STAMDANDS

How to Integrate these into
KINDERGARTEN PERFORMANCE MANAGEMENT SYSTEMS

A PRACTICAL RESOURCE FOR KINDERGARTEN ASSOCIATIONS




Acknowledgements

The Ministry of Education would like to thank everyone who contributed
to the development of the Professional Standards for Kindergarten
Teachers and to this booklet: the Working Party who drafted the
Standards, professional development fucilitators, teachers, managers
and Associations throughout the Kindergarten sector who provided

advice and comment.

In particular, the Ministry would like to thank the NZEI Te Riu Roa and
the many agencies and individuals who gave so generously of their time,
expertise and support for the project.

ISBN Print: 0-478-13355-3
ISBN Web: 0-478-13356-1 Web
Item Number 10939

Ministry of Education

© Crown Copyright

All rights reserved

All enquiries should be made to the publisher
Final, completed June 2005



Contents

INTRODUCTION

1. What are the Professional Standards for Kindergarien Teachers?. .......2
1.1 Recruitment and Retention . ............... . ... ... ... .. .. . .. . .. 4
1.2 Job Descriptions . .......... .. ... . . . 4
1.3 Performance Appraisal/Self Appraisal ............... ... ... . ... . . 4
1.4 Professional Development. . ............... ... ... ... . . .. .. . .. . 4
1.5 Teacher Registration.......... ... . ... .. .. .. ... . ... . . . 4
1.6 Assistance and Guidance. . ............. ... . ... . 5
1.7 Competency/Disciplinary Procedures . ................ .. ... .. ... . 5
" 2. Professional Standards and Performance Management Systems.........5
2.1  Existing Performance Management Systems Diagram ................. 6

2.2 Integrating Professional Standards into Performance
Management Systems Diagram. ................... .. ... . ... ... ... 6

REQUIREMENTS UNDER THE COLLECTIVE AGREEMENT
3. Professional Standards for Salary Progression ......................7

3.1 Beginning Teachers. .................... ... i 7
3.2 Fully Registered Teachers. . ................ ... 0o 8
3.3 Experienced Teachers.................... . ... ... .. . . . ... .. .. 9
34 HeadTeachers ............ ... ... . . . . .. .. . . . 10
3.5 SemiorTeachers ............... . ... ... ... . . . . ... 11
3.6 Deferred Salary Progression . ..... ... ... ... . ... .. .. .. .. ... .. 12
3.7 Local Review Process ......................... o ouuii i 13
3.8 Professional Standards and Salary Progression Diagram .............. 14

4, WhatarePerformanceIndicators?..............................15
4.1 Developing Performance Indicators . ............... . ... ... ... .. . 15

HOW TO INTEGRATE PROFESSIONAL STANDARDS INTO PERFORMANCE
MANAGEMENT SYSTEMS: SOME PRACTICAL HELP
5. Performance Appraisal Process . . .........oveernernnnnnnn.. 17

5.1  Collecting Information. . .. ....... ... .. ... ... ... .. .. .. .. ... . 17
5.2 The Performance Appraisal Cycle. . .. ............... .. . ... .. . ... 18
5.3 Process for Appraisal of Senior Teachers . ... ......... ... ....... ... 18
6. Implementing The Professional Standards........................20
6.1  National Guidelines for Associations. . .................. ... ... ... 20
6.2 Practical ways for Associations to ensure the requirements are met. . . L. 20

7. Professional Standards And Performance Indicators ................22
7.1  Beginning Teachers, Fully Registered Teachers and Experienced Teachers . 22
7.2 HeadTeachers .............. ... .. ... . oo 29
7.3 Senior Teachers .......... ... ... ... ... .. .. . 32

8. Frequently Asked Questions. .....................c...vvvvn....35

9. Appendices . ... i i e .44
Appendix 1: Additional Sources of Information. ... ................... .. . 44
Appendix 2: Glossary........... ... ... 47



Introduction

A set of national professional standards for kindergarten teachers has been
established under the Kindergarten Teachers, Head Teachers and Senior Teachers
Collective Employment Agreement 2002-2005 (KTCA). These are incorporated into
the KTCA by way of formal variation. Kindergarten Associations need to integrate
the professional standards into their current performance management systems
{(which are an existing requirement in terms of Desirable Objectives and Practices
(DOPs) 11).

This hooklet provides a practical reference as to how integration of the professional
standards into performance management systems can be accomplished. It sets

out key features of the professional standards and gives practical examples of
performance indicators for assessing performance expectations and achievement in
relation to them.

1 WHAT ARE PROFESSIONAL STANDARDS FOR KINDERGARTEN TEACHERS?

Professional standards for kindergarten teachers, head teachers and senior teachers
build on existing performance management systems in Associations. They have
been designed to establish national consistency in performance management while
remaining sufficiently flexible so as to enable individual Associations and teachers

to adapt them to their particular climate, culture and community.

Professional standards:
®m  describe the important knowledge, skills and attitudes that all teachers are
expected to demonstrate in carrying out their role

m  formalise the Government’s expectations of professional practice.

The KTCA specifies that the professional standards are to be used in assessing an
individual’s entitlement to salary progression. The professional standards may only
be varied during the term of a current employment agreement with the concurrence
of the Secretary for Education and NZEI Te Riu Roa. The relationship between
professional standards and salary progression is explained further in section 3.

Beginning Teachers

The professional standards for beginning teachers reflect the need for teachers at
this level to focus on developing competent teaching skills and acknowledge that
they require support from more experienced colleagues to achieve this.



Fully Registered Teachers
The professional standards for fully registered teachers are designed for teachers
who are fully competent to perform all aspects of a teaching role with minimal

assistance from senior colleagues.

They are to meet these standards plus those of a beginning teacher.

Experienced Teachers

The professional standards for experienced teachers are designed for teachers

who are highly skilled and able to take on leadership roles by sharing skills and
experience with less experienced colleagues, as well as being able to perform some
additional tasks that contribute to the wider kindergarten community.

They are to meet these standards plus those of a fully registered teacher.

Head Teachers

The professional standards of head teachers are grouped into four categories:
m  professional leadership

®  relationship management

B operations and management

W sirategic management. TN,

They are to meet these standards plus those of an experienced teacher.

Senior Teachers (or their equivalent)

Excerpt from the Kindergarten Teachers, Head Teachers and Senior Teachers’
Collective Employment Agreement 2002-2005.

“1.6(d) Senior teacher means a teacher who is employed as a senior teacher to
carry out professional support and guidence, administration and management
roles under delegution from their employer’ Such delegations shall be determined
by the employer in ugreement with the employee(s) and in accordance with the
employee(s) job description.”

There is a separate set of professional standards for senior teachers grouped into
four categories:

®  professional leadership

m  strategic leadership

®  professional relationships

®  operations and management.

They are to meet these standards plus those of a head teacher.
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1.3

1.4

1.5

RECRUITMENT AND RETENTION

The professional standards clearly state the minimum requirements for teachers.
They enable applicants to be given a full and realistic picture of the position and
the responsibilities involved. The performance management system needs to be
discussed during the appointment and/or induction process to ensure that the
successful applicant understands the professional standards and receives assistance

to achieve them.

To assist in achieving an integrated performance management system, Associations

need to review:

m application information for prospective employees — to ensure job descriptions
include required professional standards

®  selection processes — e.g, interviewing, referees, to ensure selection Incorporates
discussion about the relevant performance management system and professional
standards

m induction processes — to ensure induction includes discussion of expectations
and the relevant performance management system and confirms the successful

applicant’s entry point into the system.

JOB DESCRIPTIONS

Professional standards will form the basis of performance appraisals and
Associations may choose to show in the job description how these standards relate
to the job. This may help paint a broader picture for applicants of the practices
expected.

PERFORMANCE APPRAISAL/SELF APPRAISAL

Appraisal is a process for objectively reviewing the practices and achievements of
all staff members by recording achievements, clarifying expectations and identifying
and planning for professional development. It should alse be an opportunity for
teachers to engage in a process of self appraisal and critical reflection on their own

practice, and to identify aspects for focus or development.

PROFESSIONAL DEVELOPMENT

Professional development may be specifically related to an individual teacher’s
goals based on his or her practice as assessed against the professional standards
and identified by the teacher and/or appraiser. This will also assist in prioritising
individual professional development goals and kindergarten and Association goals.

TEACHER REGISTRATION

Teacher registration is the component of a performance management system

that ensures standards of practice across the education sector. The professional
standards use similar language to the Teachers’ Counecil Teacher Registration
Dimensions and Criteria and these dimensions and criteria have been incorporated

into the professional standards.



1.6

ASSISTANCE AND GUIDANCE
This refers to collegial support, for example, team meetings, informal discussions,
senior teacher visits and reports, beginning teacher registration programmes and

more formal assistance and guidance programnies.

COMPETENCY/DISCIPLINARY PROCEDURES

The introduction of professional standards clarifies the expected minimum
standards of practice and therefore serves as a henchmark. Below this benchmark
unacceptable practices can lead to assistance and guidance and then, if not resolved

to competency procedures.

PROFESSIONAL STANDARDS AND PERFORMANCE MANAGEMENT SYSTEMS

A performance management system provides opportunities to identify, evaluate and
develop the work performance of teachers so that the goals and objectives of the
kindergarten are more effectively achieved, At the same time, it needs to benefit
stall in terms of recognition, feedback, meeting work needs, providing them with
opportunities for personal and professional development, and offering career advice.
Effective performance management requires a high level of professional support and
ongoing assistance and guidance.

The objectives of a performance management system in kindergartens are to:

m enhance learning for children by improving the quality of teaching and leadership

® integrate policies, practices, standards and procedures that link the goals and
ohjectives of the teachers, head teachers and senior teachers with those of the
kindergarten and Association

® set agreed performance expectations and establish processes which assess
whether those expectations have been met

®  focus on the professional development of every teacher.

Effective performance management is an on-going process that oceurs in supportive
working environments where there is a high level of communication and trust.

It does not involve setting staff up to fail by imposing unrealistic goals or surprising
them at performance reviews with tasks and responsibilities that they should have
completed but which had not been properly communicated to them. Neither is
performance management a means by which employers can iry and unreasonably

justify a remuneration increment being withheld.

Diagram 1 (page 6) shows how the components of a performance management
system are related and how they apply throughout a term of employment. It gives
examples of what is likely to be contained within each of these components, acknow-
ledging that context and environment will make each Kindergarten Association’s
performance management system unique.



