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Description: This document is intended to provide guidance as to the methodology used during 

the data collection for each Indicator, the references to the sources and the specific notes for 

each country. 

How to read this document: Annex 3 is organised by chapters. Click on each link below in 

order to be redirected to the information related to the different tables of indicator D7 or use 

the overview table where notes are broken down by country.  
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CHAPTER D: THE LEARNING ENVIRONMENT AND ORGANISATION OF SCHOOLS 

INDICATOR D7: What teacher and school 

leader appraisal systems are in place?  
 D7 

 D7.1 and D7.2 D7.3(a-c) D7.4(a-c) D7.5(a-c) D7.6 D7.1 and D7.7 

Australia AUS AUS AUS AUS  AUS 

Austria AUT AUT AUT  AUT  

Belgium (Fl.) BFL BFL BFL BFL BFL BFL 

Belgium (Fr.) BFR BFR BFR BFR BFR BFR 

Canada CAN     CAN 

Chile CHL  CHL CHL   

Czech Republic  CZE CZE CZE CZE  

Denmark DNK   DNK DNK DNK 

England ENG ENG ENG   ENG 

Estonia EST    EST  

Finland FIN     FIN 

France  FRA FRA FRA FRA FRA 

Germany       

Greece GRC GRC GRC GRC   

Hungary HUN HUN HUN HUN HUN  

Iceland       

Ireland IRL IRL IRL IRL IRL IRL 

Israel ISR ISR ISR  ISR  

Italy ITA ITA ITA ITA ITA ITA 

Japan  JPN JPN JPN JPN JPN 

Korea  KOR KOR KOR KOR KOR 

Luxembourg       

Mexico MEX  MEX    

Netherlands NLD NLD NLD NLD NLD NLD 

New Zealand NZL NZL NZL NZL   

Norway NOR    NOR  

Poland   POL POL POL  

Portugal PRT PRT PRT PRT  PRT 

Scotland       

Slovak Republic  SVK SVK SVK   

Slovenia SVN SVN SVN SVN SVN  

Spain ESP  ESP   ESP 

Sweden SWE SWE SWE SWE SWE  

Switzerland CHE     CHE 

Turkey  TUR TUR TUR   

United States USA USA USA USA USA USA 

Brazil BRA BRA BRA  BRA BRA 

Colombia COL COL COL COL  COL 

Latvia      LVA 

  



 D7 

 D7.8(a-c) D7.9(a-c) D7.10(a-c) D7.11 D7.12 D7.14 

Australia       

Austria       

Belgium (Fl.) BFL BFL BFL    

Belgium (Fr.) BFR BFR BFR BFR  BFR 

Canada       

Chile     CHL  

Czech Republic CZE CZE CZE CZE   

Denmark    DNK   

England ENG ENG ENG ENG   

Estonia       

Finland    FIN   

France FRA FRA FRA  FRA  

Germany       

Greece  GRC GRC    

Hungary HUN      

Iceland       

Ireland    IRL   

Israel  ISR     

Italy       

Japan  JPN  JPN   

Korea KOR KOR KOR    

Luxembourg    LUX   

Mexico  MEX MEX    

Netherlands NLD NLD NLD NLD   

New Zealand NZL NZL NZL NZL   

Norway       

Poland POL POL POL    

Portugal PRT PRT PRT    

Scotland    SCO   

Slovak Republic SVK SVK SVK    

Slovenia SVN SVN SVN SVN   

Spain ESP ESP ESP ESP   

Sweden    SWE   

Switzerland       

Turkey TUR TUR     

United States USA USA USA USA USA  

Brazil       

Colombia COL COL COL    

Latvia    LVA   

  



General notes 
The indicator draws on data from the 2014 OECD-INES Survey on Evaluation and Assessment and 

refers to the school year 2014-15. Back_to_table1  

 

In this survey, rating refers to a category in a scale of performance resulting from the appraisal of 

teachers and school leaders (e.g. categories such as exemplary/progressing/not meeting standards 

or excellent/good/adequate/insufficient). Back_to_table1 

Notes on specific countries 

Table D7.1: Teacher appraisal and school leader appraisal at the 

lower secondary level 

Please see tables D7.2 and D7.7. Back_to_table 

Table D7.2: Teacher appraisal 

Australia: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17), and 
policy implementation or practice (columns 2-3, 10-11, and 18-19): The Australian Teacher 
Performance and Development Framework was endorsed by Education Ministers at the Standing 
Council on School Education and Early Childhood (SCSEEC) on August 3rd, 2012. As of December 
2014, its use was part of the regulations associated with the national Education Act, which are 
currently under review; its implementation is ongoing, and varies across states/territories as well as 
school types (government vs. non-government schools). 

A nationally consistent approach to teacher registration, aligned to the Australian Professional 
Standards for Teachers, was endorsed by Education Ministers in 2011. Implementation of changes to 
teacher registration is currently underway countrywide. 

Percentage of teachers appraised (columns 3, 11 and 19): Data on the percentage of teachers 
appraised is not collected at a national level. Back_to_table 

Austria: 

Completion of probation (columns 12 and 20): Completion of probation (after one year) is covered 
by a policy framework only for teachers of Academic Secondary Schools on fixed-term contracts. 
Back_to_table 

Belgium (Flemish Community): 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9, 17), and 
policy implementation (columns 2-3, 10-11, and 18-19): Teacher appraisal is legislated and 
implemented countrywide, i.e. for all schools subsidized or financed by the Flemish government. 
Back_to_table 



Belgium (French Community): 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17), policy 
implementation (columns 2-3, 10-11, and 18-19), and percentage of teachers appraised (columns 
3, 11 and 19): Teacher appraisal is legislated countrywide (i.e. the French Community), but is not 
compulsory and it is rarely performed (for only about 5% of teachers). Teachers are not regularly 
appraised: Only the headmaster (or the school organising committee) can initiate teacher appraisal 
procedures; this usually happens if performance problems are identified or for other reasons, which 
are never disclosed by the headmaster. Back_to_table 

Brazil: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17): Each 
state and municipality regulates its teachers labour law. However, the National Education Law 
n.9394/1996, art. 67 determines that the functional progression after the probation period is based 
on performance evaluation and teacher certification. 
(http://www.planalto.gov.br/ccivil_03/Leis/L9394.htm). Decree n.6.094/2007, Art.2, XIII, determines 
that states and municipalities should administer teacher appraisal. 
(http://www.planalto.gov.br/ccivil_03/_Ato2007-2010/2007/Decreto/D6094.htm). Starting in 2009, 
federal, state and municipal governments should formulate or adjust their Teacher Career Plans and 
teacher appraisal is one of the aspects covered (Law n. 11.738/2008; 
http://www.planalto.gov.br/ccivil_03/_ato2007-2010/2008/lei/l11738.htm). 

Teacher appraisal is covered by a policy framework (columns 4-7, 12-15, and 20-23) :  

 Completion of probation (columns 4, 12 and 20): There are several teachers’ contract types 
in state and municipal levels. In one of them, teachers are public civil servant with a 
probationary period that lasts for 36 months. Public Civil Servant National Law n. 
8.112/1990. Art.20. http://www.planalto.gov.br/ccivil_03/Leis/L8112cons.htm. Decree 
n.6.094/2007, Art.2, XV, determines the appraisal during the probationary period. 

 Regular Appraisal (columns 5, 13 and 21): Each municipality regulates its teacher’s appraisal 
policy for primary and lower secondary levels. For the upper secondary, each state regulates 
it. 

 Teacher registration (columns 6, 14 and 22): The document that determines and officially 
confirms a teacher as competent for teaching practice is the tertiary level diploma in the 
field of education (National Education Law n.9394/1996, art. 62 and art.65). 

 Appraisal for promotion (columns 7, 15 and 23): Each municipality and state has its own 
teacher career plans and they may use appraisal as one element for considering promotion 
in the career path. Back_to_table 

Canada: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17): 
Teacher appraisal is required by policy or regulations but it varies by province and territory across 
the country. Back_to_table 

Chile: 

Percentage of teachers appraised (columns 3, 11 and 19): The total percentage of teachers 
appraised is 82.5% for all levels combined. This data is not available by level of education. 
Back_to_table 

http://www.planalto.gov.br/ccivil_03/Leis/L9394.htm
http://www.planalto.gov.br/ccivil_03/_Ato2007-2010/2007/Decreto/D6094.htm
http://www.planalto.gov.br/ccivil_03/_ato2007-2010/2008/lei/l11738.htm
http://www.planalto.gov.br/ccivil_03/Leis/L8112cons.htm


Colombia: 

General comment: The annual evaluation of teachers' performance and teaching management is an 
ongoing process that identifies teachers' strengths and areas for improvement. 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17): The 
answers apply only to eligible teachers after the decree 1278 of 2002. Colombia has two teachers’ 
statutes, Decree 2277 of 1979 and Decree 1278 of 2002. The first statute covers 60% of teachers 
who are not assessed; the second statute covers the remaining 40% of teachers who are evaluated 
annually. 

Percentage of teachers appraised (columns 3, 11 and 19): These figures correspond to the 
percentage of teachers appraised after the decree 1278 of 2002. Back_to_table 

Denmark: 

Existence of teacher appraisal (column 1): Schoolheads carry out development interviews/dialogues 
(Medarbejdeudviklingssamtaler) with teachers and other employees once a year, which to some 
extent can act as an assessment of the individual teacher's performance, but with a focus on 
professional development. Regarding new teachers, those who fail the new teachers appraisal (the 
final part of teacher education) are not allowed to teach. 

Breath of policy/practice implemented (column 2) and percentage of teachers appraised (column 
3): The regulation behind the development interviews is a part of collective agreements between the 
unions and The Ministry of Finance or the Organization for Local Governors in Denmark (KL). This 
yearly dialogue between each employee/teacher and a representative of the school leadership is 
compulsory for all public workplaces and for all schools, including the government-dependent 
private schools. The percentage of teachers appraised countrywide is not available: The 
development interviews/dialogues are supposed to be held countrywide once a year for all teachers. 
Back_to_table 

England: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17), and 
policy implementation or practice (columns 2-3, 10-11, and 18-19): Policy is implemented in all 
publicly managed schools, and maintained schools. Teacher appraisal is not legislated in 
government-dependent private schools (Academy schools) and non-government-dependent private 
schools, but is widely practised (there is no data on the extent to which it is implemented). 
Back_to_table 

Estonia: 

Existence of teacher appraisal (columns 3, 11 and 19): This is the percentage of teachers who got 
feedback from their school management according to the National Report in “TALIS 2013 Results: An 
International Perspective on Teaching and Learning” (OECD, 2014). Once a year, teachers receive 
various types of feedback from the school management as follows: classroom observations, on 
students' tests scores, and following teachers' self-evaluation. At the lower and upper secondary 
levels, feedback is also offered following an analysis of the students questionnaires. Back_to_table 

Finland: 

General comment: In addition to participating in national evaluations, education providers (local 
authorities) have a legal duty to evaluate the education they provide. National authorities do not 
define the forms and procedures of local evaluation, they are decided locally. There are no national 
regulations or system of teacher appraisal. It is up to the local authority and school principal to 



decide if teachers are evaluated and how. Annual or otherwise regular development discussions 
between teachers and the school leader are widely used in schools. The main focus of these is not to 
evaluate teacher performance, but rather on the way forward, for example, continuing professional 
development needs and how to respond to these, or well-being and coping at work. Back_to_table 

Greece: 

Existence of teacher appraisal that is required by policy or regulations (column 1): Although the 
legislation mentioned here for teachers appraisals still exists in Greece, the enforcement of all types 
of appraisals (completion of probation, regular appraisal, appraisal for promotion, and reward 
schemes) have been suspended by the Greek government. As of the time of data collection for this 
survey, the new strategy for the appraisal of teachers is under public deliberation. 

Frequency of appraisal (column 13): According to the existing legislation (L.3848/2010, L.4024/2011, 
P.D. 152/FEK 240/2013, L.4142/2013), newly hired teachers in Greece are assessed once at the end 
of the initial induction teaching period (completion of probation, column 13), which lasts two years. 
The newly teachers appraisal is mandatory before decisions on their employment status are made 
(i.e. awarding of a permanent contract). On the other hand, permanent teachers undergo an 
appraisal every four years (regular appraisal, column 13). The appraisal results determine teacher’s 
promotion and also inform teachers’ professional development activities. Under the new 
educational reform in Greece, the enforcement of all types of teachers’ appraisal has been 
suspended by the Greek government. 

Who determines the procedures for appraisal (column 21): The Observatory of Evaluation of 
Education Practice (AEE) determines the procedures for teachers’ regular appraisal, teacher 
registration, and appraisal for promotion. Back_to_table 

Hungary: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17): 
Teachers are evaluated at the central level. The system is currently under development. Teacher 
appraisal is also made at school level in the context of the school self-assessment, which is part of 
the school inspection. 

Percentage of teachers appraised (columns 3, 11 and 19): Until September 2014, 15% of teachers 
countrywide were evaluated; another 12 % will be evaluated in 2015. Back_to_table 

Ireland: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17): 
Teacher appraisal is in place for the purpose of probation and registration only at primary school 
level. There are procedures in place to deal with underperformance of teachers who have achieved 
full registration. In 2013, teacher appraisal of newly qualified teachers for the purpose of registration 
started on a pilot basis in secondary schools. 

Breadth of teachers appraised (columns 2, 10 and 18): Teacher appraisal for the purpose of gaining 
full registration is in place for all newly qualified primary school teachers. Teacher appraisal for the 
purpose of gaining full registration is in place for newly qualified secondary teachers if the school 
opts into a pilot project. Teacher appraisal is in place for both primary and post-primary teachers 
under regulations dealing with underperformance. 

Percentage of teachers appraised (columns 3, 11 and 19): 100% of newly qualified primary teachers 
are subject to appraisal for the purpose of probation and registration. Teacher appraisal under 
regulations dealing with underperformance is decentralised to the school level and data on the 



number of cases are not currently collected centrally. However, it is estimated that only a very small 
number of cases arise. 

