activities to show how you plan to approach it? (from the Through... columns)
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