DIAGRAM 1  EXISTING PERFORMANCE MANAGEMENT SYSTEMS
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The professional standards may influence many aspects of performance
management because they outline expectations, are linked to teachers’ salary
progression, and may help identify areas for professional development. Diagram

2 shows how the professional standards are likely to impact on Kindergarten
Associations’ performance management systems. These implications are explained
more fully throughout this resource.

DIAGRAM 2 INTEGRATING PROFESSIONAL STANDARDS INTO

PERFORMANCE MANAGEMENT SYSTEMS

PRE-EMPLOYMENT PERFORMANCE EXPECTATION

® Professional trereee ® Professional Standards
standards assist the will define the
selection process v expected standard .
by defining what . " of performance and .,
is expected from : i in¢lude Teachers’ .
teachers : - Council requirements *

-«
PROFESSIONAL APPRAISALS
- DEVELOPMENT " ® Professional
B Professional Standards will

standards will help
to identify and
prioritise areas for a

he the hasis on
which teachers’
performance will be

teacher’'s professional assessed
development R
L]
P. .
. -
. PAY PROGRESSION .
.. ® Professional standards .
: 4
L are linked to pay

progression and career
advancement



Requirements Under the

Collective Agreement

3 PROFESSIONAL STANDARDS FOR SALARY PROGRESSION

Professional standards are linked to teachers’ salary progression and career
advancement and continue to apply even after a teacher has reached the top of the
pay scale.

A teacher’s progression up the relevant salary scale shall be on an annual basis
from the date of appointment and is subject to competent performance. For the
purposes of determining progression from one salary step to the next, a teacher’s
performance will be assessed annually against the national professional standards
for kindergarten teachers. For a teacher to progress annually to the next salary
step the teacher will need to demonstrate that he or she has met the appropriate

professional standards.

Teachers do not have to meet additional professional standards for the purpose
of salary progression, but these may form part of the Association’s performance
management system.

For new employees, their entry point into the Association’s performance
management system will be confirmed upon appointment. For example, a teacher
changing his/her employer Association may have recently completed an annual
assessment, the result of which could be used to determine the entry point into the
new Association’s system,

3.1 BEGINNING TEACHERS
Beginning teachers require a minimum of two successful annual assessments
against the professional standards for that level in order to move to the fully
registered level.

The only exception is where the teacher and the employer agree that more than
one assessment against the beginning standards is not appropriate hecause of that
teacher’s previous relevant experience. In such cases, the teacher may be assessed
against the fully registered teacher standards after just one assessment at the
heginning teacher level.

This holds true for the purposes of assessment and salary progression only.
Beginning teachers cannot gain registration through this process. The New Zealand
Teachers’ Council requires all teachers to complete two years of satisfactory
teaching before being considered for full registration.
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Professional Standards for Beginning Teachers

A beginning teacher will:

m  have a sound knowledge of Te Whariki and current learning, teaching and
assessment theories

m  demonstrate understanding of the implications of the Treaty of Waitangi, te reo
and tikanga Maori

m  support children to take an increasing role in their own learning and care

m  demonstrate flexibility and responsiveness

m  provide encouragement, warmth and acceptance along with the challenges for
creative and complex thinking

m  plan, assess and evaluate programmes based on children’s strengths and
interests with reflection on teaching and learning

m  demonstrate an understanding of positive guidance strategies

m develop effective practices in engagement of children’s learning

®  create and maintain a safe environment that is conducive to learning

m  demonstrate expectations that value and promote learning

m  establish positive relationships with children that respect their individuality,
culture and place in their community

m  demonstrate skills for effective communication

m  co-operate with, and seek support from, colleagues

®  De involved in activities that contribute to the life of the kindergarten

m  develop sound knowledge and skills in relation to Association administrative

requirements.

FULLY REGISTERED TEACHERS
Fully registered teachers must complete a minimum of three successful annual
assessments against the professional standards at this level before moving to the

experienced teacher category.

They are io meet these standards plus those of a beginning teacher.

Professional Standards for fully Registered Teachers

A fully registered teacher will:

®  he competent in the content of Te Whariki

m  demonstrate and discuss developments in current learning, teaching and
assessment theories

»  demonstrate knowledge of the Treaty of Waitangi, te reo and tikanga Maori

m  demonstrate appropriate curriculum assessment and evaluation practices that
are consistent with the principles of Te Whariki

m  evaluate and reflect on teaching and learning with a view to improvement

m  utilise assessment as a conscious practice of noticing, recognising and supporting
documentation

m demonstraie effective positive guidance strategies
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develop competent practices in facilitating children’s engagement in learning
establish high expectations that value and promote learning

maintain and promote positive relationships with children that respect their
individuality, culture and place in their community

communicate clearly and accurately in either or both of the official languages of
Aotearoa/New Zealand

commurnicate effectively with children, colleagues, family/whanau and caregivers
provide regular feedback that contributes to the child’s learning pathway
involve parents/whénau in the kindergarten programme

display ethical and responsible hehaviour

establish and maintain effective working relationships with colleagues
encourage others and participate in professional development

contribute to the life of the kindergarten, its community and the Association
maintain accurate records in relation to Association administrative requirements.

EXPERIENCED TEACHERS
Annual assessment against the Experienced Teacher Professional Standards will

be ongoing for experienced teachers, even when they have reached the top of the

pay scale.

They are to meet these standards plus those of a fully registered teacher.

Professional Standards for Experienced Teachers

demonstrate a high level of knowledge of Te Whariki and of current learning,
teaching and assessment theories

demonstrate a commitment to their own ongoing learning and teaching
demonstrate knowledge of the Treaty of Waitangi, te reo and tikanga Maori
demonstrate expertise and refined approaches in all aspects of curriculum
assessment and evaluation practices

continually evaluate and reflect on their teaching and act on areas where it can
be improved

demonstrate a high level of commitment to children’s well-being and social
competence

demonstrate a wide range of approaches that facilitate all children’s engagement
in learning

effectively facilitate challenging learning environments

maintain high expectations of all children that value and promote learning
maintain and promote relationships with children that respect their
individuality, culture and place in their community

demonstrate highly effective communication skills when interacting with
children, colleagues or family/whanau

demonstrate effective skills in responding to the aspirations of family/whanau

and caregivers
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m  display ethical and responsible behaviour

®m  support and provide effective assistance to colleagues in improving teaching and
learning

m  encourage others and participate in professional development

m contribute towards the effective functioning of the total kindergarten’s
relationships with the Association and the wider community

®  sustain knowledge and skill in relation to Association administrative

requirements.

HEAD TEACHERS

Head teachers complete an annual assessment against the Experienced Teacher
Professional Standards and the Head Teacher Professional Standards, even when
they have reached the top of the pay scale.

They are to meet these standards plus those of an experienced teacher.

Professional Standards for Head Teachers

Professional Leadership

m  fulfil the role of professional leader as outlined in their relevant job description

m  demonstrate a thorough understanding of current approaches to effective
teaching and learning across the curricufum

m  understand and apply, where appropriate, current practices for effective
leadership and management from both within and beyond education

m  provide professional leadership to the kindergarten team by encouraging vision
and innovation

= facilitate the dévelopment and implementation of practices within the
kindergarten that reflect the dual heritage of Aotearoa/New Zealand

m reflect on their own performance appraisal and demonstrate a commitment to
their own ongoing learning

®  participate in procedures and practices to maintain, affirm and improve
team effectiveness

= motivate and support the teaching team to improve the quality of teaching
and learning

m  display ethical and responsible behaviour.

Relationship Management

m identify, establish and foster relationships within and between the kindergarten
and the wider community

= communicate effectively with a range of individuals and groups

m  manage conflict effectively and work actively to achieve resolution.

Operations and Management

m  comply with all relevant legislative requirements and with monitoring and
reporting requirements .

m  effectively and efficiently use available financial resources and assets (within
delegated areas of authority) to support kindergarten operations.
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Strategic Management

understand the implications of Aotearoa/New Zealand's changing cultural, social
and economic context and reflect these changes in the kindergarten

establish and engage in processes of review that [acilitate continual Improvement
initiate, plan and manage the kindergarten programme and practices to reflect a
commitment to focusing the kindergarten on continual improvement.

SENIOR TEACHERS

Senior teachers will complete an annual assessment against the Senior Teacher

Professional Standards, even when they have reached the top of the pay scale.

They are to meet these standards plus those of a head teacher.

Professional Standards for Senior Teachers

Professional Leadership

fulfil the role of professional leader as outlined in their relevant job description

= demonstrate an extensive knowledge and understanding of current approaches
to effective teaching and learning

® understand and apply where appropriate, current practices for effective
leadership and management from both within and beyond education

" provide professional leadership and direction to the kindergarten teams by
encouraging vision and innovation

® inspire, motivate and support teachers to continually improve the quality of
teaching and learning

® reflect on own performance appraisal and demonstrate a commitment to their
own ongoing learning

®  advocate for and support the facilitation, development and implementation of
practices throughout the Kindergarten Association that reflect and incorporate
te reo and tikanga Maori and the Treaty of Waitangi

m establish and engage in processes of review that facilitate continual improvement
for the Association and its kindergartens

®  display ethical and responsible behaviour.

Strategic Leadership

® understand the implications of Aotearoa/New Zealand’s changing cultural,
social and economic context, and advocate for responsive Association policies
and practices

= contribute to the development of a shared vision for the future of the Association
and reflect a commitment to focusing the Association on continual improvement

®  make progress towards achieving the Association’s vision through effective
management of available resources

= demonstrate an understanding of, and be responsive to, the aspirations and

congerns of the kindergarten communities, the education sector and the wider
education community.

11
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3.6

Professional Relutionships

foster relationships with and between kindergartens and the Association
identify, establish and facilitate relationships within and between the education
sector and the wider community

communicate effectively with a range of individuals and groups

manage conilict effectively and work actively to achieve resolution.

Operations and Maenagement

contribute to the Association’s performance management policies, procedures
and practices to maintain and improve teacher effectiveness

comply with all relevant legislative requirements, and with monitoring and
reporting requirements

use available financial resources and assets to effectively and efficiently support

Association operations.

DEFERRED SALARY PROGRESSION
Where a teacher has not met the appropriate professional standards.throughout

the assessment period the employer may defer salary progression. The process for

deferred salary progression is shown in Diagram 3 (page 14).

a)

b)

c)

d)

Where progression has been deferred, the employer shall determine a time
frame (in consultation with the teacher) within which the teacher shall have
the opportunity to demonstrate the improved performance required to meet the
appropriate standards, through assistance and guidance.