Types of teacher appraisal covered by policy framework (columns 4, 6, 12, 14, 20 and 22): In 
primary education, appraisal for probation and full registration are combined (column 4). In 
secondary education, appraisal for completion of probation is new since 2013 (columns 12 and 20). 
Appraisal for teacher registration aims only at awarding registration (columns 6, 14 and 22). 
Back_to_table 

Israel: 

Existence of teacher appraisal that is required by policy or regulations (column 17): As of the school 
year 2014/15, the Education Ministry's policy is to appraise teachers in the upper secondary school 
in addition to the other levels. 

Completion of probation (columns 4, 12 and 20): The first year of a novice teacher is an induction 
period, supervised by the school’s inspector, the school’s principal, and the college conductor. They 
evaluate the novice's performance and grade it. Back_to_table 

Italy: 

Percentage of teachers appraised (columns 3, 11 and 19): These percentages vary each year and 
depend on the recruitment policies of the Ministry. Back_to_table 

Mexico: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17), and 
policy implementation or practice (if not legislated), (columns 2-3, 10-11, and 18-19): The use of 
teacher appraisal was scheduled to start in July 2015; it should take a few years to appraise all the 
1.200.000 teachers in the country. In 2014, the only type of teacher appraisal in effect was for the 
purpose of becoming a government teacher. 

Types of teacher appraisal covered by policy framework:  

 Completion of probation (columns 4, 12 and 20): A probationary period of 6 months is 
required. In the following two years, teachers receive a diagnostic evaluation and if they 
succeed, they can get a permanent post.  

 Regular appraisal (columns 5, 13 and 21): Every four 4 years, teachers must take a written 
exam. If they fail, they must receive training. If teachers fail three times in a row, they get 
fired. 

 Appraisal for promotion (columns 7, 15 and 23): A standardized evaluation for the purpose 
of promotion is expected to start in 2015. Details are not yet available.  

 Reward Schemes (columns 8, 16 and 24): Details are yet not available, but appraisal for 
reward schemes is covered in the current education law reform. Back_to_table 

Netherlands: 

General comment: Many teacher and school leader appraisal policies are initiated by the 
government, but are convened by and executed by the parties making up the Central 

Agreements for education, namely, associations of school leaders, trade unions for 

teachers, and associations of employers, i.e. school boards. 

 



Existence of teacher appraisal that is required by policy or regulations (column 1): Teacher 
appraisal is the responsibility of schools. 

Teacher registration (column 6): Since 2012, teachers are able to register on a voluntary basis. 
Teacher registration will be mandatory starting in 2017. 

New Zealand: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17), and 
policy implementation or practice (columns 2-3): Teacher appraisal is required by policy (though not 
directly) and through collective agreements. Appraisal is not directly required by legislation but is 
necessary in order for teachers to meet the criteria for renewal of practising certificates which is set 
out in legislation. New legislation provides stronger inference that appraisals will be undertaken for 
all teachers. Back_to_table 

Norway: 

Existence of teacher appraisal (columns 1, 9 and 17): There is no government policy for the teacher 
appraisal, but some school owners (municipalities and counties) have similar practices. School 
owners decide if and how teachers are appraised. Information regarding how widely these 
appraisals are practiced is not available. Back_to_table 

Portugal: 

Existence of teacher appraisal that is required by policy or regulations and policy implementation 
or practice (columns 1-3, 9-11, and 17-19): Only for public schools, and only for fixed-term teachers 
with more than 180 days of teaching, all permanent teachers, and all teachers in probation. 
Back_to_table 

Spain: 

Percentage of teachers appraised (columns 3, 11 and 19): The answers are estimated percentages 
and refer only to teachers in public schools. Back_to_table 

Slovenia: 

Completion of probation (columns 4, 12 and 20): The probation period for teachers (new employed 
at the school) is not mandatory. It may not last longer than three months. 

Regular appraisal (columns 5, 13 and 21): The regular appraisal consists of a regular annual 
evaluation/interview. 

Teacher registration (columns 6, 14 and 22): In order to be certified, a teacher has to pass the 
professional examination. Applicants for examination must have completed at least five assessed 
teaching presentations and their mentor has to evaluate their competencies to teach autonomously. 

Appraisal for promotion (columns 7, 15 and 23): According to the Organisation and Financing of 
Education Act, teachers can be promoted to professional titles as follows: mentor (mentor), 
svetovalec (advisor) and svetnik (counsellor). The Rules issued by the Minister of Education 
determine the conditions of advancement, and the criteria for the evaluation of requirements and 
procedures. The Minister, following a proposal by the head teacher, decides on the promotion. The 
requirements include a certain number of years of experience, performance at work, in-service 
training and additional professional work. 



Reward schemes (columns 8, 16 and 24): The head teacher may decide that the teacher shall 
receive some additional payment due to above-average performance. The criteria for evaluating the 
teacher are stipulated in the Collective Agreement of the Public Sector. Back_to_table 

Sweden: 

Completion of probation (columns 4, 12 and 20): During the first year of teaching (the induction 
year), a new teacher should be given the opportunity to get acquainted with all duties connected to 
the profession. It is the principal’s responsibility to assign a mentor as a support for a new teacher 
throughout his/her induction period. There are, however, no regulations on how a teacher's 
performance during this period should be followed up/evaluated. How schools organise the 
induction period could be part of the revision carried out by the School Inspectorate. 

Regular appraisal (columns 5, 13 and 21): There is no specific regulation on how regular appraisal 
should be carried out at a local level. However, there is an indirect requirement for schools to 
evaluate teachers' performance through demands for systematic quality management (school self-
evaluation), and through regulations concerning the pedagogic leadership of principals and the 
responsibilities of local educational authorities/school organising bodies as well as related work 
environment policies.  

Teacher registration (columns 6, 14 and 22): To qualify to teach at a school, a teacher will need 
registration with a specialisation in the type of teaching concerned. A teacher's registration clearly 
shows in which types of school, which subjects and which years he or she is qualified to teach. The 
Swedish National Agency for Education determines if a teacher is qualified on the basis of the 
teacher's education. Registration will be required for a teacher to give grades independently and to 
be a mentor to new teachers during their induction period. Furthermore, only registered teachers 
will be eligible for permanent employment. 

Reward schemes (columns 8, 16 and 24): The purpose of the career posts First Teacher and Senior 
Subject Teacher is to make the teaching profession more attractive and to ensure good teaching for 
the pupils. Through state financing, the monthly salary for First teachers and Senior Subject Teachers 
can be increased. The educational providers create the career posts and decide themselves about 
the number of posts, contents, appointment, and salary. Back_to_table 

Switzerland: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17): 
Teacher appraisal is required, but detailed questions in this survey cannot be answered because 
regulations on teacher appraisal vary considerably between cantons. Back_to_table 

United States: 

Existence of teacher appraisal that is required by policy or regulations (columns 1, 9 and 17), and 
policy implementation or practice (columns 2-3, 10-11, and 18-19): Teacher appraisal requirements 
and purposes may vary from state to state. In 2013, states have adopted a diverse set of approaches 
to balancing state and local interests in teacher evaluation design and implementation. Overall, 11 
states and the District of Columbia Public Schools (DCPS) mandate a statewide (or in the case of 
DCPS, a district-wide) teacher evaluation system; 10 states provide a statewide evaluation model 
from which districts can opt out, typically if they are approved to use a comparable system; and 27 
states provide criteria or guidelines that districts can adopt, which typically includes flexibility for 
districts to design their own evaluation systems consistent with state policy principles. In 11 of those 
27 states, the state provides an evaluation model that districts have the option to adopt wholesale 
rather than design their own (column 1). In 2014, 27 states and the District of Columbia required 
annual evaluations for all teachers (columns 2-3, 10-11, and 18-19). Some states also have teacher 



appraisal that is practised, but not legislated. Schools, districts, and states may choose to voluntarily 
implement teacher appraisal strategies that are not legislated; the circumstances of these are at 
their individual discretion. 

Types of teacher appraisal covered by policy framework (columns 4-8, 12-16, and 20-24): Teacher 
appraisal purposes may vary from state to state; states may use any combination of these. 
Back_to_table 

Table D7.3(a-c): Teacher appraisal: Eligibility, governance, and 

responsibilities  

Australia: 

Teachers eligible and included in the policy framework (columns 6 and 11): All persons seeking 
employment as a school teacher in Australia are required to be formally registered. Upon 
completion of a recognized qualification, initial teacher education graduates apply for provisional 
registration. Beginning teachers are required to move from provisional to full registration in the 
early years of their career. To achieve full registration, teachers must be appraised to ensure that 
they meet the relevant level of the Australian Professional Standards for Teachers. The process for 
demonstrating this varies between states and territories. Registration must be renewed periodically 
to maintain the status of “teaching practice” and “working with children” police clearances. The 
practices for renewal of registration and the mandatory period for renewal - generally between 
three and five years - vary across states and territories. Checking the status of teachers’ registration 
for the purposes of employment or registration renewal is not considered a full appraisal but rather 
an administrative process.  

Who determines the procedures (column 21): The procedures for all forms of teacher appraisal in 
public schools are determined by regulatory bodies in each state and territory. Teachers typically 
undergo an annual performance and development appraisal. Procedures for the appraisal of 
teachers in non-government schools may also be determined at sub-regional/inter-municipal level of 
government, by school boards/committees or by the school principal/director. Back_to_table 

Austria: 

Teachers eligible and included in the policy framework (columns 2-11): All teachers are eligible for 
regular appraisal and appraisal for promotion, except those who are on probation. In case of 
complaints, the evaluation is done by the state or a regional educational authority. Back_to_table 

Belgium (Flemish Community): 

Frequency of appraisal (column 13) and circumstances under which appraised (columns 16 and 19): 
Regular teacher appraisal takes place at least once every four years; it can happen sooner in case of 
performance problems. Teacher appraisal is not voluntary. Teachers may request a conversation 
with their first evaluator, but they cannot ask for a formal evaluation, which takes place at the 
discretion of the school principal or the school board or committee.  

Who determines the procedures (column 24): The procedures for teacher appraisal are determined 
by the state educational authority, i.e. the Flemish Community.  

Who are the evaluators (column 42): There should be two evaluators and a difference in hierarchy 
between them. Back_to_table 



Belgium (French Community): 

General comment on regular teacher appraisal (column 1): Teacher appraisal is not compulsory and 
it is rarely performed (for only about 5% of teachers). Teachers are not regularly appraised:  

Circumstances under which appraised (columns 14-18): Only the headmaster (or the school 
organising committee) can initiate teacher appraisal procedures; this usually happens if performance 
problems are identified or for other reasons, which are never disclosed by the headmaster.  

Who determines the procedures (columns 21 and 24): The procedures for the appraisal are 
determined by the General Service of Inspection, which is also responsible for evaluating the 
teachers and setting the criteria against which they are appraised. Back_to_table 

Brazil: 

Teachers eligible and included in the policy framework (columns 2-11): 

 Completion of probation: While teachers (civil servants) in public schools have 24 months of 
probationary period, teachers in private schools have usually 3 months. Those who have 
temporary employment contract in public schools do not have probationary period. 

 Regular appraisal: Independent private schools and government-dependent private schools 
have teachers on fixed-term contracts. In public schools, teachers are civil servants or they 
have a temporary employment contract and the appraisal is for its renewal. Back_to_table 

Colombia: 

Frequency of appraisal (column 13): Each year teachers are evaluated by the school principal based 
on defined parameters that are contextualized. 

Circumstances under which appraised (column 19): Teachers voluntarily enrol for a written test to 
be appraised for promotion. 

Who determines the procedures (column 23): The ministry of national education designed some 
instruments for the completion of probation and the regular appraisal, which include the design of a 
written test to conduct the appraisal for promotion. 

Who are the evaluators (column 35): The “Comisión Nacional del Servicio Civil” is the central agency 
that evaluates the appraisals for promotion. Back_to_table 

Czech Republic: 

Obligation to undertake appraisal/Frequency of appraisal (columns 12 and 13): Teachers must be 
appraised within the first 3 months of working to complete their probation.  

Who are the evaluators (column 50): At the discretion of the school principal. Back_to_table 

England: 

Teachers in independent private schools (column 4): Independent private schools can decide 
whether or not they wish to implement the regulations regarding appraisals for completion 
probation and regular appraisals of teachers.  

All teachers regardless of contract status (column 5): Regulations apply only to teachers employed 
with a contract of a term or more, and teachers not subject to capability proceedings. Back_to_table 

  



France: 

Circumstances under which appraised (column 14): Appraisal is done in relation to decision on 
employment status at the end of the one-year probationary period. 

Who determines the procedures for appraisal (column 22): The procedures for teacher appraisal are 
determined by ministerial order for completion of probation. For regular appraisal, the central 
education authority determines the procedures and rubrics; by decree, the central government also 
decides on the appraisal consequences and career advancement; in addition, and individual 
evaluators are in charge of choosing certain instruments.  

Who are the evaluators (column 35, 37, 39 and 48): At primary level, evaluation (completion of 
probation and regular appraisal) is done at the local level, understood as the smallest administrative 
unit of the ministry of education (as opposed to a “local government” unit). The inspectors are in 
charge of all primary schools in a certain geographical area and observe teachers' practices in all 
subjects. Each inspector in charge of ISCED levels 0-1 works within the work agenda of a particular 
“académie”. At the secondary level, the area of responsibility of inspectors is larger (one of the 30 
educational units called "académies", indicated in the answers as “local” and “regional”; the terms 
“local” and “regional” need to be taken with caution). Each inspector is also specialised in one 
subject. Regular appraisal is done by inspectors who are assigned "locally”, but accountable to the 
“recteurs d’académies” (the representatives of the Ministry within the main educational territorial 
entities). At ISCED 2 and 3, they also work in coordination with the general (national) Inspection 
(column 35). General and Local Inspectorates are also responsible for both types of appraisal 
(column 48). Back_to_table 

Greece: 

Obligation to undertake appraisal (column 12), and frequency of appraisal (column 13): According 
to the existing legislation (L.3848/2010, L.4024/2011, P.D. 152/FEK 240/2013, L.4142/2013), newly 
hired teachers in Greece are assessed once at the end of the initial induction teaching period (2 
years). The newly teachers appraisal is mandatory, before decisions on their employment status are 
taken (i.e. awarding of a permanent contract).  

On the other hand, permanent teachers undergo an appraisal every four years. Appraisal results 
determines teacher’s promotion and also informs teachers’ professional development activities.  

