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GLADSTONE PRIMARY SCHOOL 
 

 

 

36. PRINCIPAL'S PERFORMANCE MANAGEMENT POLICY 

RATIONALE 

The Principal is the leader of the school and is consequently responsible for overall leadership and 

management.  In turn, the Board of Trustees as employer, has an obligation to conduct an appraisal 

programme for both the formative (professional development) and summative (performance 

management) procedures. 

PURPOSE 

To provide clear guidelines for Principal's Appraisal that: 

 

 Recognise the need for the Principal and Board to work closely in developing the Principal's 

Performance Agreement and Appraisal process. 

 Ensure that expectations and requirements fit within the parameters of the Principals' Collective 

Employment Agreement (CEA). 

 Recognise that professional standards, as specified, are integral to the appraisal process. 

GUIDELINES 

1. The basis for the annual appraisal is the Principal's Performance Agreement in which key 

components are: 

 

 Collective Employment Agreement (CEA). 

 Job description: performance expectations will be summarised and documented in the 

Principal's job description, that sets out key tasks and expected outcomes.  Appraisal 

associated with the job description will be conducted annually. 

 Professional standards: these will measure important knowledge, skills and attitudes that 

all Principals should be able to demonstrate, with respect to professional leadership, staff 

management, financial and asset management, strategic management, relationship 

management and statutory reporting requirements. 

 

2. The annual appraisal of the Principal relating to the CEA, job description and professional 

standards will consider achievement against both performance objectives relating to school 

initiatives for which the Principal is responsible, and current development objectives relating to 

the professional development activities being undertaken by the Principal to improve personal 

performance. 

 

 Note that as a natural consequence, future performance and development objectives will be 

identified, negotiated, listed and set for the following 12 months. 

 

3. General operating mechanisms inherent in the management of the Principal's Performance 

are: 
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 The Board shall ensure that all legal and contractual requirements to this policy are met, 

and that the annual budget will set aside appropriate provision to enable the process to 

be satisfactorily conducted. 

 The Board Chairperson is directly responsible for developing performance expectations 

and ensuring the various appraisal requirements for the Principal meet legal 

requirements. 

 Should the Board, through the Chairperson, determine to use the services of an 

independent appraiser, the Principal will be consulted as to the final selection. 

 The Board Chairperson, in consultation with the Principal, shall be responsible for 

ensuring a written appraisal report detailing the conclusions of the appraisal review.  

This report will be tabled and discussed "In Committee" at a Board Meeting.  Any 

documentation related to the annual Performance Agreement and Appraisal remain 

confidential to the Principal and the Board. 

 In the event of a dispute related to the appraisal process or its results, an independent 

arbitrator agreed to by all parties would be called upon to mediate.  In such an event, the 

principle of natural justice will apply.  Ultimately, the Board will have responsibility for any 

final decision. 

Conclusion 

Clear guidelines regarding appraisal will allow aspects of governance and management to operate 

positively and with respect to the Principal's performance will provide feedback, identify focus areas for 

attention, affirm success and support professional development. 

 

 

 

Dave Shadbolt ______________________   Gerry Naden ____________________ 

                            (Principal)                 (Chairperson) 
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Principal’s performance appraisal procedure 

 
 

Description / rationale 
 
Regularly assessing the Principal’s performance provides opportunities for developing and 
enhancing the entire school’s performance standards. 
 
 

Objectives 
 
 To ensure the Principal’s performance enables the school to achieve its annual and 

strategic goals. 
 

 To facilitate continuous improvement and development in the role. 
 
 

Guiding principles 
 
 The Principal's performance appraisal will be conducted annually, with no more than 13 

months elapsing between appraisals unless the Board of Trustees gives its prior 
approval.  

 

 The Chairman of the board will be responsible for managing the appraisal process, in 
consultation with the Board of Trustees (including the Principal).  

 

 Effective principal appraisal combines accountability and development aspects through:  
 

- role clarification;  
- ongoing feedback to the Principal about performance;  
- honest identification of concerns to bring about improvement;  
- affirming successes; and  
- support for development. 
 

 

 Unless specified otherwise by the BOT, the performance appraisal should be based on 
the NZEI’s professional standards and any other KPIs agreed between the BOT and the 
Principal.  

 

 At the Principal’s discretion, all Board members who are also Gladstone Primary staff 
members will be excluded from discussions and decisions relating to the Principal’s 
performance.  

 

 

Procedure for conducting the Principal's annual performance appraisal 
 
The following procedures should be followed when conducting the Principal’s annual 
performance appraisal: 
 

1. The pending performance appraisal should be included as an agenda item for the BOT 
meeting held in the month before the appraisal is due.   

 

2. All discussion about this agenda item must be held in committee.   
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3. The Principal and any Gladstone employees must absent him/herself during this agenda 
item.  

 

4. All board members (except those excluded above) should receive the following 
information with their board papers:  

 

- the Principal’s current job description 
- the NZEI’s professional standards and any other KPIs agreed between the BOT and 

the Principal 
- a high level summary of the strengths, weaknesses and other appropriate information 

noted in the previous appraisal.  
 

The Chairman will invite the board to provide feedback on the principal’s performance in 
preparation for the appraisal. 
 

5. Unless the board votes otherwise, the appraisal will be conducted by an independent 
third party (agreed between the board and the Principal), the Chairperson and one 
member of the personnel committee. 
 

6. The Chairperson will provide all Board members (except those excluded above) with a 
high level summary of the appraisal, for discussion at the BOT meeting immediately 
following the appraisal. The summary will include the following:  

 
- overview of strengths 
- overview of areas for improvement / concerns 
- KPIs for coming year 
- general summary of overall performance. 

 
7. Board members will go into committee to discuss the appraisal outcome, with the 

exception of the Principal and any others who must absent themselves from the 
discussion.  

 
8. Full appraisal documentation will remain confidential to the Principal, the Chairperson 

and any other individual/s who conducted the appraisal.  
 

9. In the event of a dispute, refer to the personal grievance procedures set out in the 
Principal’s employment agreement.  
 
 

Related policies/guidelines 
 
 

 

 

 