If, at a second assessment, it is agreed that the teacher has demonstrated

that he or she has met the appropriate standards within the time frame, the
teacher will progress to the next step from the date of the second assessment.
This date will become the teacher’s new anniversary date for the purposes of
salary progression.

Where a teacher is unable to attain the standards within the specified time
frame, the teacher, if he or she is a beginning teacher or afully registered
teacher, will be required to undergo competency procedures as set out in Clause
6.3 of the KTCA. A teacher cannot be moved down the salary scale.

Where an experienced teacher is unable to meet the professional standards at
the experienced teacher level the teacher will return to heing assessed against
the professional standards for fully registered teachers. If the teacher does
not meet the professional standards at this level, he or she will be required

to undergo competency procedures as outlined in Clause 6.3 of the KTCA. A
teacher cannot be moved down the salary scale. If the teacher satisfies the
criteria at fully registered teacher level, the teacher can have the Professional
Standards for Experienced Teachers incorporated into his or her performance
expectations and development objectives and be assessed against these at the

next performance appraisal.
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A senior or head teacher who does not meet the relevant standards will determine
with their appraiser a timeframe within which they have the opportunity to
demonstrate that they are able to meet the standards. If they are then unable to
meet the relevant standards they will undergo competency procedures.
Competency procedures are set out in the KTCA and are designed to support

a process of appropriate assistance and guidance for teachers to cover specific

areas of concern.

3.7 LOCAL REVIEW PROCESS

a)

b)

c)

d)

&)

Where a teacher disagrees with the employer's decision to defer his or her salary
increment under the provisions of Clause 3.3(h) of the KTCA, the teacher may,
within 14 calendar days of being notified of the deferral, seek a review of that
decision by notifying the employer in writing. The teacher may be represented
during the process.

A reviewer shall be a person nominated by the Association and acceptable to the
teacher. The reviewer may be another staff member but should not be someone
who was connected with the original decision to defer progression. In the event
that agreement cannot be reached within a reasonable time as to who the
reviewer should be, it shall be determined by the employer.

The reviewer will give the teacher and the employer fair opportunity to make
representations. The reviewer shall make recommendations to the employer
within 30 calendar days of receiving the teacher’s application for review.

The employer shall make a final decision within 14 calendar days of receiving
the recommendation. Where requested, the teacher shall have access to the
information about him or herself provided to the employer by the reviewer.
Nothing in this clause prevents the teacher from taking a personal grievance in
accordance with Part 7 of KTCA,

Note: It may be necessary for very small Associations to develop a reciprocal

arrangement with a neighbouring Association.

13




_

ER N DIAGRAM 3 PROFESSIONAL STANDARDS AND SALARY PROGRESSION

Does the teacher meet the
appropriate Professional
Standards?

and i
aséesstnentset,.

}

Does the teacher meet the
appropriate Professional
Standards at the 2nd
assessment?

NO

Y

Is the teacher
“experienced”?

NO

Y
Is the teacher
“fully registered” or
“beginning™?

{ .
YES | as'per the KTCA apply.

s a change in -
YES Professional Standards
level appropriate?

i Moves to new salary step

H
H
H

! (unless at top of scale). . -

Is a change in
YES Professional Standards
level appropriate?

NO

J Maoyes toinew galary step
i funless at-fop.of scale), -

[ Assistance and guidance

YES | o be provided.
N : =

| Moves back to
i Brofessional Standards for:
§ “fully registered” tgacher:

Does the teacher meet the
appropriate Professional
Standards for “fully
registered” teacher?

NO

C

p_g_{enc;y pﬁocea

|

YES

YES

YES

| Moves to nextlevelof -~ |
. ‘Professional Standards
| and new salary'step. . |

Mowes to next Ievel of
_Professional Standards
and newsalary step. .

i Professional Standards. for ;
: “experienced” teachers . g
{ are incorporated into -

¢ performarice expectations.

bean i o s




4 WHAT ARE PERFORMANCE INDICATORS?

Performance indicators provide an objective way to assess the extent to which the
professional standards have been met. Assessment can take a variety of forms but
is typically about gathering evidence which indicates whether a particular level of
performance has been achieved.

Generic sample indicators and guidelines for their use have been developed for all
teachers. The sample indicators demonstrate how professional standards can be
translated into measures of performance that are meaningful to teachers, without
reducing roles to a series of tasks. It is important to note that indicators are signposts,
not a checklist. They do not need to be passed individually and are not a series of
tasks to be completed.

Performance indicators will:

®  clarify what a teacher has to do to demonstrate performance against the
professional standards

= help appraisers systematically observe and gather evidence of performance so
that decisions about a teacher’s achievements are made as fairly and objectively
as possible

m  enable professional standards to be implemented in a robust and consistent way
within the kindergarten and Association

m  allow kindergartens to apply the professional standards in a way that is

consistent with their culture and climate.

4.1 DEVELOPING PERFORMANCE INDICATORS
The sample performance indicators provided in this booklet are intended to
assist Kindergarten Associations and teachers to select and customise the most
appropriate indicators to suit the particular characteristics of their individual

kindergartens or Associations.

If Associations develop additional indicators then teachers must be involved. One

way to approach this might involve the following:

= teachers and senior management meet and agree on a process for developing
performance indicators

® teachers are asked to each contribute a short list of things which they feel
most demonstrate that a teacher is doing his/her job well. These are pooled
and categorised under the appropriate professional standards. This list is then
divided up by dimension and allocated to small groups of staff who refine their
portion of it. Each group’s work is collated and distributed, and a final meeting
held to allow staff to comment and agree upon the indicators

m g draft list of indicators is then presented to teachers for comment

= the final performance indicators are agreed and incorporated into the
performance management system _

m indicators are reviewed from time to time to ensure they actually assess what

is required.
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Beginning Teachers

Performance indicators for beginning teachers reflect the need for teachers at this
level to focus their time on developing fully competent teaching practices, and
acknowledge that support from more experienced colleagues is required for them to

achieve this,

Fully Registered Teachers
The performance indicators for fully registered teachers reflect a teacher who is
fully competent to perform all aspecis of a teaching role with minimal assistance

from senior colleagues.

Experienced Teachers

The performance indicators for experienced teachers reflect a teacher who is highly
skilled and able to take on a leadership role by sharing his or her experiences and
skills with less experienced colleagues, as well as perform some additional tasks

that contribute to the wider kindergarten community.

Head Teachers
The perfermance indicators for head teachers are in addition to the performance

indicators for experienced teachers.

Senior Teachers

There is a separate set of performance indicators for senior teachers,




How to integrate Professional

Standards into existing Performance
Management Systems — soMmEe PRACTICAL HELP

5 PERFORMANCE APPRAISAL PROCESS

A performance management system for teachers and head teachers should integrate:
m  professional standards

®  job descriptions

®  feacher registration

®  Association goals and expectations.

The process of monitoring and giving feedback needs to be ongoing throughout
the year. The arrangement works best when the teacher and appraiser have
regular contact and an open style of communication based on high levels of trust
and understanding. Appraisal meetings are not the time to investigate specific
concerns about a teacher’s performance. When a teacher requires assistance and
guidance to achieve a professional standard then this should be acknowledged and
planned for well before the final attestation.

5.1 COLLECTING INFORMATION
The performance appraisal process usually draws on information from a wide
range of sources, but the appraisal itself is only between the teacher and the person
with delegated authority to conduct the appraisal.

Sources of information could include:

= Ongoing and current documentation on assessment, planning and evaluation,
procedures, administrative and regulatory requirements

w  Self and peer review

®  Community feedback which may include kindergarten committee

®  Teaching portfolios: a collation and collection of evidence on individual
professional development, action research projects, innovative projects, internal
/ self review etc

®  Observation data.

Assessing performance accurately and fairly requires a clear understanding of what
it is that is being assessed. Some aspects of performance clearly lend themselves to
particular methods of assessment. For example, assessing ability in teaching and
learning strategies can most obviously be done through chservation.

It is useful for the teacher and appraiser to agree beforehand on the methods that
will be used in assessing the teacher’s performance.

There are a variety of methods that can be developed for assessing or measuring a
teacher’s performance. Those that are generally included for teachers’ assessment
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5.2

53

are ohbservation of teaching (for those staff with teaching responsibilities), self-
appraisal, and an appraisal interview where the teacher has the epportunity to
discuss their achievement of performance expectations and development objectives.

Other methods of assessing performance include:

m  peer review: feedback from colleagues at the same level

m  teachers: feedback gathered from other teachers to inform the appraisal

8 community: community feedback may include kindergarten committee
members and others who have a special involvement in the role of the teacher

being appraised.

THE PERFORMANCE APPRAISAL CYCLE

At the beginning of each performance appraisal cycle, the teacher and the appraiser
need to decide on the time frame and the method(s) to be used to assess that
teacher against the relevant professional standards.

The teacher’s performance appraisal should include:

w clarification of performance expectations

®  monitoring of performarnce

m identification of professional development objectives

®  annual assessment against the relevant professional standards
m feedback based on the performance appraisal.

PROCESS FOR APPRAISAL OF SENIOR TEACHERS

The appraisal process for senior teachers and the profile of the appraiser may differ
from Association to Association, based on factors such as:

w the size of the Association _

m  the number of senior teachers employed

m  the experience and expertise of the management team.

Boards may give delegated authority to carry out the appraisal to such persons as:

m  the Executive Officer/General Manager

®  the K4 Senior Teacher or Team Leader

®m 3 Senior Teacher from a neighhouring Association (in the case of smaller
Associations).

A Board itself may carry out an appraisal. In this case it is advisable for it to seek

input from an adviser or a consultant with relevant educational experience.

a) Objectives of the appraisal
Effective performance management requires the senior teacher and manager/
board to be clear in their expectations. Clear chjectives for each year's
professional development should also be set, hased on areas identified during

the appraisal process.




b)

Once the objectives are agreed, managers or Boards must make a commitment
to provide any financial or other assistance required to enable the senior teacher
to undertake suitable professional development to meet those objectives.

Who has input?

A thorough and systematic performance appraisal is likely to be based on more
than one person’s views. The types of people asked to provide feedback on the
senior teacher’s performance may vary between Associations.

At the beginning of the appraisal process, senior teachers and managers or
Boards need to agree on who they will involve and what their contribution will
bhe. ideally, the senior teacher and the appraiser need to be in regular contact.
They must also ensure they allow enough uninterrupted time for the appraisal
meeting to ensure it can be completed without rushing.

Typically, information relevant to the senior teacher’s annual appraisal is
collected throughout the year. The timing of the formal appraisal may vary
between Associations. In some, it takes place at the end of the year. Others have
a different annual cycle. Also, some Associations organise the formal appraisal
as a single meeting, whereas others prefer a series of interim appraisals in order
to avoid trying to cover too much at once.