The Observatory of Evaluation of Education Practice (AEE) is the central agency who determines the 
procedures, except for completion of probation and reward schemes. 

Evaluation is done at the central level (except for reward schemes). Back_to_table 

Hungary: 

Who determines the procedures for appraisal (column 21): The Education Office determines the 
procedures for all types of teacher appraisal reported. 

Who are the evaluators (column 34): At the regional level, an expert delegated by the regional state 
office is an evaluator alongside the school principal/director during regular appraisals, appraisal for 
promotion and for reward schemes. Another evaluator is called upon to conduct appraisals for 
reward schemes, namely, a representative of the Hungarian Science Academy in case of evaluation 
of a teacher for the highest teacher category (Research Teacher). The appraisal for completion of 
probation is conducted by the school principal/director and a representative of teacher training. 
Back_to_table 

  



Ireland: 

Teachers eligible and included in the policy framework (column 4): The only teacher appraisal 
arrangements applicable in independent private schools are at the primary level, for the purpose of 
probation and registration with the Teaching Council. As virtually all primary schools are public 
schools, the number of schools in this category is very small. Back_to_table 

Israel: 

Circumstance under which appraised (column 14): After completing his/her studies and at the end 
of a one-year induction period, every teacher is evaluated by the school’s principal and a mentor 
teacher in order to obtain his/her registration. In order to receive a promotion to the high levels (7-
9), a teacher needs to be appraised by the school principal.  

Who are the evaluators (column 34): A mentor teacher is also an evaluator for the purposes of 
teacher registration and appraisal for promotion. Back_to_table 

Italy: 

Teachers eligible and included in the policy framework (column 8): Appraisal is only for teachers on 
probation when they are first hired on a permanent contract. It is essential to pass the probation to 
get the permanent contract confirmed. 

Who are the evaluators (column 40): The School Evaluation Committee, comprised of the 
schoolhead, two teachers and a teacher mentor, is the evaluator. Back_to_table 

Japan: 

Frequency of appraisal (column 13): It is at the discretion of the appointer.  

Circumstances under which appraised (column 17): There are no school boards in Japan. 
Back_to_table 

Korea:  

Teachers eligible and included in the policy framework (column 9): In Korea, teachers on fixed-term 
contracts are not eligible to undergo appraisal for promotion or for reward schemes. They may 
undergo an alternative process for rewards (different from that applicable to permanent teachers), 
which is not reported here. 

Other circumstances under which appraised (column 20): Teacher evaluations are conducted every 
year for the purposes of regular appraisal, appraisal for promotion and for reward schemes.  

Who are the evaluators (column 43 and 50): In regular teacher appraisal, one of the school leaders 
(a principal or a vice principal) should be included as an evaluator and it is discouraged for one 
person (principal or vice principal) to be an evaluator for all teachers (column 43). Other evaluators 
include parents and students during regular appraisal of teachers (column 50). Back_to_table 

Netherlands: 

Teachers eligible and included in the policy framework (columns 2-3, 5, 6 and 8): In primary 
education, in principle, teachers in public and government dependent-private schools will be eligible 
for the types of appraisal listed starting in 2017 (columns 2-3). Teachers who are still in training will 
have a fixed-term contract, and will have the same appraisals as every other teacher category, but 
they are not eligible for registering themselves or for promotion (column 5). All teachers who have 
finished their training can register. Teachers who are employed, but have not yet finished their 



education, cannot register. Teachers can, in principle, loose their registration if they do not conform 
to professional requirements. In order to be registered, a teacher must be working for at least 20% 
of the time in a school (column 6). In secondary education, until 2017, permanent teachers with a 
university teacher training degree (or having started this training) and with employment status of at 
least 50% in basic staff training and teaching higher grades can be promoted to the highest teacher 
category provided that they obtain a confirmation of their teaching skills (column 8). Back_to_table 

New-Zealand: 

Teachers eligible and included in the policy framework (columns 2-11): All teachers undergo a 
regular appraisal. All teachers who are registered are appraised in relation to their registration, but 
not all teachers need to be registered.  

Who are the evaluators (column 34): The school broad is the employer and is responsible for the 
regular teacher appraisal and for attesting to teachers' appraisal for registration purposes. In 
practice, boards delegate the appraisal task to the principal who may delegate it to other senior 
leaders in the school. Back_to_table 

Portugal: 

Obligation to undertake appraisal and frequency of appraisal (column 13): The frequency depends 
on the level of the teacher in the teaching career (2 years in level 5, 4 years in the other levels). For 
teachers on a fixed-term contract, the appraisal is at the end of it, i.e., the frequency is the duration 
of the contract itself as long as it is longer than 180 days. For teachers in probation, the probation 
period lasts one year at the end of which teacher is evaluated. 

Circumstances under which appraised (column 20): Teachers with less than five years of experience 
have to undergo a test (Competence and Skills Evaluation Examination). 

Who are the evaluators (columns 41, 45): The Pedagogical Council (school organising body) and the 
Department Coordinator (supervisor). Back_to_table 

Slovak Republic: 

Teachers eligible and included in the policy framework (column 20): Retired teachers who are still 
teaching also undergo regular appraisal. 

Who determines the procedures for appraisal (column 23): The central agency that determines the 
procedures for both completion of appraisal and regular teacher appraisal is the State School 
Inspection (SSI). Back_to_table 

Slovenia: 

Teachers in public schools (column 2): 

 Completion of probation : Each teacher employed at a certain school for the first time 
completes a probation period if this is defined in his/her employment contract regardless of 
the type of employment contract or whether he/she has passed the professional 
examination (a condition to become a fully qualified teacher, i.e. registered). 

Teachers in government-dependent private schools (column 3): 

 Completion of probation : Each teacher employed at a certain school for the first time 
completes a probation period if this is defined in his/her employment contract regardless of 
the type of employment contract or whether he/she has passed the professional 
examination (a condition to become a fully qualified teacher, i.e. registered). 



 Teacher registration: This is not mandatory for certain schools implementing programmes 
with special pedagogical principles. 

All provisionally registered teachers (column 7):  

 Regular appraisal, appraisal for promotion and for reward schemes: These are teachers 
who have not yet passed the professional examination, but are already employed. 

Permanent teachers (column 8): 

 Teacher registration: Schools can only employ for an indefinite period of time teachers who 
have already passed the professional examination. 

Teachers on fixed-term contracts (column 9):  

 Teacher registration: All new teachers and trainees who have passed the professional 
examination have a fixed-term employment contract. 

Teachers on probation (column 10): 

 Appraisal for promotion and reward schemes: Probation period for teachers (new 
employed at a particular school) may not last longer than three months. By legislation, 
promotion is also possible during the probation period, for example, if a teacher newly 
employed at a particular school had already been employed in other school for at least six 
months, has certain years of experience and has fulfilled other conditions/criteria 
(performance at work, in-service training and additional professional work). It is common 
practice for the head teacher of the hiring school to consult the head teacher of the former 
school regarding the performance of the teacher in question. 

Circumstances under which appraised (columns 14 and 19):  

 Completion of probation and teacher registration: Granting of a permanent contract 
(column 14). 

 Regular appraisal and appraisal for promotion: regular appraisal may result in changes in 
salary grades, and appraisal for promotion may lead to advancements in professional titles 
(column 19). 

Who determines the procedures for appraisal (columns 22, 30 and 32): 

 Completion of probation: This is defined in the Collective agreement between the 
government and the unions (columns 22 and 32). 

 Teacher registration: New teachers and trainees who have to pass the professional 
examination need to be assessed by their mentor as to whether they are deemed 
competent to teach autonomously and by their head teacher who has to complete the 
observation of five lessons. These are required for the application to the professional 
examination administered by the ministry (column 30). 

Who are the evaluators (columns 35, 41, 42, and 46): 

 Appraisal for promotion: According to the Organisation and Financing of Education Act, 
teachers can be promoted to professional titles as follows: mentor (mentor), svetovalec 
(advisor) and svetnik (counsellor). The rules issued by the Minister of Education determine 
the conditions of advancement, and the criteria for the evaluation of requirements and 
procedures. The Minister, following a proposal by the head teacher, decides on the 
promotion. The requirements include a certain number of years of experience, performance 
at work, in-service training and additional professional work. Performance at work is 
evaluated by head teacher/director and by the school assembly of teachers (columns 35, 41, 
42). 



 Teacher registration: New teachers and trainees who have to pass the professional 
examination need to be assessed by their mentor as to whether they are deemed 
competent to teach autonomously and by their head teacher who has to complete the 
observation of five lessons. These are required for the application to the professional 
examination administered by the ministry, which is comprised of three parts: 1) The 
Constitution of the Republic of Slovenia and the European Union as well as regulations on 
human rights and the rights of children; 2) School regulations; 3) Knowledge of the language 
of instruction. Specific topics examined are determined by the Minister of Education 
(column 35, 42, and 46). 

 Completion of probation: According to the Collective agreement, the head teacher appoints 
a commission (group of three teachers) to monitor, assist and supervise the candidates and 
to make decisions on employment (column 46). Back_to_table 

Sweden: 

Teachers in independent private schools (column 3): There are no independent private schools in 
Sweden. 

Circumstances under which appraised (column 15): If a teacher or preschool teacher seriously 
neglects the work, his/her accreditation may be withdrawn. Such decisions will be taken by a 
committee, the Teachers' Disciplinary Board, under the Swedish National Agency for Education. 

Who determines the procedures for appraisal (columns 23, 26, 27 and 29): 

 Central agency (columns 23): The Swedish National Agency for Education determines the 
procedures for appraisal of teacher registration. 

 Sub-regional or inter-municipal education authorities or governments (column 26): The 
procedures for the regular appraisal and for reward schemes are determined at the sub-
regional or inter-municipal level for public schools that are organised by a local government 
federation. 

 Local educational authorities or governments (column 27): For regular appraisal and for 
reward schemes in public schools. 

 School organising bodies (column 29): For regular appraisal and for reward schemes in 
government-dependent private schools. 

Who are the evaluators (columns 35, 39 and 41): 

 Central education authority (column 35): The Swedish Schools Inspectorate is a central 
agency responsible for the regular appraisal of teachers as well as the appraisal for teacher 
registration. 

 Local education authorities and school organising bodies (columns 39 and 41): Local 
education authorities are responsible for the appraisal for reward schemes in public schools 
(column 39). Regular appraisal and appraisal for reward schemes is the responsibility of the 
municipal education authority in the case of public schools (column 39) and of school 
organising bodies in the case of government-dependent private schools (column 41). 
Back_to_table 

Turkey: 

Circumstances under which appraised (column 18): Teachers may be rewarded for their high 
performance in accordance with the “Circular on Granting Certificate of Achievement, Certificate of 
High Achievement and Reward to the Staff of Ministry of National Education”. This type of appraisal 



is initiated each year based on this Circular and concerns all staff and not only teachers. In the case 
of teachers, the first authority to launch this process is the school director. Following the evaluation 
of the school director, the teachers are then evaluated by the local and provincial education 
authorities based on specific criteria. The most successful ones according to this evaluation process 
are rewarded. 

Who are the evaluators (column 49): Regular appraisal of teachers is conducted by the school 
principal. An external evaluator (i.e., inspector) carries out an evaluation only in case of a complaint 
against a teacher. Back_to_table 

United States: 

General comment: Teacher appraisal eligibility requirements, frequency, and the circumstances 
under which teachers are appraised may vary from state to state. In 2014, 27 states and the District 
of Columbia required annual evaluations for all teachers. Back_to_table 

Table D7.4(a-c). Features of teacher appraisal 

Australia: 

Instruments and information sources used (column 11): the extent to which classroom observation 
is used for teacher appraisal purposes is not reported. 

Teachers can contest the results of appraisals through appeal processes set by the education 
authorities at the state and/or school level. 

References/standards appraised against (column 20): The Australian Professional Standards for 
Teachers apply to all forms of teacher appraisal, both in government and non-government schools. 
Non-government schools, however, may have additional requirements for the regular appraisal of 
teachers. Back_to_table 

Austria: 

Aspects appraised (column 8): The overall performance of teachers is evaluated for teacher 
registration. 

Appraisal results in a rating (column 27): The completion of probation appraisal and the appraisal 
for promotion result in the following rating categories: Excellent, good, and negative. The rating 
categories resulting from teacher registration appraisal are pass or fail. Back_to_table 

Belgium (Flemish Community): 

Instruments and information sources used (columns 9-17): Besides the use of interviews or a 
dialogue between the teacher and the evaluator, the schools can decide on other instruments and 
information sources to be used for the appraisal. 

Appraisal results in a rating (column 27): The appraisal results in two possible ratings: satisfactory 
and unsatisfactory. 

Mechanisms to appeal appraisal results (column 28): Teachers can appeal the results of a negative 
evaluation. Deputies of school organising bodies and the unions review and decide these cases along 
with an independent person. Back_to_table 

  



Belgium (French Community): 

General comment: Teacher appraisal is legislated countrywide (i.e. the French Community), but is 
not compulsory and it is rarely performed (for only about 5% of teachers). Teachers are not regularly 
appraised: Only the headmaster (or the school organising committee) can initiate teacher appraisal 
procedures; this usually happens if performance problems are identified or for other reasons, which 
are never disclosed by the headmaster. 

Aspects appraised (columns 2-8): The aspects of teacher performance reported in the tables, the 
teacher’s interpersonal skills and scientific competencies are also appraised. The goal of the 
appraisal is to answer the question: “Does the teacher have the required pedagogical and 
professional teaching abilities?” 

References/standards appraised against (column 26): The procedures for the appraisal are 
determined by the General Service of Inspection, which is also responsible for evaluating the 
teachers and setting the criteria against which they are appraised. 

Appraisal results in a rating (column 27): The resulting rating will be either “yes”, “no”, or “partly”. 