Methods of assessing performance include:

B self review: senior teachers own reflections on performance

N peer review: managers or Boards could, with the senior teacher’s agreement,
invite a senior teacher from the same Association or a nearby Association to
have input into the teaching eomponent

® teachers: feedback from teachers to support the appraisal

= board: feedback from Board members to support the appraisal

® communily: feedback may include kindergarten committee members and
others who have a special involvement with the senior teacher in his/her role.

It is tmportant to ensure that people who are approached for comment are clear
about which aspects of the senior teacher’s performance they are being invited
to comment on. Comments should be objective and given in confidence.

Other information sources for the performance appraisal may include:
= monthly board reports or reports to managers

® the senior teacher’s reports to kindergartens following visits

® areport prepared by the senior teacher for the appraisal interview
= minutes from staff and head teacher meetings

B newsletters

ERO reports

professional development evaluations

reports of any research undertaken within the Association

outcomes of the senior teacher’s professional development activities.
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6 IMPLEMENTING THE PROFESSIONAL STANDARDS

6.1

6.2

NATIONAL GUIDELINES FOR ASSOCIATIONS

It is important that employers consult teachers, head teachers and senior teachers
as the professional standards are integrated into an Association’s performance
management system. This will ensure that the Association develops and continues
to refine an effective performance management system which is based on principles
of good faith, builds confidence and gives expression to all parties’ needs, values

and aspirations.

It may be necessary for Associations to periodically review policies relevant to their
performance management system — e.g:

B gppointment processes

m  professional development

®  appraisal.

Associations also need to give thought to:

®  gystems of record keeping, e.g. increment dates
m 3 review process for deferred progression

®  induction procedures

m  igsues of confidentiality

m  provision of assistance and guidance.

PRACTICAL WAYS FOR ASSOCIATIONS TO ENSURE THE REQUIREMENTS ARE MET
Associations must ensure that every stage of their performance appraisal process is

specified in detail and systematically documented.

It may vary between Associations as to how the performance indicators used
are described. However, every Association must be clear as to the level of
achievement recuired, taking into account both individual circumstances and

Association objectives.

The matters that should be specified and documented as part of the performance

appraisal process include:

® the name of the entity or person responsible for implementing the appraisal
policy- e.g. Association, Board, General Manager, Executive Officer, Senior
Teacher

m  where delegation of this responsibility is documented- e.g. relevant joh description
or other policy document

#  a detailed hreakdown of the performance appraisal procedure itself

®  the evidence required to show that the professional standards have been met

m the paperwork required to be completed by the appraiser following a
performance appraisal attesting that the professional standards have/have not

been met




the paperwork required to document a teacher’s appraisal results and
professional development plan and any strategies to be put in place should the
employee need assistance and guidance in achieving the professional standard
the post appraisal reporting process ie. who does the appraiser give the
appraisal results to and how this should be done

clarification that appraisals are to be annual and to occur prior to the teacher’s
annual increment date

the local review process

a statement on confidentiality.

Associations must ensure the performance appraisal process includes:

consultation with teachers as to the process

identification of each teacher’s appraiser

a written statement of expectations

identification of professional development goals, as well as the assistance or
support to be provided

observation of teaching (for those with teaching responsibilities)

self appraisal

an annual performance appraisal with a written report.

Associations will also need the following:

personnel policies which promote quality practices, including policies in relation
to appointment of competent staff, staff performance appraisals and professional
development for hoth management and educators

employment policies and practices which incorporate sound employment
principles, including good faith, equal employment opportunities and adherence
to the Teachers’ Council Code of Ethics

financial management polices which include budgeting to ensure policies and
objectives can be met, i.e. adequate funding of professional development.
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7 PROFESSIONAL STANDARDS AND PERFORMANCE INDICATORS

7.1 BEGINNING TEACHERS, FULLY REGISTERED TEACHERS AND EXPERIENCED TEACHERS
®  Professional standards are identified in bold type.

¢ Possible indicators follow each standard.

BEGINNING TEACHERS {ASSESSMENTS 1-2)

Beginning teachers have not yet attained
Jull registration. They are working with
adwice and guidance fowards gaining the
expected skills and knowledge of a teacher.

UNDERSTANDING TE WHARIKI

8 have a sound knowledge of Te Whariki
and current learning, teaching and
assessment theories

+ can discuss Te Whariki as it relates to
everyday practice

+ reflects current curriculum theory in
contribution to the programme

* contributes to the development and review
of assessment systems and methods

¢ understands and implements the cycle of
teaching, learning and assessment.

TREATY OF WAITANGI

B demonstrate understanding of the
implications of the Trealy of Waitangi,
te reo and tikanga Maori

+ makes every attempt to pronounce and
use Maori names and words correctly

incorporates elements of te reo and
tikanga Maori into the programme with
some guidance

develops resources which incorporate

elements of te rec and tikanga Maori
with some guidance

is developing an understanding of the
Treaty of Waitangi.

KEY PERFORMANCE AREA 1: Learning and teaching

FULLY REGISTERED TEACHERS [ASSESSMENTS 3-5)

Fully registered teachers have taught for at
least two years, atiained full registration
and dispiay a high level of competence

in the performance of their day-to-day
teaching responsibilities.

They are to meet the following standards
plus @ those of o beginning teacher.

® are competent in the content of
0 Te Whiriki
* can articulate how Te Whariki relates to
kindergarten practices

s can reflect current curriculum theory in
participation in the programme.

B demonstrate and discuss developments
in current learning, teaching and
assessment theories

* participates in the development and
review of assessment systems and
methads

+ understands and can implement the cycle
of teaching, learning and assessment.

¥ demonstrate knowledge of the Treaty ol
oWaitangi, te reo and tikanga Miori

* makes every attempt to pronounce and
use Maori names and words correcily

¢ incorporates elements of te reo and
tikanga Maeori into the programme

* develops resources which incorporate
elements of te reo and tikanga Maori

* seeks opportunities to further develop
and demonstrate understanding of the
Treaty of Waitangi.

EXPERIENCED TEACHERS {ASSESSMENTS 6+)

Experienced Teachers are highly skilled
teachers. They have a well developed
understanding of teaching and learning and
are to support and provide assistance to
teaching colleagues.

They are to meet the following standards
plus G those of a fully registered teacher,

= demonstrate a high level of knowledge
of Te Whariki and of current learning,
eteaching and assessment theories

» can articulate and discuss theoretical
underpinnings of Te Whariki and how
this relates to practice

* can fully understand and implement
the cycle of teaching, learning and
assessment.

B demonstrate a commitment to their own
ongoing learning and teaching

0 ¢ reflects current curriculum theory in
participation and leadership in the
programme

¢ leads and participates in the development

and review of assessment systems and
methods.

B demonstrate knowledge of the Treaty ol
OWaitangi, e reo and tikanga Méori

+ makes every attempt to pronounce and
use Maori names and words correctly

* incorporates and continually seeks
further ways to incorporate elements
of te reo and tkanga Maori into the
programie

* jnitiates and develops resources which
incorporate clements of te reo and
tikanga Maori

¢ further develops, demonstrates and
articulates understanding of the
Treaty of Waitangi.




BEGINNING TEACHERS (ASSESSMENTS 1-2)

IMPLEMENTING TE WHARIKI

® support children to take an increasing
role in their own learning and care

developing the ability to involve children
in assessment of, and planning for, their
own learning

acknowledges the particular knowledge
and experiences of Miori children and
incorporates these into the programme

maintains accurate documentation
that cnables children’s learning and
development to be presented in a clear
and understandable way for those
involved.

FULLY REGISTERED TEACHERS (ASSESSMENTS 3-5)

B demonstrate appropriate curriculum
assessment and evaluation praciices
othat are consistent with the principles of

Te Whitriki

actively participates in all aspects of the
planning, assessment and evaluation
processes within the team

developing an integrated approach to
planning which reflects the emergent
strengths and interests of children

involves children in assessment of, and
planning for, their own learning

demonstrates an ability to identify
appropriate learning goals for
individuals and groups of children

reflects and adapts own teaching
approaches and strategies to support
and enhance children’s learning
acknowledges the particular knowledge
and experiences of Maori children and
incorporates these into the programme.

EXPERIENCED TEACHERS (ASSESSMENTS 6+)

B demonstrate experlise and refined
approaches in all aspects of curriculum
assessment and evaluation praclices

actively participates in all aspects of the
planning, assessment and evaluation
processes within the team

has a well-developed understanding
of an integrated approach to planning
which reflects the emergent strengths
and interests of children

consistently involves children in
assessment of, and planning for, their
own learning

consistently demonstrates the ability to
identify apprepriate learning goals for
individuals and groups of children

caters to different learning styles and
interests

acknowledges the particular life
experience and knowledge of children
from diverse backgrounds and reflects
this in the kindergarten programme

acknowledges the particular life
experiences and knowledge of

Maori children and actively seeks to
incorporate these into the programme

uses a full range of assessment methods
to plan for children’s learning and
development

supports others to utilise a range of
assessment methods

gathers assessment examples that are
valid indicators of children's interests,
strengths and achievements and
supports less experienced colleagues

maintains accurate documentation that
enables children’s learning development
to be presented in a clear and
urderstandable way for those involved.
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BEGINNING TEACHERS {ASSESSMENTS 1-2)

TEACHING AND LEARNING STRATEGIES (INCLUDING USE OF RESQOURCES AND TECHNOLOGY)

B demonstrate flexibility and responsivencss

developing own teaching approaches
and strategies to support children’s
learning

demonstrates a developing ability to cater
to different learning styles and interests

provides appropriate feedback to family/
whanau in ways that are meaningful
and encoutages their involvement in
their child’s learning

acknowledges the particular knowledge
and experiences of children [rom diverse
backgrounds and has an increasing
ability to reflect this in the kindergarten
programme

consistently seeks out new ways to
facilitate learning and development

accesses and organises required
resources and technology in a timely
manner

uses & variety of resources and
technologies for teaching and learning

uses resources and technologies that are
appropriate to the learning styles and
interests of children.

= provide encouragement, warmih and
acceptance along with challenges for
creative and complex thinking

demonstrates a doveloping ability to
cater to different learning styles and
interests

as learning occurs, provides feedback to
children which is authentic, meaningful,
specific.

J§| PLANNING, ASSESSMENT AND EVALUATION

§| B plan, assess and evaluatle programmes

based on children’s strengths and
interests wilh rellection on teaching and
learning

participates in all aspects of the
planning, assessment and evaluation
processes within the team

is developing an understanding of an
integrated approach to planning which
reflects the emergent strengths and
interests of children

is developing an ability to Hentify
appropriate learning goals for
individuals and groups of children

rclects on own teaching approaches and
strategies and seeks advice to improve

has developing knowledge of different
forms of assessment and their nse

to plan for children’s learning and
development

gathers assessment information that is
a valid indicator of children’s interests,
strengths and achievements, with some
guidance

maintains accurate documentation that
enables children’s learning development
to be presented in a clear and
understandable way [or those involved.

FULLY REGISTERED TEACHERS (ASSESSMENTS 3-5)

B evaluate and reflect on teaching and
learning with a view to improvement

c}- reflects on own teaching approaches

and strategies and takes action to
improve

acknowledges the particular knowledge
and experiences of children from
diverse backgrounds and has the
ahility to reflect this in the kindergarten
programime

+ consistently secks out new ways to
facilitate learning and development

= provides appropriate feedback to family/
whdinau in ways that are meaningful
and encourages their involvement in
their child’s learning

+ accesses and organises requirad
resources and technology in a timely
manner

* uses a variety of resources and
technologies for teaching and learning

* uses resources and technologies that are
appropriate to the learning styles and
interests of children and in such a way
that engages children.

B ulilise assessment as & conscious praclice
. of noticing, recognising and supporting
documentation

+ demonstrates an ability to cater to
different learning styles and interests

¢ aslearning occurs, provides feedback to
children which is authentic, meaninglul,
specific and affirming

* has a knowledge of different forms of
assessment and uses these to plan for
children’s learning and development

» gathers assessment examples that are
valid indicators of children’s interests,
strengths and achievements

¢ maintains accurate documentation
that enables children’s learning and
development to be presented in a clear
and understandahle way for those
invelved.

EXPERIENCED TEACHERS {ASSESSMENTS 6+)

B continually evaluate and reflect on their
teaching and acl on areas where it can
be improved

+ reflects and adapts own teaching
approaches and strategies to support
and enhance children’s learning

consigtently reflects on own teaching
approaches and strategies and takoes
action to improve

» provides advice and support to
colleagues on teaching and learning
strategies

consistently seeks out new ways to
facilitate learning and development

as learning occurs, provides [esdback to
children which is authentic, meaningful,
specific and allirming

+ provides appropriate feedhack to family/
whanau in ways that are meaningful
and encourages their involvement in
their child's learning

* accesses and organises required
resources and technology in a timely
manner

* uses a variety of resources and
technologies for teaching and learning

+ uses resources and technologies that
are appropriate to the learning styles
and interests of children and in such a
way that engages children for further
exploration and learning.

Expericnced teachers meet the standards
of both beginning and fully registered
teachers.




BEGINNING TEACHERS (ASSESSMENTS 1-2)

POSITIVE GUIDANCE

® demonsirate an understanding of
positive guidance siralegies

* gives positive feedback to children
which encourages their sell-esteem and
cngagement in further learning

¢ understands and clearly communicates
appropriate positive guidance strategies

* involves children in establishing the
limits and expectations for behaviour
and supporting thelr peers

* implements strategies that encourage
children to play coopsratively and
collaboratively

* with assistance, supports children to
negotiate with each other and resolve
their own conflict in appropriate ways.

ENGAGING CHILDREN

u develop effective practices in
engagement of children’s learning

¢ has a developing knowledge of a range
of teaching approaches and strategies
and their use to engage children in
learning

+ facilitates opportunities for children to
he active participants in the learning
process and demonstrates enthusiasm
and enjoyment in learning.

LEARNING ENVIRONMENT

& creale and maintain a sale environment
thal is conducive lo learning

+ creates a positive environment where
children have the confidence to take
risks with their learning

assesses risks to children’s safety and
takes appropriate action where possible
establishes a physical envirenment
which promaotes children’s engagement
in learning.

m demonstrate effective posilive guidance
strategics

+ gives positive feedback to children
which encourages their self-esteem and
engagement in further learning

¢ clearly communicates and applies
appropriate pesitive guidance strategies

+ involves children and helps them cngage
in appropriate social behaviour and
support of their peers

+ implements strategies that encourage
children to play cooperatively and
collaboratively.

B develop competent praciices in facilitaling
c}children’s engagement in learning

* uses a range of teaching strategios
and approaches to engage children in
learning

+ facilitates opportunities for children to
be active and engaged participants in
the learning process and demonstrates
enthusiasm and enjoyment in learning

+ actively supports children’s developing
identily as learners

« with the team, establishes clear
kindergarten routines, involving
children where appropriate

+ zlways assesses risks to children’s safety
and takes appropriale action
+ establishes and maintains a physical

environment which promotes children’s
engagement in learning.

Fully regisiered teachers meet the
O standards of beginning teachers

FULLY REGISTERED TEACHERS (ASSESSMENTS 3-5)
KEY PERFORMANCE AREA 2: Learning environment

EXPERIENCED TEACHERS {ASSESSMENTS 6+)

® demonstrate a high level of commitment
to children’s well-being and social
competence

* implements strategies that enable
children to learn to take responsibility
for their own behaviour

+ clearly communicates and consistently
applies appropriate positive guidance
strategies

* gives positive faedback to children
which encourages their self-esteem and
engagement in further learning

¢ involves children and helps them
cngage in appropriate social behaviour
and to support their peers

« implements strategies that encourage
children to play cooperatively and
collaboratively

* supports children to negotiate with each
other and resolve their own conflict in
appropriate ways.

B demonstrate a wide range of approaches
that facilitate all children’s engagement
Oin learning

* uses a full range of teaching strategies
and approaches to engage children in
learning

» facilitates opportunities for children to
be active and engaged participants in
the learning process and demonstrates
enthusiasm and enjoyment in learning

* actively supports children’s developing
identity as learners

» gstablishes, maintains and facilitates a
physical environment which promotes
children’s engagement in learning.

m effectively facilitate challenging learning
3 environmenis

* supports others to utilise a range of
strategies and approaches

* creates a positive environment where
children have the confidence 1o teke
risks with their learning

* with the team, establishes clear
kindergarten routines, involving
children where appropriate

* always assesses and plans to minimise
risks to children’s safety and takes
appropriate action

+ adapts the physical environment to
cenhance learning opportunities while
maintaining effective routines

+ acknowledges and values children’s
learning through displaying their work.
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BEGINNING TEACHERS (ASSESSMENTS 1-2)

FULLY REGISTERED TEACHERS (ASSESSMENTS 3-5)

EXPERIENCED TEACHERS {ASSESSMENTS 6+

26

EXPECTATIONS

= demonstrate expectations that value and
promote learning

* actively supports children’s developing
identity as a learner

+ implements strategies that encourage
children to play cooperatively and
collaboratively

+ with the team, establishes clear
kindergarten routines, involving children
where appropriate

is developing the ability to adapt the
physical environment to enhance
learning opportunities while maintaining
effective routines

* acknowledges and values children’s
learning through displaying their work

* encourages children to value and
appreciate cach otiier.

RESPECT AND UNDERSTANDING

® establish positive relationships with
children that respect their individuality,
culture and place in thefr communiiy

¢ encourages children to take
responsibility for their own learning

« implements strategies that enable
children to learn to take responsibility
for their own behaviour

+ implemcnts strategies that encourage
children to play cooperatively and
collaboratively

¢ respects the right of children, colleagues
and family/whanau to have their own
beliefs and values

* expresses a positive attitude towards
people

* listens to and respects the points of view
of others.

= e¢stablish high expectations that value
and promole learning
= creates a positive environment where
children have the confidence to take
risks with their learning

* adapits the physical environment to
enhance learning opportunities while
maintaining effective routines

+ acknowledges and values children’s
learning through displaying their work.

X maintain and promote positive
relationships with children that respect
9 their individuality, culture and place in
their community

* encourages children to take
responsibility for their own learning

+ implements strategies that enable
children to learn to take responsibility
for their own behaviour

« supports children to negotiate with each
other and resolve their own conflict in
appropriate ways

¢ respects the right of childresn, colleagues
and family/whanau to have their own
beliefs and values

* oxpresses a positive altitude towards
paople

* encourages children to value and
appreciate sach other

* listens to and respects the points of view
of others.

= maintain high expectations of all
children that value and promote learning

= encourages children to take
responsibility for their own learning

+ respects the right of children, collcagues
and family/whanau to have their own
heliefs and values

* pxpresses a positive attitude towards
people

¢ encourages children to value and
appreciate each other.

¥ maintain and promote positive
relationships with children thal respeci
9 their individuality, culturc and place in
their community

* encourages children to take
responsibility for thelr own learning

* implements strategies that enable
children to learn to take responsibility
for their own hehaviour

« supports children to negotiate with each
other and resolve their own conflict in
appropriatc ways

* respects the right of children, colleagues
and family/whanau to have their own
beliefs and values

* expresses a positive attitude towards
people

* encourages children to value and
appreciate sach other

s listens to and respects the points of view
of others.




BEGINNING TEACHERS {ASSESSMENTS 1-2)

| CHILDREN, COLLEAGUES, WHANAU
B demonstrate skills for effective
communication
* uses a range of communication strategics

+ adapts and selects appropriate strategies
for communicating effectively with a
diverse range of people

* maintains confidentiality, respect amd
trust

+ demonstrates skills in active listening

* uses positive reinforcement to encourage
appropriate behaviours

+ seeks assistance from colleagues when
unsure or misunderstands the situation

* recognises and values the input of
families/whanau to the kindergarten

= effectively handles, with support,
difficult inquiries from family/whanaun.

KEY PERFORMANCE AREA 4: Support for and co-operation with colleagues

g ® co-operate with and scek support from
I colleagues

+ identifies own professional development
opportunities and communicates
to appraiser when establishing
expectations for improving practice

* engages in personal and whole centre
professional development, including
those held outside the kindergarien day

* shares knowledge of curriculum and
teaching approaches to improve practice
or support others where appropriate

+ participates in the development of
teaching resources, strategies and
appreaches.

B communicate clearly and accurately in
either or both of the ollicial languages of
Aotearoa/New Zealand

* shows confidence in using a range of
communication strategies

+ can adapt and select appropriate
strategies for communicating effectively
with a diverse range of people.

= communicale effectively with children,
colleagues, lamily/whéanau and
carcgivers
* maintains confidentiality, respect and
trust

+ demonstrates skills in active listening

* seeks assistance from colleagues when
unsure or misunderstands the sitnation.