Mechanisms to appeal appraisal results (column 28): There are no mechanisms in place for 
teachers to appeal the results of the appraisal because the report from the General Service of 
Inspection does not have a significant impact. It represents only a single document, valid for one 
year, which the headmaster can use as part of the teacher’s disciplinary record. Back_to_table 

Brazil: 

Appraisal results in a rating (column 27) and mechanisms to appeal appraisal results (column 28): 
Although there is a rating for the appraisal results it varies among the municipalities. Similarly, 
mechanisms to appeal appraisal results also vary among municipalities. Each municipality regulates 
its teachers labour law. However, the National Education Law n.9394/1996, art. 67 determines that 
the functional progression of teachers after the probation period is based on performance 
evaluation and teacher certification. http://www.planalto.gov.br/ccivil_03/Leis/L9394.htm. Decree 
n.6.094/2007, Art.2, XIII, determines that States and municipalities should administer teacher 
appraisal. http://www.planalto.gov.br/ccivil_03/_Ato2007-2010/2007/Decreto/D6094.htm. Starting 
in 2009, federal, state and municipal governments should formulate or adjust their Teacher Career 
Plans, which includes teacher appraisal. Law n. 11.738/2008. 
http://www.planalto.gov.br/ccivil_03/_ato2007-2010/2008/lei/l11738.htm. 
Back_to_table 

Chile: 

Appraisal results in a rating (column 27): At the end of the regular appraisal, teachers are rated as 
“prominent”, “competent”, “basic” or “incompetent”. Back_to_table 

Colombia: 

Instruments and information sources used (column 13): The appraisal for promotion is carried out 
using a written test.  

Appraisal results in a rating (column 27): The rating categories for completion of probation and 
appraisal for promotion are “pass” and “fail”. There are four categories for regular appraisal: 
“exceptional, very good, good, and to be improved”.  

Mechanisms to appeal appraisal results (column 28): Teacher can appeal the results of the 
appraisal for promotion by filing a claim using the established legal mechanisms for this purpose. 
Back_to_table 

http://www.planalto.gov.br/ccivil_03/Leis/L9394.htm.
http://www.planalto.gov.br/ccivil_03/_Ato2007-2010/2007/Decreto/D6094.htm
http://www.planalto.gov.br/ccivil_03/_ato2007-2010/2008/lei/l11738.htm.


Czech Republic: 

Aspects appraised (column 8): Additional aspects evaluated during the regular appraisal depend on 
the school internal regulations. 

Instruments and information sources used (columns 15-17): Students and parents survey may be 
used in some schools. Additional instruments used during the regular appraisal depend on the 
school internal regulation. Back_to_table 

England: 

References/standards appraised against (column 26): Teachers are appraised against Individual 
Objectives.  

Mechanisms to appeal appraisal results (column 28): A teacher may appeal the results of the 
appraisal under the school's grievance procedure. Details of the grieving procedure are required to 
be contained in the school’s pay policy. Back_to_table 

France: 

Aspects appraised (columns 5, 6 and 8): Among other aspects, capacity for innovation is assessed in 
the appraisal for probation (column 5). Teacher commitment is taken into account during regular 
appraisal (column 6). In addition, work ethics (attendance, punctuality, authority, interpersonal 
skills) and compliance with curriculum and reforms are others aspects evaluated at ISCED levels 2 
and 3. At these levels, the school leader (annually) and the inspector (much less often) take part in 
the appraisal. These particular aspects are appraised by the school leader in his/her annual 
“administrative” appraisal of the teaching personnel. The share of the school leader’s mark in the 
global score is 40%; the share of the inspector’s mark is 60% (column 8). 

Instruments and information sources used (column 11): A preparatory questionnaire is used. 

References appraised against (column 20): National norms and standards are used for both, 
appraisal for completion of probation and regular appraisal. Specifically, a competency framework in 
the form of a ministerial order is used as reference in the case of completion of probation, and 
decrees and circulars in the case of regular appraisal. 

Appraisal results in a rating (column 27): At ISCED level 1, the range of scores and descriptive 
ratings depend on the authority (e.g. poor, fair). At ISCED levels 2 and 3, a range of scores is used. 

Mechanisms to appeal appraisal results (column 28): Teachers can ask for another inspection. 
Back_to_table 

Greece: 

Appraisal results in a rating (column 27): A rating scale of 0 to 100 and 4 proficiency levels 
(excellent, good, adequate or insufficient) is used to document the results of the teacher appraisals 
(completion of probation, regular appraisal, teacher registration, and appraisal for promotion).  

Mechanisms to appeal appraisal results (column 28): Regional Committees of Evaluation of 
Education Practice (E.A.E.E.) handle cases in which teachers wish to appeal the results of appraisals 
(completion of probation, regular appraisal, appraisal for teacher registration, and appraisal for 
promotion). Back_to_table 

Hungary: 

Aspects appraised (columns 2-8): In all types of appraisal reported, typically there is a wide range of 
teacher performance aspects are evaluated depending on the school’s internal regulations.  



Instruments and information sources used (column 10): Judgment by the school principal is an 
important aspect in all types of teacher appraisal reported. 

Appraisal results in a rating (column 27): All types of appraisal reported result in a two-level rating: 
acceptable or not acceptable. Back_to_table 

Ireland: 

Appraisal results in a rating (column 27): For completion of probation and teacher registration, 
there are three levels of ratings: “satisfactory, requires further time to develop competence, 
unsatisfactory”. 

Mechanisms to appeal appraisal results (column 28): There are appeal mechanisms for completion 
of probation and teacher registration. At all education levels, teachers whose appraisal is conducted 
within the school may appeal to the Teaching Council. In addition, primary school teachers whose 
appraisal is conducted by inspectors can request a review (to the Chief Inspector) under section 13 
of the Education Act. Back_to_table 

Israel: 

Appraisal results in a rating (column 27): The rating categories used for completion of probation 
and appraisal of promotion are: Below the base, base level, skilled, very good, and excellent. 

Mechanisms to appeal appraisal results (column 28): The teacher may submit an appeal to the 
Appeals Board and obtain changes in the results if a strong case can be made to support them. 
Back_to_table 

Italy: 

Aspects appraised (column 8): These are decided by the individual schools (the School 
Council/Governing Board). 

Instruments and information sources used (column 17): Every teacher undergoing evaluation during 
their probation is assigned an experienced teacher as a tutor/mentor. This mentor provides a final 
evaluation of the mentee and writes a report which can be based on evidence from different 
evaluation methods, such as classroom observation, interview / dialogue, etc. 

Mechanisms to appeal appraisal results (column 28): Teachers can appeal the results of the 
appraisal to the Administrative Court. Back_to_table 

Japan: 

Aspects appraised (columns 2-8), instruments and information sources used (columns 9-17), 
references/standards against which teachers are appraised (columns 19-26), appraisal results in a 
rating (column 27), and mechanisms to appeal appraisal results (column 28): At the discretion of 
the appointer. Back_to_table 

Korea: 

Other instruments and information sources used (column 17): Peer surveys are also used during the 
regular appraisal of teachers.  

Appraisal results in a rating (column 27): The appraisal for promotion uses a rating scale of fours 
levels: Level 1: Su (above 95 points), 30%; Level 2: Woo (90-95 points), 40%; Level 3: Mi (85-90 
points), 20%; Level 4: Yang (below 85 points), 10%. The appraisal for the purposes of reward 
schemes uses a rating scale of three levels: Level 1: S, 30%; Level 2: A, 40%; and Level 3: B, 30%. 



Mechanisms to appeal appraisal results (column 28): To appeal the results of a regular appraisal, 
teachers can ask to review the original data with which they are evaluated (the results of the 
evaluation by peers, parents and students). If a teacher is not satisfied with the results of the 
appraisal for reward schemes, he or she can submit an appeal form to the school principal. If the 
principal decides that the appeal is reasonable, he/she can request the evaluation committee to re-
evaluate the case. Back_to_table 

Mexico: 

Appraisal results in a rating (column 27): For all types of teacher appraisal reported, details in the 
current education law reform are not yet available. 

Mechanisms to appeal appraisal results (column 28): For all types of teacher appraisal reported, 
teachers can the appraisal results by writing to the coordination of professional teachers’ service. 
Back_to_table 

Netherlands: 

Aspects appraised (columns 2-8), instruments and information sources used (columns 9-17), 
reference/standards against which teachers are appraised (columns 19-26): At the discretion of the 
school.  

Mechanisms to appeal appraisal results (column 28): There are several external complaints 
committees and each school are related to one of them. Back_to_table 

New-Zealand: 

References/standards against which teachers are appraised (column 20): Teachers are appraised 
against professional standards in their collective employment agreements that are relevant to their 
type of school.  

Instruments and information sources used (column 14): Student outcomes are used by some 
schools on an ad-hoc basis. 

Appraisal results in a rating (column 27): Schools have some autonomy regarding the performance 
appraisal that they undertake. Most appraisals would have a range of ratings, such as unsatisfactory, 
satisfactory, and excellent, but this is not centrally regulated. Schools have templates for 
performance management, but they are not mandated. 

Mechanisms to appeal appraisal results (column 28): Schools may have appeal mechanisms, but 
they are not required to. Back_to_table 

Poland: 

Instruments and information sources used (columns 11 and 15-16): The use of interview/dialogue 
between teachers and the evaluator is not based on regulations (column 10). The use of teacher 
portfolio and student surveys is not compulsory (columns 11 and 15). The opinion of the parents' 
council (Rodziców ) may be taken into consideration (column 16).  

Appraisal results in a rating (column 27): The rating categories are “pass and fail’’ for completion of 
probation and appraisal for promotion, and ‘’excellent, good and negative’’ for regular appraisals. 

Mechanisms to appeal appraisal results (column 28): Appeals can be submitted to the supervisory 
body. Back_to_table 

  



Portugal: 

Instruments and information sources used (columns 9, 13 and 17): 

 Classroom observation (column 9): It is only compulsory for: a) teachers in probation; b) 
teachers in levels 2 and 4 of the teaching career; c) teachers in any level with the attribution 
of an "excellent" mark; d) teachers in the teaching career that receive the "Insufficient" 
mark. 

 Teacher testing (column 13): It is not used as an instrument for the completion of appraisal 
or regular appraisal, but teachers with less than five years of experience undergo a 
Competence and Skills Evaluation Examination.  

 Others instruments used (column 17): Teaching Project; evidence of participation in various 
dimensions of teacher performance (scientific and pedagogical, participation in school and 
community relations, continuous training and professional development); and self-appraisal 
along with the respective report from the evaluator. 

References/standards against which teachers are appraised (column 26): Teaching project. 

Appraisal results in a rating (column 27): Five rating categories are used for both types of appraisal: 
“excellent, very good, good, regular, and insufficient”. There is a national quota system for the two 
top levels. 

Mechanisms to appeal appraisal results (column 28): The teacher can appeal to the principal or to 
the Pedagogical Board, and appeal again to the Chairman of the Appraisal Board. Back_to_table 

Slovak Republic: 

Aspects appraised (column 8): Student outcomes are also part of the appraisal for completion of 
probation as well as the regular teacher appraisal.  

References/standards against which teachers are appraised (column 20): The State School 
Inspection (SSI) and schools principals determine these references/standards.  

Appraisal results in a rating (column 27): The rating categories are “pass” and “fail” for both types 
of appraisal, i.e. for completion of probation and regular teacher appraisal.  

Mechanisms to appeal appraisal results (column 28): There are no specific mechanisms besides the 
ordinary appeal under state law. Back_to_table 

Slovenia: 

Aspects appraised (column 8): 

 Teacher registration: Knowledge of the Constitution of the Republic of Slovenia and the 
European Union as well as regulations on human rights and the rights of children; school 
regulations; and knowledge of the language of instruction (column 8). 

Instruments and information sources are used (columns 9-17): 

 General comment: The instruments indicated in the table as “yes” are defined by 
regulations at the national level; other instruments are not regulated but they might be used 
at the discretion of the evaluators (columns 9-17). 

 Completion of probation and reward schemes: Schools are totally autonomous in choosing 
instruments and information sources for these types of appraisal (columns 9-17). 



 Appraisal for promotion: Evidence on additional professional work and participation at 
professional development programmes is sent to the ministry, which makes decisions 
regarding promotion to titles (column 12). 

 Teacher registration: Oral examination is used by the ministry for decisions regarding 
registration (column 13). 

References/standards against which teachers are appraised (columns 19, 20 and 22): 

 Teacher registration: There are no specific criteria for the observation of teaching by the 
head teacher or for the mentors’ assessment (column 19). Topics to be assessed during the 
professional examination are determined by the minister. Specifically, a catalogue is 
published on its website (column 20).  

 Regular appraisal: Broad criteria for evaluation, such as performance, autonomy at work, 
creativity, reliability, cooperation, among other, are determined at the national level 
(column 22). 

 Appraisal for promotion: Broad criteria for evaluation, such as work with students, 
cooperation with parents, team work, implementation of knowledge acquired in 
professional development programmes, among other, are determined at the national level 
(column 22).  

 Reward schemes: Broad criteria for evaluation, such as knowledge and professionalism, 
quality, level of innovation, among other, are determined at the national level (column 22). 

Appraisal results in a rating (column 27): 

 Completion of probation: The rating categories used are “satisfactory” and “unsatisfactory”.  

 Regular appraisal: The five categories used are “excellent, very good, good, sufficient, and 
insufficient.”  

 Teacher registration: The rating categories are “pass” and “fail”.  

Mechanisms to appeal appraisal results (column 28): 

 Completion of probation: The school council (board) reviews and makes final decisions 
regarding the appeal. 

 Regular appraisal: A teacher who does not agree with the results of the appraisal can 
request a reassessment to a committee at school composed of three members.  

 Teacher registration: The Minister reviews and makes final decisions regarding the appeal. 

 Appraisal for promotion: Judicial protection is possible. 

 Reward schemes: A committee at the school reviews and makes decisions regarding the 
appeal. Back_to_table 

Spain: 

Mechanisms to appeal appraisal results (column 28): In Spain, any citizen may seek further legal 
action in case of disagreement with a resolution from an administrative procedure. Back_to_table 

Sweden: 

Aspects of teacher performance evaluated (column 8): In the appraisal for teacher registration, it is 
the teacher's own educational qualifications that are evaluated, not his or her professional practise. 



Local educational authorities/school organising bodies determine the criteria for the appraisal of 
reward schemes. 

Instruments and information used (column 17): In the appraisal for teacher registration, documents 
confirming the contents of teacher's own training are used. 

References/standards against which teachers are appraised (column 26): Local educational 
authorities/school organising bodies determine the criteria for appraisal of reward schemes. 