B provide regular feedback that
contributes to the child’s learning
pathway

* uses positive reinforcement to
encourage appropriate behavicurs.

® involve parents/whinau in the
kindergarten programme
* recognises and values the input of
families/whanau to the kindergarten

= effeciively handles difficult inquiries
from family/ whanau, occasionally
reguiring assistance from a more
experienced colleague.

= display ethical and responsible behaviour

« familiar with the ECE Code of Ethics and
promotes its use

* encourages ethical hehaviour in others
and role models this.

® establish and maintain effective working
relationships with colleagues

o' shares knowledge of curriculum and
teaching approaches to improve practice
or supports others,

+ initiates and participates in the
development of teaching resources,
strategies and approaches.

B encourage others and participate in
prolessional development

+ identifies own professional development
opportunities and communicates
these to appraiser when establishing
expectations for improving practice

* engages in personal and whole centre
professional development, including
those held outside the kindergarten day.

FULLY REGISTERED TEACHERS [ASSESSMENTS 3-5)
KEY PERFORMANCE AREA 3: Communication

EXPERIENCED TEACHERS (ASSESSMENTS 6+)

1 demonstrate highly effeclive
communication skills when interacting
9 wilh children, colleagues or family/
whanau

« confident in using a range of
communicafion strategies

* adapts and selects appropriate
strategies for communicating effectively
with a diverse range of people

* maintains confidentiality, respect and
trust

¢ demonstrates skills in active listening

+ uses positive reinforcement to
encourage appropriate behaviours.

m demonstrate effective skills in
responding to the aspirations of family/
whéinau and caregivers

* seeks assistance from colleagues when
unsure or misunderstands the situation

+ recognises and values the input of
families/whanau to the kindergarten

s effectively handles difficult inquiries
from family/whanau

¢ supports less experienced collcagues to
effectively handle difficult inquiries from
family/whanau.

® display ethical and responsible
hehaviour

* familiar with the ECE Code of Ethics
and premotes its use

* encourages ethical behaviour in others
and role medels this.

B support and provide eilective assistance
to colleagnes in improving teaching and

{b learning

+ takes a leading role in sharing knowledge
of curriculum and teaching approaches
to improve practice and to support others

+ initiates and participates in the
development of teaching resources,
strategies and approaches.

B encourage others and participate in
professional development

+ identifies own professional development
opportunities and ¢communicates
these to appraiser when establishing
expectations for improving practice

*+ initiates and organises own professional
development solutiens

» engages in personal and whole centre
professional development, including
those held outside the kindergarten day.
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BEGINNING TEACHERS {ASSESSMENTS 1-2)

B he involved in activilies that contribute
to the Jile of the kindergarten

¢ willingly participates in activities which

benefit colleagues or the kindergarten as

a whole

* comments on proposed modifications
to and development of the kindergarten
and Association policies and
programmes

* engages in internal review processes
within the kindergarten.

develop sound knowledge and skills in
relation to Association administrative
requirements

+ has a developing understanding of
the roles of each position within the
Association and how these relate to
each other

+ is familiar with and follows the policies

and procedures of the kindergarten and
Association.

o

FULLY REGISTERED TEACHERS {ASSESSMENTS 3-5)
KEY PERFORMANCE AREA 5: Contribution to wider kindergarten operations

contribute to the life of the kindergarten,

its community and the Association

« willingly participates in activities which
benefit colleagues or the kindergarten as
awhole

* advises on proposed modifications to and
development of the kindergarten and
Association policies and programmes

* engages in internal review processes
within the kindergarten.

maintain accurate records in relation to
Association adminisirative requirements

* has knowledge of the roles of each
position within the Asscciation and how
these relate to each other

* has a sound knewledge of and
consistently follows the policies and
procedures of the kindergarten and
Association.

EXPERIENCED TEACHERS (ASSESSMENTS 6+)

= coniribute lowards the cffeclive
functioning of the lotal kindergarten's

0 relationships with the Association and

the wider community

+ willingly participates in activities which
benefit colleagues or the kindergarten
as a whole

* participates in the development
of proposed modifications to and
development of kindergarten and
Association policies and pregrammes

* engages in internal review processes
within the kindergarten.

= susiain knowledge and skill in
relation 1o Association administrative
ercquirements

= has a sound knowledge of the roles of
cach position within the Association and
how these relate to each other

+ has a sound knowledge of and
consistently follow the policies and
procedures of the kindergarten and
Association

+ advises and mentors less experienced
teachers on matters of professional
knowledge.




7.2 HEAD TEACHERS
= Professional standards are identified in bold type.
¢ Possible indicators follow each standard.
Head teachers are to meet the following standards plus those for experienced teachers.

HEAD TEACHERS

Professional leadership

® fulfil the role of professional leader as outlined in their job description

+ contributes to professional debates within the Association

* demonsirates an ability to criticque and apply knowledge and resources effectively
¢ demonstrates elfective practices in information management

* ensures that teachers have access to the information they require

* leads the development and review of kindergarten programmes and procedures.

® demonstrate a thorough understanding of current approaches to effective teaching and learning across
the curriculum

*» demonsirates a thorough understanding of current policies and practices in early childhood education
* keeps up to date with theories and practices for teaching and learning
* ensures that the teaching team engages in an ongoing process of assessment, planning and evalvation

* supports the teaching team to use [CT {information and communication technologies) in an integrated way
for teaching and learning.

® understand and apply, where appropriate, current practices for effective leadership and management from
both within and beyond education

* contributes to establishing, implementing and maintaining effective and efficient kindergarten operating
systems

+ seeks out and implements wise practice systems for management and leadership
* manages time well, prioritises tasks and meets deadlines.

® provide professional leadership to the kindergarien team by encouraging vision and innovation
* encourages vision and innovation in kindergarten operations

provides appropriate role model for teachers

s sets clear expectations for teachers

+ articulates a coherent philosophy of early childheod education

* seeks opportunities to support and advocate for the teaching profession and carly childhood education.

= facilitate the development and implementation of practices that reflect the dual heritage of Aotcaroa/
New Zealand within the kindergarten

* lakes opportunities to develop own knowledge and support others in the kindergarten to develop knowledge of
te reo and tikanga Maori

= takes opportunities to develop own knowledge, and support others in the kindergarten to develop knowledge of
the Treaty of Waitangi and biculturalism.

® reflect on own performance appraisal and demonsiraie a commitment to own ongoing learning
* undertakes self appraisal as part of a performance management process
* identifies own strengths and areas for development

actively seeks opportunities to improve knowledge and skills
* builds networks with a range of organisations to enhance own learning
* maintains active membership of relevant professional organisations.

® pariicipate in procedures and practices to maintain, affirm and improve leam effectiveness
* participates in the Association’s performance management system
« advocates professional development opportunities for the teaching team
+ shares responsibilities and delegates tasks as appropriate
+ unnderstands the impact of technology on the kindergarien and on work itsell.
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HEAD TEACHERS

Professional leadership continued

= molivale and support the teaching team to improve the quality of teaching and learning

» works to ensure that the toaching team feels valued, and is motivated and positive about the kindergarten's
direction

+ encourages and provides opportunities for the teaching team to reflect on their practices
* encourages the teaching team to share effective teaching and learning practices.

m display ethical and responsible behaviour
* familiar with the ECE Code of Ethics and promotes its use
* encourages ethical behaviour in others and provides role models for this.

Relationship management

= identify, establish and foster relationships within and between the Kindergarten and the wider community
* promotes opportunities for parents, whanau and community to be involved in children's learning

+ builds relationships with community leaders as appropriate

* demonstrates positive relationships with parent committees/support groups

+ positively represents the Association

* Dbalances the perspectives of different groups and where appropriate works with community agencies and
groups on issues of concern

+ promotes opportunitics for teacher involvement in decision making
= demonstrates an understanding of the implications of Government policies for the work of the kindergarten

keeps the Association appropriately informed on issues relevant to kindergarten operations.

& communicaie eflectively with a range of individuals and groups
+ speaks clearly, concisely and confidently
+ writes clearly and concisely
+ listens actively

* ensures that teachers receive information on issues of importance to the kindergarten.

® manage conilict effectively and work actively to achieve resolution
¢ deals fairly with pcople
* works to achieve solutions

* seeks appropriate assistance for conflict resolution when necessary
« challenges others in response to discriminatory practices.

Operations and management

- { ™ comply with all relevant legislative requirements and with monitoring and reporting requirements
¢ works within legislation and other requirements relating to all aspeets of kindergarten operations

+ ensures that ail reporting requirements are met to the appropriate standard

* uses ICT (information and communication technologies) to access and manage information,

® elfectively and efficiently use available financial resources and assets (within delegated areas of authority)
Lo support kindergarten operations

* ensures that relevant budgets allocate resources to rellect the kindergarten’s priorities

+ focuses available financial resources on areas which have the greatest henefit in improving learning outcomes
for children

+ maintains an effective system for controlling, monitoring and reporting on the use of finances and resources.




HEAD TEACHERS

Strategic management

understand the implications of Aotearoa/New Zealand's changing cultural, social and cconomic context, and
reflect these changes in the kindergarten

* keeps up to date with issues that could impact on the work of the kindergarten

* contributes to Association systems o monitor and respond to demographic changes
* supports teachers to adapt to cultural, secial and economic changes

= effectively promotes kindergarten to the community.

® establish and engage in processes of review that facilitate continual improvement
* coniributes to the establishment and implementation of processes for regular self review
* demonstrates skills in data collection, analysis, management and reporting
* reflects on outcomes of self review and contribute to implementing strategies for improvement
* ensures effective and timely responses to external audits.

€ ® initiate, plan and manage the kindergarten programme and practices to reflect a commitment to focusing the
kindergarten on continual improvement

* provides effective professional leadership in facilitating continual improvement
* advocates for the provision of high quality early childhood education
* consulis regularly and effectively with all interest groups.
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7.3 SENIOR TEACHERS
= Professional standards are identified in bold type.
¢ Possible indicators follow each standard.
Senior teachers are to meet the following standards plus those for head teachers,

SENIOR TEACHERS

Professional leadership

g = {ulfil the role of professional leader as outlined in their job description
L+ contributes to and facilitates professional debates both within and beyond the Association
» demonstrates an ability to critique and apply knowledge and resources effectively
* demonstrates effective practices in information management
+ contributes to policy development processes
* seeks opportunities to suppert and advocate for the teaching profession and ecarly children education.