Mechanism to appeal appraisal results (column 28): If a registered teacher has been inapt in his or 
her professional practice, a complaint can be submitted to the Swedish Schools Inspectorate by a 
principal, a colleague or a parent, for example. The Schools Inspectorate thereafter decides whether 
the complaint should be transmitted to the Teachers' Disciplinary Board at the Swedish National 
Agency for Education. The Teachers' Disciplinary Board examines the case and decides if the 
registration/certificate should be withdrawn. Back_to_table 

Turkey: 

Appraisal results in a rating (column 27): The appraisal for completion of probation results in a 
rating on a scale of 0-100. 

Mechanisms to appeal appraisal results (column 28): Teachers on probation can appeal their 
appraisal results to National Provincial Education Directorates. The appeal is evaluated by the 
Performance Evaluation Appeal Commission which is formed within the Directorate and a decision is 
taken by the Commission within ten working days following the appeal. Back_to_table 

United States: 

Instruments and information sources used (column 17): Peer surveys may also be used in the 
appraisals. 

Appraisal results in a rating (column 27) and mechanisms to appeal appraisal results (column 28): 
Differs by state, local district, and school. For completion of probation, the number of rating 
categories used typically varies from 3 to 5 across states. Back_to_table 

Table D7.5(a-c): Use of results from teacher appraisal 

Australia: 

Appraisal rewards may involve (columns 5-14): Rewards given as a result of regular appraisals vary 
across jurisdictions and are managed locally. Back_to_table 

Belgium (Flemish Community): 

Appraisal rewards may involve (column 10): School principals may at times reward teachers with a 
change in work responsibilities. Back_to_table 

Belgium (French Community): 

Responses do underperformance of teachers (column 15): In case of underperformance of teachers, 
the headmaster (or the school organising body) can decide on whether a follow up is needed. Most 
of the time, the teacher will be helped by advisers, and further appraisal will probably be conducted. 
Back_to_table 



Chile: 

Appraisal affects pay levels (column 4): Regular appraisal may lead to a pay allowance for good 
performance: the pay occurs every three months for the duration of 2 to 4 years. The duration of the 
allowance under reward schemes is 2 to 4 years. Back_to_table 

Colombia: 

Appraisal affects career advancement (column 3): A teacher with poor results on two consecutive 
regular appraisals should leave the post. Back_to_table 

Czech Republic: 

Appraisal informs teacher’s professional development activities, affects career advancement and 
pay levels, and may involve additional rewards (columns 2-4, and 13): Whether or not the regular 
appraisal informs professional development, career advancement, and pay levels, or the granting of 
additional rewards depends on the school’s internal regulation. 

Responses do underperformance of teachers (column 26): In addition to the responses reported 
under regular appraisal, teachers have to complete their education or at least start their studies. 
There may be other responses to underperformance depending on the school’s internal regulation. 
Back_to_table 

Denmark: 

General comment: If the teacher doesn’t pass the appraisal for new teachers (the final part of the 
teacher education), the teacher is not allowed to teach. Back_to_table 

France: 

Appraisal rewards may involve (column 11): Regular appraisal can lead to horizontal or vertical 
promotion. 

Responses to underperformance (column 26): Underperformance during the probation may lead to 
a one-year extension of the probationary period or to relegation to a previous status or post. 
Back_to_table 

Greece: 

Appraisal informs teacher’s professional development activities (column 2): Appraisal results 
(completion of probation, regular appraisal, appraisal for teacher registration, and appraisal for 
promotion) are expected to influence teachers’ professional development activities and result in a 
professional development plan for some teachers.  

Appraisal affects career advancement (column 3): Appraisal results (completion of probation, 
regular appraisal, appraisal for teacher registration, and appraisal for promotion) influence decisions 
about promotion and the speed at which a teacher progresses in the career structure or salary scale. 

Appraisal affects pay levels (column 4): Appraisal results (completion of probation, regular 
appraisal, appraisal for teacher registration, and appraisal for promotion) affect the base salary 
and/or a pay allowance is provided for good performance. Back_to_table 

  



Hungary: 

Appraisal informs teacher’s professional development activities (column 2): How the results of 
various types of appraisal inform teacher’s professional development varies depending on the 
school’s internal regulations. 

Appraisal rewards may involve (columns 5-14): The rewards involved as a result of various types of 
appraisal vary depending on school’s internal regulations.  

Responses to underperformance of teachers (columns 15-26): A candidate under appraisal for 
completion of probation who fails the examination for the second time will be dismissed. Other 
responses to underperformance of teachers in various types of appraisal vary depending on school’s 
internal regulations and on decisions made by the school principal. Back_to_table 

Ireland: 

Appraisal result affects career advancement (column 3): After three years, if the result of appraisal 
is unsatisfactory, the teacher's registration with the Teaching Council could be rescinded. Once a 
teacher is removed from the register, they cannot be paid by public money. Back_to_table 

Italy: 

Responses to underperformance of teachers (column 20): If teachers fail their probation, they may 
apply to try a second time the following year. Back_to_table 

Japan: 

Appraisal informs teacher’s professional development activities (column 2), affects career 
advancement (column 3), affects pay levels (column 4), appraisal rewards may involve (columns 5-
14), and responses to underperformance of teachers (columns 15-26): According to the regulation 
"the appointer regularly appraises teachers’ performance and decides what to do next based on the 
assessment results". Back_to_table 

Korea: 

Appraisal informs teacher’s professional development activities (column 2): The results of the 
regular appraisal are expected to influence professional development activities and/or result in a 
professional development plan for underperforming teachers. 

Appraisal impacts pay levels (column 4), and other responses to underperformance of teachers 
(column 26): Under reward schemes, every year a one-time bonus is provided to all teachers 
(including underperforming teachers), but the amount of the reward varies depending on the final 
rating received by the teacher as a result of the appraisal. Except for this yearly one-time bonus, 
there is no performance-based allowance. Back_to_table 

Netherlands: 

Appraisal rewards may involve (columns 5-14) and responses to underperformance of teachers 
(columns 16-26): At the discretion of the school board. Back_to_table 

New Zealand: 

Appraisal informs teacher’s professional development activities (column 2): The appraisal for 
teacher registration purposes determines whether the teacher is eligible for registration or for its 
renewal. Back_to_table 



Poland: 

Appraisal informs teacher’s professional development activities (column 2): In-service training is a 
mandatory condition for positive assessment. No other data concerning the influence of the 
appraisal on professional development are available. Back_to_table 

Portugal: 

Appraisal informs teacher’s professional development activities (column 2): Teachers rated 
“insufficient” or "regular" have to successfully complete professional development activities. 

Responses to underperformance of teachers (columns 15, 19 and 25):  

 Further appraisal (column 15): After 2 consecutive years of obtaining an "insufficient" 
rating, there is an inquiry. 

 Permanent contract not granted (column 19) Failure to pass probation period (column 25): 
After 2 consecutive years of obtaining an "insufficient" rating. 

 Other (column 26): There is an inquiry for teachers with a permanent contract; teachers on a 
fixed-term contract will not be allowed to apply for a teaching position for three years. 
Back_to_table 

Slovak Republic: 

Appraisal affects pay levels (column 4): Both the appraisal for completion of probation and regular 
teacher appraisal may result in a pay allowance for good performance that is valid for a minimum of 
one month. 

Responses to underperformance of teachers (column 19): Teachers have a permanent contract after 
probation. Back_to_table 

Slovenia: 

Appraisal affects career advancement (column 3): 

 Regular appraisal: Results may lead to promotion to higher salary grades.  

 Teacher registration: Teacher who passes the professional examination can be employed for 
an indefinite period of time, i.e., become a permanent teacher.  

 Appraisal for promotion: Appraisal may lead to promotion to professional titles (mentor, 
advisor, counsellor). 

Appraisal affects pay levels (column 4): 

 Appraisal for promotion: Teachers who acquire a certain professional title (mentor, advisor, 
counsellor) progresses to the respective salary grade. 

 Reward schemes: These are specified in the final appraisal; they are usually for short periods 
of time (one or a couple of months). 

Appraisal rewards may involve (columns 10 and 11) 

 Appraisal for promotion: Teachers who acquire certain professional titles (mentor, advisor, 
counsellor) can become head teachers, deputy head teachers, mentors to new teachers or 
trainees, experts in school inspections, etc. (column 10). 

 Teacher registration: A teacher must be fully qualified in order to be promoted to 
professional titles (column 11). 



Responses to underperformance of teachers (columns 17 and 18): 

 Regular appraisal and appraisal for promotion: A teacher who performs poorly in the 
assessment cannot be promoted to higher salary grades. Back_to_table 

Sweden: 

Appraisal affects pay levels (column 4): The appraisal for reward schemes may lead to an additional 
pay commensurate with the teachers post. First Teachers receive an additional pay of approximately 
SEK 5000 per month. A Senior Subject Teachers, an additional pay of approximately SEK 10000 per 
month. 

Responses to underperformance of teachers (column 26): If a teacher or preschool teacher seriously 
neglects the work, his/her accreditation may be withdrawn. Such decisions will be taken by a 
committee, the Teachers' Disciplinary Board, under the Swedish National Agency for Education. 
Back_to_table 

Turkey: 

Appraisal informs teacher’s professional development activities (column 2): Candidate teachers 
who could not complete the probation period successfully are subject to another year of probation. 

Appraisal affects pay levels (column 4): The results of the appraisal for reward schemes may lead to 
a one-time financial bonus. Back_to_table 

United States: 

General comment: Whether the appraisal informs teachers’ professional development activities, 
affects career advancement, and affects pay levels varies by state or local district (columns 2-4). 
Rewards that appraisal may involve and the responses to underperformance of teachers also differ 
by state, local district or school (columns 5-26). Back_to_table 

Table D7.6. Factors that influence teachers' salaries and career 

progression 

Austria: 

Factors that influence teachers' salaries (columns 10, 20 and 30): Another factor with a low 
influence on teachers’ salaries concerns the fact that schools have a minimal budget for financial 
gratification at their disposal. Back_to_table 

Belgium (Flemish Community): 

Other factors that influence teacher’s career progression and salaries (columns 5, 10, 15, 20, 25 
and 30): Other factors may influence the career progression and salaries of teachers, which can be 
decided at the local level (school/'schoolbestuur'). However, this is not incorporated in legislation 
and there are no data available on this at the local level. Back_to_table 

Belgium (French Community): 

Factors that influence teachers' career progression (columns 5, 15 and 25): There is no career 
progression for the teachers, but their salaries vary progressively according to the length of service. 



Completion of professional development (columns 7, 17 and 27): The exception is one type of 
professional development that can lead to a better salary. Back_to_table 

Brazil: 

General comment: Non applicability of factors influencing career progression of teachers and 
teachers’ salaries. Back_to_table 

Czech Republic: 

Other factors that influence teachers’ career progression and salaries (columns 5, 10, 15, 20, 25 
and 30): There may be other factors in addition to those listed, depending on the school’s internal 
regulation. Back_to_table 

Denmark: 

General comment: There are no formal regulations regarding the career progression of teachers. 
Back_to_table 

Estonia: 

Factors that influence teachers' salaries (columns 7, 17 and 27): According to “TALIS 2013 Results: 
An International Perspective on Teaching and Learning” (OECD, 2014), completion of professional 
development course in Estonia may have some influence on teachers’ salaries if it is followed by 
feedback from the school management.  

Teacher appraisal results (columns 9, 19 and 29): Teacher appraisal is conducted by the school 
management. Back_to_table 

France: 

General comment: The salary progression is based on seniority, but the results of the appraisal (by 
the inspector at ISCED levels 0 and 1; by the inspector and the school leader at ISCED levels 2 and 3) 
can speed the transition towards a higher step on the salary scale. Back_to_table 

Hungary: 

General comment: A new teacher promotion scheme was introduced in September 2013, which (as 
opposed to the earlier remuneration system) links teacher salaries not only to qualifications 
(degrees) and the number of years spent in the profession, but also to the evaluation of the 
teacher’s work. A central element of the teacher promotion scheme is the teacher qualification 
system. In the course of the qualification exam and the qualification procedure, a committee 
assesses the level of competences of the teacher, based on the evaluation of certain documents and 
their personal impressions from the class visits. Qualification procedures assessing teacher 
performance have started in 2014. Currently, there is not enough experience to know the actual 
impacts of the new evaluation system. 

Teacher appraisal results (columns 4, 14 and 24): The answer provided is only an estimate as it is 
too early to judge the real influence of the recent appraisal system on the teachers’ career 
progression. 

Length of service (columns 6, 16 and 26): There is still not enough experience with the new appraisal 
system, but presently, this is the strongest factor influencing teachers’ salaries. Back_to_table 

  



Ireland: 

Other factors that influence teachers' career progression (columns 5, 15 and 25): Open competition 
held by individual school managements influence career progression of teachers. 

Factors that influence teachers' salaries (columns 8, 18 and 28): Taking on extra roles and tasks 
influences teachers’ salaries only if they result from promotion to a middle management position. 
Back_to_table 

Israel: 

Other factors that influence teacher’s career progression and salaries (columns 5, 10, 15, 20, 25 
and 30): Teacher’s attainment levels, namely Bachelors’, Master’s, and Ph.D’s diplomas. 
Back_to_table 

Italy: 

General comment: Currently, teachers have very flat careers in Italy and their only “progression” is 
from having a fixed-term contract as a temporary teacher to being hired on a permanent contract. 
Once on a permanent contract, the only salary progression is based on the number of years of 
seniority a teacher has. However, all teachers may take on other roles in schools; for instance, they 
may be appointed as deputy principal (an autonomous decision of the schoolhead) or as subject 
department head (based on criteria set by the Teachers’ Assembly). These roles are: 

 temporary (they last one school year, but can be renewed);  

 tied to the specific school (if a teacher acting as deputy head in one school decides to change 
to another, he/she will not necessarily become a deputy head there);  

 carried out alongside the teacher’s teaching role and not considered a progression, but 
simply one of the other tasks teachers may perform;  

 generally compensated in some way with an extra pay on the basis of the contractual 
negotiations carried out at the school. 

A Decree put forward by the government has now become law: Starting in 2016, 200 million 
euros/year will be available to schools to reward teachers on a merit basis (not a career progression, 
but a bonus in salary). National guidelines will help new multi-stakeholder evaluation committees in 
schools establish criteria for rewarding the extra pay. 

Length of service (columns 6, 16 and 26) and taking on extra roles and tasks (columns 8, 18 and 
28): The answers provided are true for teachers’ statutory salary. But when teachers take on extra 
roles and tasks at the school, they receive some extra pay (usually a lump sum, not necessarily 
correlated to the amount of extra work they do). The extra pay is usually determined at the school 
level through internal negotiations involving school Teachers Union representatives. Back_to_table 

Japan: 

Other factors that influence teacher’ career progression and salaries (columns 5, 10, 15, 20, 25 and 
30): At the discretion of the appointer. Back_to_table 

Korea: 

Factors that influence teachers’ salaries (columns 9, 19 and 29): Every year, a one-time bonus is 
provided to teachers according to the results of the appraisal for reward schemes. Back_to_table 

  



Netherlands: 

Factors that influence teachers’ career progression and salaries (columns 1-30): Such factors are at 
the discretion of the schools. The government has launched the Action Plan Leerkracht a few years 
ago under which teachers can progress in the career (i.e. promotion to a higher salary scale). 
Promoting a teacher is at the discretion of the school leader who makes the decision within a certain 
framework made by the school in collaboration with a representative of the school’s teachers. 
Recent surveys have shown that the quality of teaching is increasingly more important in this 
context. Back_to_table 

Norway: 

Factors that influence teachers’ career progression and salaries (columns 1-30): The school owner 
decides if and how teachers are appraised. There are no national data on factors that influence the 
career progression and salaries of teachers and they probably vary between school owners. 
Back_to_table 

Poland: 

Other factors that influence teachers’ salaries (columns 5, 15 and 25): Professional promotion 
grade, educational attainment, and conditions of service. Back_to_table 

Slovenia: 

Factors that influence teachers’ career progression and salaries (columns 1-30): All the factors 
indicated influence teachers promotion to titles (mentor, advisor, counsellor) and as a result, their 
salaries. Back_to_table 

Sweden: 

General comment: Teachers' salaries are decided individually. Back_to_table 

United States: 

General comment: Different factors may have varying levels of influence on the career progression 
and salaries of teachers depending on the state, local district, or school. Back_to_table 

Table D7.7: School leader appraisal 

Australia: 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 5 and 9): 
School leader appraisal is widely practised, but not legislated in the country. Such practices vary 
between states and territories, but typically, school leader appraisals:  

 provide feedback on the roles and responsibilities of school leaders in the school; 

 can be conducted at the principal, deputy principal, or head of department level, depending 
on the education system; 

 are usually conducted annually, as in a performance review; 

 can be linked to some incremental pay increase for the school leader at the discretion of 
each education system; 



 include some form of appeal mechanisms;  

 may be conducted by an evaluator who either holds the position immediately above the 
level being evaluated or by an officer from the education system to which the school leader 
belongs. 

Percentage of school leaders appraised (column 4, 8 and 11): The percentage of school leaders 
appraised each year is not available because practices vary between and within states and 
territories. Back_to_table 

Belgium (Flemish Community): 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 5 and 9): 
School leader appraisal is legislated and implemented countrywide, i.e. for all schools subsidized or 
financed by the Flemish government. Back_to_table 

Belgium (French Community): 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 5 and 9): 
School leader appraisal is legislated countrywide (i.e., the French Community). Back_to_table 

Brazil: 

General comment: With some few exceptions, most of the school leaders are recruited among the 
school teachers, either indicated by a public authority or elected by the school board. As civil 
servants they are all subject to the national civil service law (L8112). However, there is no specific 
policy or regulations for school leader appraisal at the national level. State and municipality can 
develop their own regulation on this matter. Back_to_table 

Canada: 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 5 and 9): 
School leader appraisal is required by policy or regulations but it varies by province and territory 
across the country. Back_to_table 

Colombia: 

General comment: The annual evaluation of teachers' performance and teaching management is an 
ongoing process that identifies teachers' strengths and areas for improvement. 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 5 and 9): 

Colombia has two teachers’ statutes, Decree 2277 of 1979 and Decree 1278 of 2002. The first 
statute covers 60% of teachers who are not assessed; the second statute covers the remaining 40% 
of teachers who are evaluated annually. Back_to_table 

Denmark: 

Existence of school leader appraisal (columns 1, 5 and 9): At the primary and lower secondary level, 
the local authorities carry out development interviews with school leaders once a year, which act as 
an assessment of the individual leader’s performance and informs their professional development. 
The interviews usually include an evaluation of the school leaders’ performance in attaining yearly 
targets and a decision on his/her performance pay (i.e. an annual extra salary based on the degree 
to which the targets were achieved). At the upper secondary level, such development interviews are 
carried out by the chair for the school board. In addition, the self-evaluation conducted by all 



institutions on the safety and health conditions of the workplace (apv=arbjedspladsvurdering) 
typically includes an evaluation of the school leadership, which is included in the school leader’s 
development interviews. Back_to_table 

England: 

Existence of school leader appraisal (column 1), obligation to undertake such appraisal (column 7), 
and frequency of appraisal (column 8): Policy is implemented in all publicly managed schools. 
Government-dependent public schools and independent private schools can decide on whether or 
not to implement the policy; data is not collected on the extent to which they conduct such 
appraisals. 

School leaders included in the policy framework (column 6): Assistant Head teachers are also 
included in the framework. 

Who are the evaluators (column 30): Only Head teachers/Principals have external evaluators. 
Back_to_table 

Finland: 

General comment: In addition to participating in national evaluations, education providers (local 
authorities) have a legal duty to evaluate the education they provide. National authorities do not 
define the forms and procedures of local evaluation, they are decided locally. There are no national 
regulations or formal system of school leader appraisal in Finland but this is also a matter of local 
decision-making. Back_to_table 

France: 

General comment:  The school “principal“ (directeur d’école) at ISCED levels 0 and 1 is a teacher 
who only acts as “the first among equals”. At the primary level, school leaders do not have an 
administrative status of school leader; they are teachers who are essentially evaluated as such and 
who continue teaching. The school leaders’ responsibilities at ISCED level 2 are larger and his/her 
status is determined by decree. 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 5 and 9): 
School principals at ISCED level 1 are often appraised as teachers. School principals in private schools 
are appraised by their employers. In addition, inspectors ("Inspecteurs de l'éducation nationale” or 
IEN) assess the compliance of school principals in private schools with national education goals and 
programmes. Back_to_table 

Ireland: 

General comment: Leadership is one of the key areas evaluated in whole-school evaluations at both 
the primary and secondary levels. School leaders are appraised as part of the normal cycle of school 
inspections or as part of a focused evaluation. School leaders’ ability to lead the planning process 
and to facilitate professional development are appraised. If leadership is weak, engagement with 
professional support services on school leadership may be advised. Procedures for dealing with 
underperformance are available under Section 24(3) of Education Act (1998). Back_to_table 

Italy: 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 5 and 9): 
The evaluation of schoolheads is foreseen in the norms, but no system is yet in place. Back_to_table 

  



Japan: 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 5 and 9): 
The appraisal of school leaders is part of the teacher appraisal policy framework. Back_to_table 

Korea: 

General comment: Similar to teacher appraisal, there are different kinds of school leader appraisal 
required by policy in Korea. However, school leader appraisal has different governance, procedures, 
and applications compared to teacher appraisal. The answers provided in this survey cover three 
different types of appraisals: regular appraisal, appraisal for promotion, and appraisal for reward 
schemes. Whenever more than one answer was possible for a single question, the reported one 
reflects the answer applicable for school leader appraisal for promotion. The answers do not cover 
appraisal related school leaders who became principals through the "Principal invitation and public 
subscription system", which has a very low number of principals invited since it is a new system in 
Korea. Back_to_table 

Latvia: 

General comment: The State Education Quality Service accredits general and vocational education 
institutions and examination centres, as well as general and vocational education programmes. 
Accreditation involves a process of quality evaluation. The evaluation framework is defined in the 
Cabinet Ministers’ Regulation No. 852 of September 14, 2010 “Procedures for the Accreditation of 
General and Vocational Education Programmes, Education Institutions and Examination Centres”. 
The Regulation defines a set of parameters to be used by evaluators to evaluate schools. One of the 
main areas addressed by this framework is school management, which includes school leader 
appraisal. However, as of the time of this survey the process had not yet started. A recent 
amendment to the Law on Education introduced a requirement for the external evaluation of 
schoolheads; a government regulation is currently under development and the process is expected 
to start in 2017. Evaluation criteria are being developed and will be established in a Cabinet 
Ministers’ Regulation. Evaluation results will be used to inform decisions on schoolheads’ 
performance and salary allowance. Details are available at http://www.ikvd.gov.lv/ . 

The external evaluation of schools and education programmes is carried out by an Accreditation 
Experts’ Commission. During the visit, a Commission evaluating the school’s management, 
leadership and quality assurance appraises the school leaders using the following criteria: self-
assessment of the institution’s work and development planning; the work of the administration, and 
personnel management; cooperation with other institutions. For more details on the external 
evaluation, please see comments under School Inspection. Back_to_table 

Netherlands: 

General comment: Many teacher and school leader appraisal policies are initiated by the 
government, but are convened by and executed by the parties making up the Central 

Agreements for education, namely, associations of school leaders, trade unions for 

teachers, and associations of employers, i.e. school boards. 

Existence of school leader appraisal (column 9): The school leader appraisal is the responsibility of 
the school board. At the primary level, school leader appraisal is required by a national policy, 
convened by the Association of School Leaders, Teachers Trade Unions, and the Association of 
Employers in primary education. There is a professional standard for school leaders 
(https://www.schoolleidersregisterpo.nl/beroepsstandaard/basiscompetenties/ ) and registration is 
mandatory. At the lower and upper secondary levels, there is neither a government policy nor a 
policy convened by associations of school leaders, teachers, and employers. However, in secondary 

http://www.ikvd.gov.lv/
https://www.schoolleidersregisterpo.nl/beroepsstandaard/basiscompetenties/


education, a professional standard for school leaders has recently been agreed on (http://www.vo-
academie.nl/schoolleidersregister-vo/beroepsstandaard) and registration will be mandatory starting 
in 2016. Until then, whether school leader appraisal is conducted and how are at the discretion of 
the school board. 

Percentage of school leaders appraised (column 11): School leader appraised is mandatory at the 
primary level, and will become mandatory at the lower and upper secondary levels starting in 2016. 
Back_to_table 

Portugal: 

General comment: School leader appraisal is required for public schools only. Back_to_table 

Spain: 

Percentage of school leaders appraised (columns 1, 5 and 9): The answers provided are estimated 
figures and cover only school leaders in public schools. Back_to_table 

Switzerland: 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 9 and 17): 
School leader appraisal is required, but detailed questions cannot be answered because regulations 
on school leader appraisal vary considerably between cantons. Back_to_table 

United States: 

Existence of school leader appraisal that is required by policy or regulations (columns 1, 9 and 17): 
School leader appraisal requirements and purposes may vary from state to state. Schools, districts, 
and states may choose to voluntarily implement school leader appraisal strategies that are not 
legislated; the circumstances of these are at their individual discretion. 

Policy implementation or practice (columns 2, 4, 6, 8, 10 and 12): Since 2010, at least 36 states have 
adopted laws requiring principals to undergo regular assessments and increasing the rigor of those 
reviews, according to the National Conference of State Legislatures. Back_to_table 

Table D7.8(a-c): School Leader appraisal: Eligibility, Governance, and 

responsibilities 

Belgium (Flemish Community): 

School leaders included in the policy framework (column 2): School leader appraisal is legislated for 
school principals in public and government-dependent private schools. In addition to regular 
appraisal, school principals in public schools run by the Flemish Community of Belgium are also 
appraised at the completion of their one-year probationary period. If the results of such appraisal 
are unsatisfactory, this can lead to dismissal. 

Frequency of appraisal (column 8): School leaders are appraised at least every four years.  

Who determines the procedure for appraisal (column 19): The procedure for the school leader 
appraisals are determined by the state educational authority, i.e. the Flemish government. 
Back_to_table 
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Belgium (French Community): 

Obligation and frequency of appraisal (columns 7 and 8): During their two-year probationary 
period, school leaders are appraised annually. 

Who determines the procedure for appraisal (columns 19 and 25): In public schools, the state 
government is responsible for determining the procedures for school leader appraisals and for 
evaluating them. In government-dependent private schools, these responsibilities are carried out by 
the school organising bodies and may involve external experts. Back_to_table 

Colombia: 

School leaders included in the policy framework (columns 2-5): Only eligible teachers after the 
decree 1278 of 2002 are evaluated (columns 2 and 3). Middle leaders and department heads are 
evaluated as teachers. 

Circumstances under which appraised (column 13): The appraisal of school leaders under the school 
director is regulated by national guidelines. 

Who determines the procedure for appraisal (columns 21 and 23): Local authorities evaluate the 
school´s principals using the central educational authority’s guidelines. 

Who are the evaluators (column 31): The state or municipal authorities conduct the evaluation. The 
country is divided into 94 local authorities to manage education at the regional level, based on 
population and administrative criteria. Back_to_table 

Czech Republic: 

Authority that determines the procedures for appraisal (column 16): School organising bodies 
determine the procedures for appraisal at the regional level. 

Who are the evaluators (column 30): School organising bodies are the evaluators at the regional 
level for ISCED 3, and at the sub-regional level for ISCED 1 and 2. Back_to_table 

England: 

Aspects appraised (columns 2-10): Individual schools may decide what aspects of school leadership 
are appraised. 

References/standards against which school leaders are appraised (column 20): Teachers’ Standards 
are used to appraise school leaders.  

Mechanisms to appeal appraisal results (column 29): A teacher may appeal the results of the 
appraisal under the school's grievance procedure. Details of the grieving procedure are required to 
be contained in the school’s pay policy. Back_to_table 

France: 

Who are the evaluators (columns 31 and 42): At ISCED level 1, the Inspecteurs "territoriaux" (IEN); 
at ISCED levels 2 and 3, academic directors (“directeur académique”) who are supervised by the 
“recteur d'académie” (DASEN). Back_to_table 

Hungary: 

Other circumstances under which school leaders are appraised (column 15): School leaders are 
appraised as part of the school inspection. 