™ demonstrate an extensive knowledge and understanding of current approaches o ellective teachin g and learning
+ demonstrates a thorough understanding of current policies and practices in early childhood education

keeps up to date with theories and practices for teaching and learning
+ disseminates information and knowledge about current practices in teaching and learning

*+ supports teachers to enhance their knowledge and understanding of current approaches to effective practice in
teaching and learning

¢ ensures that teaching teams engage in an ongoing process of assessment, planning and evaluation
* supports and promotes the use of ICT for teaching and learning in an integrated way.

{ ® understand and apply where appropriate, current practices for effective leadership and management rom both
within and beyond education

* contributes to establishing, implementing and maintaining effective and efficient management systems

keeps up to date with current leadership and management theories and practices through professional development
and reading

* disseminates information and knowledge about current practices for effective leadership and management

= supports teachers 10 enhance their knowledge and understanding of current practices for effective leadership
and management

* actively seeks out and Implements wise practice systems for management and leadership
* manages time well, prioritises tasks and meets deadlines.

¥ provide prefessional leadership and direction (o the kindergarten teams by encouraging vision and innovation
* encourages visionary thinking and supports innovation in kindergarten practice
* provides appropriate rele models, guides and mentors for teachers
* sets clear expectations for teachers

» articulates a coherent philosophy of early childhood education.

£ ™ inspire, motivate and support teachers lo continually improve the quality of teaching and learning
* works to ensure that teachers feel valued and are motivated and positive about the direction of the Association
*+ cncourages and provides opportunities for teachers to reflect on their practices
* encourages teachers to share effective teaching and learning practicos.

B reflect on own performance appraisal and demonstrate a commitment to own ongoing learning
* undertakes self appraisal as part of a performance management process
* identifies own strengths and areas for development
*» actively seeks opportunities to improve knowledge and skills
* engages in meaningful and effective professional development
* huilds networks with a range of organisations te enhance own learning
* maintains active membership of relevant professional organisations.




SENIOR TEACHERS

Professional leadership continued

= advocate for and support the [acilitation, development and implementation of practices throughout the
Kindergarten Association that reflect and incorporate te reo and tikanga Maori and the Treaty of Waitangi

* makes every atterpt te pronounce Maorl names and words correctly and supports others to use correct
pronunciation

= demonstrates an understanding of tikanga Maori in an ECE context

« takes opportunities to develop own knowledge and supports others in the Assoctation to develop knowledge of to reo
and tikanga Maori

* demonstrates an understanding of the Treaty of Waitangi and biculturalism in an ECE context

*+ takes opportunities to develop own knowledge and support others in the Association to develop knowledge of the
Treaty of Waitangi and biculturalism,

| ™ establish and engage in processes of review that lacilitate continual improvement lor the Association and ils
kindergartcns

* contributes to the establishment and implementaiion of Association processes for regular self roview

* supports and encourages teaching teams to develop and engage in a meaning{ul process
of self review

* reflects on cutcomes of self review and contribute to implementing strategics for improvement
* has well developed practices in data collection, critical analysis, management and reporting
* coniributes to effective and timely responses to external audits.

& display ecthical and responsible behaviour

¢ is familiar with the ECE Code of Cthics and promotes its use

* is able to access relevant information to support ethical hehaviour

* encourages ethical behaviour in others and provides role model for this.

Strategic leadership

2 undersiand the implications of Aolearca/New Zealand's changing cultural, social and cconomic context and
advocate for responsive Associetion policies and practices

* keeps up to date with issues and disseminates relevant information that could impact on the work of the Association
* supports the Association to menitor and respond te demographic changes
* supports teaching teams to adapt to culiural, social and cconomic changes

" ¢ vworks to ensure teachers feel valued and are motivated and positive about the Association.

= contribute to the development of a shared vision for the future of the Association and reflect . commitment to
focusing the Association on continual improvement

* provides opportunities for different interest groups to articulate their vision for the Association
* provides effective professional leadership in facilitating continual improvement

* promotes an cthos throughout the Association that sets an expectation for the provision of high quality early
childhood education.

® make progress toward achieving {he Association’s vision through effective management of available resources
* consults regularly and effectively with interest groups
+ contributes to discussions regarding resoureing pricrities
* develops positive working relationships with appropriate personnel outside the Association
* lizises effectively with relevant agencies. -

| m demonstrate an understanding of and be responsive to the aspirations and concerns of the kindergarten
communities, the educaiion sector and the wider education community

*+ halances the perspectives of different groups

* where appropriate, works with community agencies and groups on issues of concern

* promotes opportunities for the involvement of teaching teams in decision making

* demonstrates an understanding of the implications of Government policies for the work of the Association.
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SENIOR TEACHERS

Professional relationships

= fosler relationships with and between kindergartens and the Association
* promotes opportunities for parents, whanau and community to be invelved in children's learning
« demonstrates positive relationships with kindergarten staff and kindergarten communities
s contributes to management discussions and decision making
* makes constructive contributions to the work of the senior management team
* positively represents the Association
» makes every attempt to ensure all parties are appropriately informed.

4§ = identify, establish and facilitate relationships within and between the education sector and the wider community
|« builds relationships with community leaders as appropriate

+ halances the perspectives of interest groups and where appropriate works with them

+ keeps the Association appropriately informed on issues relevant to kindergarten operations.

| ® communicate effectively with a range of individuals and groups
+ speaks clearly, concisely and confidently

* writes clearly and concisely

* listens actively

+ keeps teaching staff and the senior management team appropriately informed on issues of importance to
the Association.

deals fairly with people
« able to deal with challenging situations constructively and appropriately
* works to achieve solutions

seeks appropriate assistance to conflict resolution when necessary.

| ® contribute (o the Associalion’s performance management policies, procedures and practices to maintain and
improve teacher elfecliveness

* advocates recruitment and appointment processes that are consistent with the State Sector Act and reflect the
Association’s EEO policies

+ participates in the Association performance management systems

« ensures that teachers have opportunities to access professionzl development

« supports effective strategics to recruit and retain high quality teaching staff to join the Association
+ promptly addresses the performance issues of teachers

* understands the impact of technology in the workplace

* uses ICT (infermation and communication technologies } to access and manage information.

§ B comply wilh all relevant legislative requiremerts and with moniforing and reporting requirements

¢ works within relevant regulations and requirements relating to all aspects of the Association’s operations
* ensures that teachers comply with all relevant legislative and reporting requirements

= ensures that all reporting requirements are met to the appropriate standard.

® use of available financial resources and assels to eflectively and elficiently support Association operations
« ensures that allocated budgets are utilised to reflect the Association's priorities

¢ focuses availeble financial resources on areas which have the greatest benefit in improving learning outcomes
for children

ERFORMANCE DIMENSIONS =

+ maintains an effective system for controlling, monitoring and reporting on the use of finances and resources.




8 FREQUENTLY ASKED QUESTIONS

1. QUESTION
What is a perforinance management system?

ANSWER
The objective of a performance management sysiem is to improve learning for
children by improving the quality of teaching and leadership.

An integrated performance management system brings together assessment
against professional standards, appraiscl for professional and personal
development and Teachers’ Council registration processes i.e. renewal of practicing
certificate against satisfactory teacher dimensions.

2.  QUESTION
How does performance management relate to the kindergarten sector?

ANSWER

In accordance with DOP 11 Kindergarten Associations are required to hove
personnel policies which promote quality practices, including the appointment

of competent staff, staff appraisal and professional development for management
and educators.

From 1 July 2004, they are also required to have a performance manogement
syste,'r?rz that includes professional standards for teachers, head teachers and
senior teachers that features key performance areus, performance dimensions and

performance indicators.

All Kindergarten Associations will be required to implement professional standards
within the performance management guidelines and minimum standards developed
by the Ministerial Working Group.

Teachers, head teachers and senior teachers will be assessed annually against the
relevant professional standards before salary increments are approved.

3. QUESTION
Where did professional standards come from?

ANSWER

Professional standards already apply to teachers in the school sector and are a
Jundamental component of the unified pay system (UPS). It was agreed that, as
part of pay parity, a similar set of professional standards should be put in place
Jor kindergarien teachers. They will be used for the purpose of determining salary
progression of kindergarten teachers, head teachers and senior teachers.
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QUESTION
What has to happen and by when?

ANSWER

Professional standards will be incorporated inte the KTCA by way of a formal
variation from 1 July 2004. However, to allow intensive professional development
to take place assisting with implementation and national consistency, professional
standards will not be used for the purpose of assessing teachers’ performance uniil
1 January 2005.

5. QUESTION
Will professional standards be the same in all Kindergarten Associations across
the country?
ANSWER
Yes. The same professional standards will apply to each group: beginning teachers,
Jully registered teachers, experienced teachers, head teachers and senior teachers,
regardless of location.
There are national guidelines, including minimum standards, to assist
Kindergarten Associations to implement professional standards and to ensure
national consistency. These were developed by the Ministerial Working Group.

6. QUESTION
Will performance management systems be the same in all Kindergarten Associations
across the country?
ANSWER
Not necessarily. It will be up to each Association to implement its own performance
management system within the national guidelines and minimum standards
developed by the Working Group.
In each Association, the system should be developed and reviewed in consultation
with teachers. The written policy should confirm who is responsible for
implementing the pelicy, the process to be followed, the process for dealing with
disputes (e.g. details of how the local review process as outlined in the KTCA will
work in practice) and the statement on confidentiality.

7. QUESTION

How does appraisal relate to professional standards and performance
management systeimns?

ANSWER )
Appraisal is one component of a performance management system. Appraisal is
related to professional development and growth. The appraisal process is used to



establish expectations and objectives that will lead to professional growth through
reflection and formal feedback.

The appropriate professional standards should be articulated and confirmed when
setting performance expectations and developing objectives.

Additional standards or performance objectives (outside of the national
professional standards) can be negotiated between the appraiser and teacher but
they cannot be used as the basis for salary progression.

8.

QUESTION
How will & teacher be assessed against professional standards?

ANSWER

Each teacher will be assessed annually against the relevant professional standards
within the process established by the employing Kindergarten Association.

The appropriate professional standards including the relevant performance
indicators and the Association’s performance management system, will form the
basis of the formal assessment.

A resource bank of sample indicators has been developed by the working group,
and is included in section 7 of this resource. It is expected that individual teachers
will also be involved in the development of additional relevant indicators when
setting their performance and development objectives for the coming year.

- QUESTION

What are the responsibilities of the employer and teacher in the performance
management process?

ANSWER

There are reciprocal responsibilities in employment. Teachers must maintain
a minimum standard of performance at all times and employers must provide
support and resources to assist them in this. Both parties have reciprocal
obligations to participate fully in the process.

10.

QUESTION
What happens if a teacher fails to meet the required standard?