Who determines the procedures for appraisal (column 16): The Education Office determines the 
procedures for appraisal. 

Who are the evaluators (column 30): An external accredited evaluator along with the community of 
school staff and parents evaluate the school leader. The school principal/director also conducts a 
self-assessment. Back_to_table 

Korea: 

General comment: Similar to teacher appraisal, there are different kinds of school leader appraisal 
required by policy in Korea. However, school leader appraisal has different governance, procedures, 
and applications compared to teacher appraisal. The answers provided in this survey cover three 
different types of appraisals: regular appraisal, appraisal for promotion, and appraisal for reward 
schemes. Whenever more than one answer was possible for a single question, the reported one 
reflects the answer applicable for school leader appraisal for promotion. The answers do not cover 
appraisal related school leaders who became principals through the "Principal invitation and public 
subscription system", which has a very low number of principals invited since it is a new system in 
Korea.  

School principals/directors (column 2): School principals are not eligible for appraisal for promotion. 

Circumstances under which appraised (column 9): Only those who became principals through the 
“Principal invitation and public subscription system” would be appraised in relation to their 
employment status. 

Who determines the procedures for school leader appraisal (columns 16, 23 and 24): Local 
educational authorities, and school boards or committees are involved in the procedures related to 
the regular appraisal of the school leader.  

Who are the evaluators (column 30): In the case of school leader appraisal that is part of regular 
teacher appraisal, parents and teachers participate in evaluation. Back_to_table 

Netherlands: 

Who determines the procedures for appraisal (column 16): Standards are determined nationally, 
and the procedures for appraisal are determined at the school level within the national framework 
(i.e. convened by the organisation of school leaders, trade unions for teachers  and the association 
for primary school boards; see comment related to Table D7.7). Back_to_table 

New Zealand: 

Who determines the procedures (column 16, 18 and 22): The procedures for the appraisal of school 
leaders are determined by the New Zealand Teachers Council and by collective agreements (columns 
16 and 18). Sub-regional or inter-municipal educational authorities do not exist in New Zealand 
(column 22). 

Who are the evaluators (columns 30, 31 and 43): The Education Review Office, a central agency, is 
one of the evaluators. There are external evaluators (column 40). Back_to_table 

Poland: 

General comment: Evaluation is done at the local authority. Back_to_table 

  



Portugal: 

Circumstances under which appraised (column 15): School leaders are evaluated as part of the 
required appraisal in the teaching career (to which they belong). 

Who are the evaluators (columns 36, 42):  

 School board (Column 36): 60% of the school leader evaluation is from the School 
Cluster's/Non-clustered School's General Board. 

 Intermediate agency (Column 42): 40% of the school leader evaluation is from the (external) 
school evaluation. Back_to_table 

Slovak Republic: 

Who determines the procedures for school leader appraisal (columns 26 and 29): The procedures 
are determined by the school principal/director only in the case of appraisal of the deputy school 
principal (column 26). In the case of appraisal of the school principal/director, the entity that 
established the school is responsible for determining such procedures (column 29). 

Who are the evaluators (columns 37 and 40): The school principal/director is the evaluator only in 
the case of appraisal of the deputy school principal (column 37). In the case of appraisal of the 
school principal/director, the entity that established the school is the evaluator (column 40). 
Back_to_table 

Slovenia: 

School leaders included in the policy framework (columns 2-3): The answers provided refer to 
directors, headteachers, and assistant (deputy) headteachers. In public schools, the headteacher is 
the pedagogical leader and exercises management functions. At a public school centre in which 
organisational units have been established to implement different education programmes, the 
management function is exercised by the director while the function of pedagogical leader is 
exercised by a headteacher in each organisational unit. 

Circumstances under which appraised (column 9): According to the Organisation and Financing of 
Education Act, teachers can be promoted to professional titles as follows: mentor (mentor), 
svetovalec (advisor) and svetnik (counsellor). The Rules issued by the Minister of Education 
determine the conditions of advancement, and the criteria for the evaluation of requirements and 
procedures. The Minister, following a proposal by the headteacher, decides on the promotion. The 
requirements include a certain number of years of experience, performance at work, in-service 
training and additional professional work. Performance at work of the headteacher/director is 
evaluated by the school council/board and The National Education Institute, and for the deputy 
headteacher, by the headteacher/director and by the school assembly of teachers. 

Who are the evaluators (columns 31, 36, 37, 40, 42 and 48):  

 Central education authority (column 31): The Minister makes decisions on the basis of 
criteria defined in regulations for evaluation as reported in columns 37, 40 and 48. 

 School board (column 36): For the regular annual evaluation of headteacher/director. The 
school board also evaluates the performance at work of the headteacher for promotion to 
professional titles. 

 School principal/director (column 37): Responsible for the regular annual evaluation of the 
deputy headteacher. The director evaluates the performance of the deputy headteacher for 
promotion to professional titles. 



 School organising bodies (column 40): The assembly of teachers also evaluates the 
performance of the deputy headteacher for promotion to professional titles. See comment 
related to the Circumstances under which appraised (columns 9). 

 Intermediate agency (column 42): The National Education Institute conducts the 
performance evaluation of the head teacher/director for promotion to professional titles. 
See comment related to the Circumstances under which appraised (columns 9). 
Back_to_table 

Spain: 

School leaders included in the policy framework (column 2): School principals in public schools only. 
Back_to_table 

Turkey: 

School leaders included in the policy framework (column 3): The appraisal of deputy school 
principals is not covered in the policy framework and thus it is not reflected in the answers provided 
in this survey. The appraisal of deputy school principals is at the discretion of the school principal. 

Who are the evaluators (columns 33, 35 and 45): The Evaluation Commission consists of the 
national provincial education director (the head of the Commission), two national district education 
directors and two heads of division from the provincial or district directorates. In addition, teachers 
in the education institution, the head of the School-Parent Association and the head of the Student 
Council also take part in the school leader evaluation. Back_to_table 

United-States: 

The frequency of appraisal (column 8), the circumstances under which school leaders are appraised 
(columns 9-15) as well as the evaluating bodies (columns 17-45) differ between states, local districts, 
and schools. Back_to_table 

Table D7.9(a-c). Features of school leader appraisal 

Belgium (Flemish Community): 

Instruments and information sources used (columns 11 and 19):  Besides the use of interviews or a 
dialogue between the school leader and the evaluator, the schools can decide on other instruments 
and information sources to be used for the appraisal. 

Appraisal results in a rating (column 29): The appraisal results in two possible ratings: satisfactory 
and unsatisfactory. 

Mechanisms to appeal appraisal results (column 30): School leaders can appeal the results of a 
negative evaluation. Deputies of school organising bodies and the unions review and decide these 
cases along with an independent person. Back_to_table 

Belgium (French Community): 

Aspects appraised (column 10): Other aspects of school leadership typically appraised are: 
pedagogical leadership, interpersonal skills, resource management, and other non-specified aspects. 

Instruments and information sources used (column 11): Interviews between the school leader and 
the evaluators and school leader self-appraisals may be used at the discretion of the evaluators. 



References appraised against (column 28): In addition to the references reported in the tables, 
school leaders are appraisal against a set of standards laid out in a document called “letter de 
mission”. The document includes both central standards as well as a description of the professional 
duties of the school leader thus it can be as general or as specific as needed. 

Mechanisms to appeal appraisal results (column 30): School leaders can appeal the results of the 
appraisal by sending a registered letter to the Chamber of Appeals within 10 days of the appraisal 
resolutions’ notification. Back_to_table 

Colombia: 

Result in a rating (column 29): There are four rating categories used for the appraisal of school 
leaders: “exceptional, very good, good, and to be improved”. Back_to_table 

Czech Republic: 

General comment: Additional aspects appraised (column 10), instruments and information sources 
used (column 19) and reference/standards against which school leaders are appraised (column 28) 
are at the discretion of the school and of the school organising bodies. Back_to_table 

England: 

General comment: School leaders are appraised against National or state standards for school 
leadership, i.e. Teachers' Standards.  

It is up to individual schools to determine what aspects of school leadership are appraised. 

A school leader may appeal under the school's grievance procedure. Details of grievance procedures 
are required to be contained in the school's pay policy. Back_to_table 

France: 

References appraised against (columns 24 and 28): A description of the general and professional 
duties/mission statement (lettre de mission), (column 24). In addition, the school principal's school 
analysis (diagnosis) documents (column 28) are used as references for appraisal. 

Instruments and information sources used (columns 11 and 19): Interview/dialogue between school 
leaders and evaluators can be used sometimes as part of school evaluations at the primary level; 
school principals write a diagnosis report at the secondary level (column 11). Instruments and 
information sources used are selected by school principals and evaluators, For ISCED 2 and 3, the 
APAE application may be used. The APAE was set up by the Directorate for Evaluation, Forecasting 
and Performance (DEPP) as part of the Ministry of Education in order to assist schools with the self-
evaluation process. This application provides schools with a wide range of indicators that allow them 
to position themselves within an objective frame of reference in a number of areas. It covers issues 
such as training provision, a description of school population (social backgrounds, 
underperformance), of the staff (workforce, age, seniority), resources (class size) and student 
performance (tracks, examinations success rates). The results of this self-screening are used by 
school leaders to create dashboards and frameworks that will guide the self-evaluation. To help with 
the interpretation of results, the DEPP provides references on other schools located on the same 
territory or in the same sector as well as a review on school changing characteristics. The 
development and use of APAE are dominated by academic standards: statistical procedures were 
used to build the application and to select indicators calculated at the national level, but they can 
also enhance the data by allowing user to create their own indicators. The providers are at hand to 
ensure the effective use of APAE in schools, and to foster the discussion between schools and the 



“Rectorats d’académies” (educational district authorities) or the use of the tool for the purpose of 
self-evaluations (column 19). 

Appraisal results in a rating (column 29): In primary education, there are 3 rating categories; the 
school director is also a teacher and the appraisal is conducted as an aspect of his/her work. At the 
lower and upper secondary levels, there are 4 levels of rating: exceptional, very good, good and to 
be improved. 

Mechanisms to appeal appraisal results (column 30): Further appraisal can be required. 
Back_to_table 

Greece: 

Appraisal results in a rating (column 29): A rating scale of 0 to 100 and 4 proficiency levels 
(excellent, good, adequate or insufficient) is used to document the results of the school leader 
appraisal.  

Mechanisms to appeal appraisal results (column 30): Regional Committees of Evaluation of 
Education Practice (E.A.E.E.) handle cases in which school leaders wish to appeal the results of their 
appraisal. Back_to_table 

Israel: 

Result in a rating (column 29): The rating categories used for the school leader appraisal are: 
Insufficient, adequate, skilled, very good, and excellent. 

Mechanisms to appeal appraisal results (column 30): School leaders can appeal the results of the 
appraisal through a District Committee. Back_to_table 

Japan: 

General comment: The influence of various factors on career progression of school leaders depends 
on a judgment of the appointer. Back_to_table 

Korea: 

General comment: Similar to teacher appraisal, there are different kinds of school leader appraisal 
required by policy in Korea. However, school leader appraisal has different governance, procedures, 
and applications compared to teacher appraisal. The answers provided in this survey cover three 
different types of appraisals: regular appraisal, appraisal for promotion, and appraisal for reward 
schemes. Whenever more than one answer was possible for a single question, the reported one 
reflects the answer applicable for school leader appraisal for promotion. The answers do not cover 
appraisal related school leaders who became principals through the "Principal invitation and public 
subscription system", which has a very low number of principals invited since it is a new system in 
Korea.  

Instruments and information sources used (column 15): In school leader appraisal for reward 
schemes, 20% of the reward depends on the results of the school evaluation, which include student 
outcomes. In this sense, student outcomes do influence school leader appraisals. 

Result in a rating (column 29): The appraisal of school leaders for promotion uses a rating scale of 
fours levels: Level 1: Su (above 95 points), 30%; Level 2: Woo (90-95 points), 40%; Level 3: Mi (85-90 
points), 20%; Level 4: Yang (below 85 points), 10%. The appraisal for the purposes of reward 
schemes uses a rating scale of three levels: Level 1: S, 30%; Level 2: A, 40%; and Level 3: B, 30%. 



Mechanisms to appeal appraisal results (column 28): The answer refers exclusively to one type of 
appraisal, namely the appraisal for promotion of school leaders. Back_to_table 

Mexico: 

Mechanisms to appeal appraisal results (column 30): School leaders can appeal the results of the 
appraisal by writing a letter to the coordination of professional teachers’ service. Back_to_table 

Netherlands: 

Instruments and information sources used (columns 11-19), references/standards against which 
school leaders are appraised (columns 24-28), and result in a rating (column 29): At the discretion 
of the school board. 

Mechanism to appeal appraisal results (column 30): The school board’s organisation is linked to one 
of several Committees for Appeal available for this purpose. Back_to_table 

New Zealand: 

Instruments and information sources used (column 11-19): No information sources are specified, 
but most of those listed are likely to be used by high performance schools. 

Mechanisms to appeal appraisal results (column 30): These are listed in the school policy. 
Back_to_table 

Poland: 

Result in a rating (column 29): The rating categories are: excellent, good and negative. 

Mechanisms to appeal appraisal results (column 30): A motion for reassessment can be initiated. 
Back_to_table 

Portugal: 

Aspects appraised (columns 2-10): Aspects on which school leaders are appraised depends on the 
School Cluster’s/Non-clustered School’s Mission Statement and on another element: the successful 
participation in professional development activities. 

Instruments and information sources used (column 14): School visit is an instrument for appraisal; 
40% from the school leader evaluation is from the (external) school evaluation. 

References against which school leaders are appraised (column 28): Mission statement. 

Result in a rating (column 29): The rating results on 5 levels; there is a national quota system for the 
two top levels, monitored by a national level Appraisal Co-ordination Council. 

Mechanisms to appeal appraisal results (column 30): The School leader can appeal to the 
Evaluation Coordinator Council. Back_to_table 

Slovak Republic: 

References/standards against which school leaders are appraised (columns 23 and 27): Regional 
authorities decide on the references/standards for appraising school principals in upper secondary 
schools and local authorities make such decisions at the primary and lower secondary levels. The 
references used apply only to school principals, not all school leaders (column 23). For the appraisal 
of deputy school principals, school internal regulations are used (column 27).  