ANSWER

A teacher may have his or her salary progression deferred. Where progression

has been deferred, a time frame is determined within which the teacker has the
opportunity to demonstrate that they are able to meet the specified standards. If
at a second assessment, within or at the end of the set time frame, it is agreed that
the teacher has met the standards, he or she will progress to the next step. If a
teacher is unable to attain the standards within the time frame agreed, a teacher
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who is at the beginning or fully registered teacher level will be required to undergo

competency procedures.

If a teacher is at the experienced teacher level and is unable to meet the
appropriate professional standards within the time frame agreed, he or she will
return to being assessed against the Prafessional Standards for Fully Registered
Teachers. If the teacher is unable to meel the standards at this level, he or she will
be required to undergo competency procedures. If the teacher satisfies the criteria
at the fully registered level, the teacher can then have the Professional Standards
Jor Experienced Teachers incorporated into his or her performance expectations
and be assessed against these in the next performance appraisal.

A senior teacher or head teacher who does not meet the relevant standards will
determine with their appraiser a timeframe within which they have the opportunity
to demonstrate that they are able to meet the standards. If they are then unable to
meel the relevant standards they will undergo competency procedures.

Competency procedures are set out in the KTCA and are designed to support o
process aof appropriate assistance and guidance for teachers to cover specific areas

of concern.

11. QUESTION
What happens if a teacher does not agree with the decision deferring his or her
progression on the salary scale?
ANSWER
A local review process exists whereby a teacher can seek a review of the
employer’s decision to defer his or her salary increment. (Refer to Clause 3.3(h) of
the KTCA).

12. QUESTION
Do all teachers, head teachers and senior teachers have to meet the professional
standards each year?
ANSWER
Yes, they do. Bven when o teacher has reached the maximum salary scale, an
annual appraisal against the relevant professional standards will continue to
occur. Teachers will need to develop their own specific performance expectations
and development objectives each year.

13. QUESTION

Can teachers be moved down the salary scale?

ANSWER
No.



14.

QUESTION
How often will a teacher be formally assessed against professional standards?

ANSWER

A formal discussion will take place at least once a year. However, there will
be times throughout the year when goals or objectives are monitored. Frequent
opportunities should be provided for informal discussions and feedbuck.

15.

QUESTION
How many times will teachers be assessed against the relevant professional
standards on each set of professional standards?

ANSWER
Beginning teachers require a minimum of two successful annual assessments
against the professional standards to move to the fully registered level.

Teachers who are provisionally registered and subject to confirmation will be
assessed against the beginning teacher professional standards.

The only exception is where the teacher and the employer agree that more than
one assessment against the beginning standards is not appropriote because of that
teacher’s previous relevant experience. In such cases, the teacher may be assessed
against the fully registered teacher standards after just one assessment at the

beginning teacher level.

This holds true for the purposes of assessment and salary progression only.
Beginning teachers cannot gain registration through this process. The New Zealand
Teachers’ Council requires all teachers to complete two years of satisfactory
teaching before being considered for full registration.

Fully registered teachers must complete a minimum of three successful annual
assessments against the professional standards at this level before moving to the
experienced teacher cutegory.

Experienced teachers will have ongoing annual assessments against the
Experienced Teacher Professional Standards even when they have reached the top

of the salary scale.

Head teachers will have ongoing annual assessments against the Experienced
Teacher Professional Standards and the Head Teacher Professional Standards,
even when they have reached the top of the salary scale.

Senior teachers will have ongoing annual assessment against the senior teacher
professional standards even when they have reached the top of the salary scale.
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16.

QUESTION
Initially, how will it be determined which set of standards is relevant to teachers,

head teachers and senior teachers for assessment purposes?

ANSWER
A teacher’s position, years of service and registration status will determine the
relevant set of standards os per question 135,

17. QUESTION
Who has access to a teacher’s assessment resuits?
ANSWER
Only a teacher, the appraiser and the employer have access to the assessment
results. Results must be stored in a secure, confidential manner and this should be
reflected in the Kindergarten Association’s written policy.

18. QUESTION
What happens if I don’t meet all the requirements of the professional standards in
my performance level?
ANSWER
If this is identified during the year, support and advice needs to be provided to help
you get up to speed in the identified areas.
If this is identified at your appraisal meeting, your salary increase may be deferred
{if you are not already at the top of the scale). Whether or not this is the case,
support and advice needs to be provided to help you get up to speed and a further
assessment will be held at the end of this programme. If you then demonsirate
competency in the identified areafs), you will be entitled to your salary increase and
this date becomes your new increment duote.
If you are still unable to demonstrate the required standards, competency
procedures (as set out in your relevant employment agreement, Clause 6.3 KTCA)
will be instigated. This is set out on page 14 of this resource.

19. QUESTION ,
How many years can I stay in the fully registered teacher level if I don’t meet all the
standards?
ANSWER

A teacher who has three to five years teaching experience will be attested against
the fully registered teacher level. If a teacher is unuble to meet these standards,
support and advice will be provided to assist the teacher to demonstrate the
required competencies. If this programme fails to address the concern and at the
second assessment you are still deemed not to be meeting the professional



20.

21.

22,

standards at this level, competency procedures fas set out in your relevant
employment agreement, Clause 6.3 KTCAJ will be instigated.

QUESTION
Who is going to provide ongoing support to me/my team in implementing
professional standards?

ANSWER

Ongoing support should come from the head teacher, senior teacher(s), management
and your colleagues. Your union will also be able to offer you advice and support if
required.

QUESTION
If there is a personality clash with the person who is to appraise me, can [ ask for

an independent appraiser before it gets to the review process?

ANSWER

Muany Associations will have procedures in place to deal with such an issue. You
should refer the matter to the appropriate person in your Association. Serious
clashes of personality can impact upon the collegiality of the team and thus
outcomes for children. Such situations need to be addressed before an appraisal
meeting.

If your salary is deferred and you disagree you can seek a review of the decision by
writing to the employer within 14 days of being notified of the deferral.

QUESTION
How complicated do things get if T am appointed to a head teacher position hefore I

am at the experienced teacher level?

ANSWER

Head teachers are required to meet both the head teacher professional standards
and the experienced teacher professional standards. If you have been appointed

to a head teacher position it is to be assumed that the Association has deemed

you capable of performing the duties of the head teacher and therefore meet the
required professional standards. If a young teacher (in terms of years of experience)
was appointed to a head teacher position, the employing body would be required

to put additional support in place (over and above any induction procedures in
place for new head teachers) to ensure all support possible was given to assist that

person to meet requirements.
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23.

24.

25.

26.

QUESTION
Do previous assessments still stand after I have had a break from teaching?

ANSWER
When you return to teaching after o break in service, the level against which you
will be assessed will be negotiated with your employer. The Associntion needs to

comply with provisions within the Privacy Act about holding of personal information.

QUESTION
What happens to my performance level and salary scale if I take leave from my
teaching position?

ANSWER

You will remain on the same salary level when you return to teaching; however
your employer will negotiate with you as to which level of the standards you will be
attested against. Your employer will also inform you in writing of your performance
level and this could be dependent on the amount of leave that you have had.

QUESTION
I have a permanent .7 position. How often will I be attested against the standards
and when will [ receive my increment?

ANSWER

You will be attested against the standards as per the appraisal cycle in your
Association. Your salary increment will relate to the part-time teachers agreement
3.3 (j) of the KTCA.

QUESTION
How does my employer find out about my performance level prior to my beginning

the teaching position?

ANSWER

Each teacher enters the performance level which relates to their years of experience.
The KTCA outlines previous relevant work experience which is recognised in
relation to years of service. 3.3 (o, b). Associations will have procedures to identify
performance levels, dates of lust assessment and the number of ussessments
against that level when teachers are auppointed from other Associations.



27.

28.

29,

30.

QUESTION
How do professional standards affect day to day and short term relievers? e.g. for
pay, movement between performance levels?

ANSWER

Day to day and short term relieving does not qualify as service for the purposes
of salary progression. Therefore, assessment against the professional standards
is not required for teachers in these situations. However. Associations may have
procedures to monitor the performance of teachers employed in these situations
to ensure they are competent in their employment.

QUESTION

IfT am an experienced teacher and [ become a relieving head teacher for a year,
am I attested against head teacher or experienced teacher standards? Do I revert
back to aftestation against the experienced teacher standards when I return to my

teacher role?

ANSWER

While you are employed as a head teacher, you will be assessed against both the
experienced teacher and head teacher professional standards. When you return to
your position as a teacher, you will be assessed against the experienced teacher
standards only.

QUESTION
What if I have further questions/issues requiring clarification?

ANSWER
Issues or questions requiring clarification can be forwarded to your employer or

union representative,

QUESTION

[ am a reliever, how do the standards apply to me?

ANSWER

In most cases, you will be required to meet the standards as per your placement
on the salary scale. For example. if you hold ¢ P1 qualification and have the
equivalent of 6 years service, you will be placed on P1 step 6 and will be required
to meet the experienced teacher professional standards. However, in some
circumstances, (e.g. a long period out of the service) the Association may, Jollowing
consultution, decide it is not appropriate for you to meet those standards and
instead assess you against the fully registered standards.
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APPENDIX2  GLOSSARY

Annual assessment: Documented yearly discussion that reviews past performance

and plans for development in the following year(s).
Appraisee: The person being appraised.

Appraiser: The process of confirming a teachers performance against the
appropriate professional standards.

Attestation: The process of confirming a teachers performance against the
appropriate professional standards.

Key performance areas: The areas in which the professional standards are
organised.

Performance appraisal: Annual assessment of an individual's performance against
the Professional Standards and the performance expectations set or agreed at the
heginning of the cycle.

Performance dimensions: Aspects of the key performance areas organised into

more specific areas.

Performance expectations: An undertaking between two parties about the
professional standards, the tasks and objectives to be performed, and the objectives
to be achieved (required for all teachers}.

Performance indicators: Measures of performance that can be identified and

assessed against performance expectations.

Performance management: The process of identifying, evaluating and developing
the work performance of teachers, so that the goals and objectives of the teachers
are more effectively achieved, while at the same time benefiting teachers in terms
of recognition, receiving feedback, catering for work needs, providing opportunities
for personal and professional development and offering career guidance.

Performance objectives: Statement of intended results that are usually expressed
in measurable terms and are time bound.

Professional development: Activities that are designed to develop further
understanding or expertise.

Professional development objectives: Intended improvements in professional
understanding or expertise.

Professional Standards: Descriptions of knowledge, skills and attitudes expected
of a pariicular role.
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