Result in a rating (column 29): The five categories of the rating scale are: excellent, very good, good, 
sufficient and insufficient. 

Mechanisms to appeal appraisal results (column 30): The school leader can submit an appeal in 
writing to the evaluators. Back_to_table 

Slovenia: 

Instruments and information source used (columns 11 and 13): The head teacher/director is 
evaluated annually when the school council/board discusses and adopts the report on the 
implementation of the annual work plan from the previous year (columns 11 and 13). The deputy 
headteacher is evaluated in an annual interview with headteacher/director (column 11). 

References/standards against which school leaders are appraised (column 22): Criteria for the 
evaluation are defined at the national level. 

Result in a rating (column 29): A rating on a scale of 0 to 100 is used only for the regular annual 
evaluation of the headteacher/director. 

Mechanisms to appeal appraisal results (column 30): The procedure for appeal is determined by 
legislation and applies only to the regular annual evaluation of the headteacher/director. 
Back_to_table 

Spain: 

Mechanisms to appeal appraisal results (column 30): Once the evaluation process has finished, 
school leaders may appeal to the Autonomous Community Committee in case of disagreement with 
the appraisal results. Back_to_table 

Turkey: 

Aspects appraised (column 10): Participation in professional development activities (postgraduate 
education or participation in academic, cultural and social personal development activities) is also 
taken into account in the school leader evaluation. 

Instruments and information sources used (columns 15-17): The head of the Student Council, the 
head and the deputy head of the School-Parent Association, the most senior and the most junior 
teachers in the school as well as two other teachers selected by the Teachers Council also evaluate 
the performance of the school leader based on specific criteria by filling in an evaluation form. This 
results in a rating for the school leader which is taken into account during the appraisal process.  

Result in a rating (column 29): A rating on a scale of 0 to 100 is used for the appraisal. 

Mechanisms to appeal appraisal results (column 30): School leaders can appeal their appraisal 
results to National Provincial Education Directorates within the timeframe specified in the relevant 
regulation. Back_to_table 

United States: 

General comment: Different states, locales, or schools may use different combinations of aspects to 
be appraised (columns 2-10), instruments and information sources (columns 11-19) as well as 
references/standards against which school leaders are appraised (columns 21-27). Whether the 
Appraisal rating categories (column 29) and the mechanisms to appeal appraisal results (column 30) 
also differ by state, local district, and school. Back_to_table 



Table D7.10(a-c): Use of results from school leader appraisal 

Belgium (Flemish Community): 

Responses to underperformance (column 17): In the case of underperformance, school principals 
without a permanent appointment are dismissed from their function. If a school principal had 
previously been appointed to a permanent teaching position, they are allowed to take up their 
teaching responsibility. Back_to_table 

Belgium (French Community): 

Appraisal informs professional development activities (column 2) and affects career development 
(column 3): The appraisal may result in suggestions for professional development, but will not lead 
to career advancement (except during the two-year probationary period). Back_to_table 

Colombia: 

Appraisal rewards may involve (column 6): A good performance in the school leader’s appraisal for 
promotion (a voluntary written test) can lead to a better salary. Back_to_table 

Czech Republic: 

Appraisal informs professional development activities (column 2), affects career development 
(column 3), and may involve other rewards (column 9): Whether or not the appraisal informs school 
leader’s professional development and affects their career development or the granting of 
additional rewards depends on the school and the school organising bodies. 

Responses to underperformance (columns 18 and 20): The decision about suspending a school 
leader depends on whether or not he/she worked in the school as a teacher; if so, then he/she will 
continue in the school as a teacher after the suspension; otherwise, the contract is terminated. 
There may be other responses to the underperformance of school leaders which are at the 
discretion of the school and of the school organising bodies. Underqualified school leader may be 
dismissed. Back_to_table 

England: 

Appraisal rewards may involve (column 6): The salary increment is permanent while the school 
leader remains in the post. As of school year 2014/15, the teacher and the headteacher salary is not 
transferable, but rather set by the school when the position is advertised. Back_to_table 

France: 

Appraisal rewards may involve (column 6): If the appraisal is very good, the director can manage a 
new, more important school. School leaders may be rewarded with additional professional 
development opportunities, but professional development opportunities can also be provided to 
underperforming school leaders in order to improve their skills. 

Responses to underperformance (columns 14 and 17): Underperforming school leaders continue 
their salary scale advancement only slower than those who receive outstanding appraisal (column 
14). “Dismissal” is a problematic term to use. Any worker can be dismissed for serious misconduct. 
Regarding the consequences of appraisal, school directors, who are initially teachers, can be 
dismissed from their functions and return to teaching. At the secondary level, school leaders have a 
different status; only professional fault can lead to dismissal (column 17). Back_to_table 



Greece: 

Appraisal informs school leader’s professional development activities (column 2): Appraisal results 
are expected to influence school leaders’ professional development activities and result in a 
professional development plan for some leaders.  

Appraisal affects career advancement (column 3): Appraisal results influence decisions about 
promotion and the speed at which a teacher progresses in the career structure or salary scale. 
Back_to_table 

Korea: 

General comment: Similar to teacher appraisal, there are different kinds of school leader appraisal 
required by policy in Korea. However, school leader appraisal has different governance, procedures, 
and applications compared to teacher appraisal. The answers provided in this survey cover three 
different types of appraisals: regular appraisal, appraisal for promotion, and appraisal for reward 
schemes. Whenever more than one answer was possible for a single question, the reported one 
reflects the answer applicable for school leader appraisal for promotion. The answers do not cover 
appraisal related school leaders who became principals through the "Principal invitation and public 
subscription system", which has a very low number of principals invited since it is a new system in 
Korea.  

Appraisal rewards may involve (column 4): The answer refers to only type of appraisal, namely 
school leader appraisal for reward schemes. Back_to_table 

Mexico: 

Appraisal rewards may involve (columns 5 and 8): If appraisal results in a promotion it involves a 
salary increment for a fixed period of time (column 5). Details regarding the provision of extra 
professional development opportunities in the current education law reform are not yet available 
(column 8). 

Responses to underperformance of school leaders (column 17): Appraisals take place every four 
years. School leaders who fail the appraisal three times get fired. Back_to_table 

Netherlands: 

Appraisal affects career advancement, appraisal rewards may involve, and responses to 
underperformance of school leaders (columns 3-20): At the discretion of the school board. 
Back_to_table 

New Zealand: 

Appraisal rewards may involve (columns 4-10): There is no official or national rewards policy or 
system. This is managed by school boards and no formal information on this is available. 

Responses to underperformance of school leaders (column 12): A good plan would lead to this 
outcome. Back_to_table 

Poland: 

Appraisal affects career advancement (column 3): The schoolhead’s performance may influence the 
amount of motivation incentive calculated by the school-running bodies and can be taken into 
consideration when distributing awards to schoolheads. Back_to_table 



Portugal: 

Appraisal rewards may involve (column 6): Progression in the teaching career. Back_to_table 

Slovak Republic: 

Responses to underperformance of school leaders (column 15): They only have permanent 
contracts. Back_to_table 

Slovenia: 

Appraisal affects career advancement (column 3): The answer refers only to the evaluation of 
school leaders for the promotion to professional titles and to the regular annual evaluation of the 
deputy headteacher/director, but not to the regular annual evaluation of headteachers/directors.  

Appraisal rewards may involve (columns 4 and 6): One-time financial bonus applies only to the 
regular annual evaluation of headteachers/directors. Due to economic crisis this has been 
temporarily "frozen" (column 4). A permanent salary increment is involved in the case of promotion 
to titles for deputy headteachers/directors (column 6). 

Responses to underperformance of school leaders (column 13): In order to be promoted to 
professional titles, one’s performance has to be evaluated as successful; without a positive 
evaluation one cannot be promoted. Back_to_table 

Spain: 

Appraisal affects career advancement (column 3): Results of the appraisal influence the school 
principal's time in office and the consolidation of the salary level. 

Appraisal rewards may involve (column 6): Continuous high performance through several positive 
appraisals allows school principals to retain their salary level after leaving the school leadership 
position. Back_to_table 

United States: 

General comment: Whether the appraisal informs school leaders’ professional development 
activities and affects career advancement varies by state, local district and school (columns 2-3). 
Rewards that appraisal may involve and the responses to underperformance of school leaders also 
differ by state, locality, district and school (columns 4-20). Back_to_table 

Table D7.11. Factors that influence school leaders' salaries and career 

progression 

Belgium (French Community): 

Career progression and Length of service (columns 1, 11 and 21): There is no career progression for 
the school leaders, but their salaries vary progressively according to the length of service. 
Back_to_table 

  



Czech Republic: 

Other factors that influence school leader’s salaries and career progression (columns 5, 10, 15, 20, 
25 and 30): There may be other factors in addition to those listed, depending on the school’s 
internal regulation. Back_to_table 

Denmark: 

Other factors that influence school leaders’ salaries (columns 10, 20 and 30): The annual extra 
salary depends on the degree to which the targets are achieved (performance pay). Back_to_table 

England: 

Length of service (columns 1, 11 and 21): Answers provided refer to school leaders in government-
dependent private schools only. Back_to_table 

Finland: 

Other (columns 10, 20 and 30): The number of teaching groups in the school is another factor that 
influences school leader’s salaries. The criteria and amounts of payment are decided in the collective 
salary agreement made between the teachers' representatives (Trade Union of Education in Finland) 
and representatives for employers (Commission for Local Authority Employers in the case of 
municipal schools). Within the collective agreement there is room for flexibility at local level. 
Back_to_table 

Ireland: 

Other factors that influence the career progression of school leaders (columns 5, 15 and 25): Open 
competition, based on defined criteria, conducted by the management authority has a high level of 
influence on the career progression of school leaders. 

Other factors that influence school leaders’ salaries (columns 10, 20 and 30): School size has a high 
level of influence in the school leader’s salary level. Back_to_table 

Japan: 

Other factors that influence the career progression of school leaders (columns 5, 15 and 25): At the 
discretion of the appointer. Back_to_table 

Latvia: 

Factors that influence the salaries of school leaders (columns 9-10, 19-20, and 29-30): A recent 
amendment to the Law on Education introduced a requirement for the external evaluation of 
schoolheads; a government regulation is currently under development and the process is expected 
to start in 2017. Evaluation criteria are being developed and will be established in a Cabinet 
Ministers’ Regulation. Evaluation results will be used to inform decisions on schoolheads’ 
performance and salary (columns 9, 19 and 29). Another factor that influences the school leaders’ 
salaries is school size (number of students enrolled). The school leaders' salary is defined in the 
Cabinet Ministers’ Regulation No. 836 of July 28, 2009 regarding the work remuneration of teachers 
(columns 10, 20 and 30). Back_to_table 

  



Luxembourg: 

Factors that influence the career progression and salaries of school leaders (columns 1-10): There 
are no school leaders in primary school. The primary education is controlled by inspectors who work 
for the central government, but they cannot be seen as school leaders. Back_to_table 

Netherlands: 

Factors that influence the career progression and salaries of school leaders (columns 1-10): At the 
discretion of the school board. Back_to_table 

New Zealand: 

Factors that influence school leaders’ salaries (columns 6, 16 and 26): The influence of length of 
service on the school leaders’ salaries depends on the size of the school. Back_to_table 

Scotland: 

Factors that influence school leaders’ career progression (columns 5, 15 and 25): In Scotland, there 
is an expectation that all prospective head teachers must evidence that they meet the Standard for 
Headship managed by the General Teaching Council for Scotland. This is most commonly achieved 
by the completion of an accredited route to headship qualification. The newly created Scottish 
College for Educational Leadership (SCEL) is developing a new Masters level qualification for 
headship that will replace the existing routes. 

Factors that influence school leaders’ salaries (columns 10, 20 and 30): In Scotland, all management 
posts are subject salaries determined by job sizing.  Factors that affect salaries include school roll, 
management and curriculum responsibilities, deprivation factors and whole school activities. 
Back_to_table 

Slovenia: 

Factors that influence school leaders’ career progression (columns 5, 15 and 25): All factors 
indicated refer to promotion to professional titles. According to the Organisation and Financing of 
Education Act, teachers can be promoted to professional titles as follows: mentor (mentor), 
svetovalec (advisor) and svetnik (counsellor). The Rules issued by the Minister of Education 
determine the conditions of advancement, and the criteria for the evaluation of requirements and 
procedures. Performance of the headteacher/director is evaluated by the school council/board and 
The National Education Institute, and for the deputy headteacher, by the headteacher/director and 
by the school assembly of teachers. 

Factors that influence school leaders’ salaries (columns 6-10, 16-20, and 26-30):  

 Length of service (columns 1, 11 and 21): For each year of service, an increment of 0.33 % of 
the basic salary is provided. 

 Completion of professional development (columns 2, 12 and 22): Fixed amounts per month 
are applied commensurate with further formal qualifications. For academic specialization, 
the amount is 23.27 euros; for a research master’s degree, 36.21 euros, and for a 
doctorate's degree, the monthly amount is 59.47 euros. 

 School leader appraisal results (columns 4, 14 and 24): Due to the economic crisis, one-off 
financial bonuses to head teachers/directors are temporarily suspended. Back_to_table 

  



Spain: 

Factors that influence school leaders’ salaries (columns 10, 20 and 30): The size of the school has a 
high influence on the school leaders’ salaries. Back_to_table 

Sweden: 

Factors that influence the career progression and salaries of school leaders (columns 1-30): The 
municipal educational authority (in the case of public schools) or the school organising body (in the 
case of government-dependent private schools) determine the career progression and salaries of 
school leaders. Back_to_table 

United States: 

General comment: Different factors may have different levels of influence on the career progression 
and salaries of school leaders depending on the state, local district, and school. Back_to_table 

Table D7.12. Level of influence of teacher and school leader 

appraisals over various decisions 

Chile: 

Size of the school budget (columns 5-8): Teacher appraisals have no influence on the size of the 
school budget because schools are financed through a voucher system, not through a regular 
budget. Back_to_table 

France: 

Evaluation of school performance, school administration, and individual teachers (columns 13-15): 
The levels of influence reported are only valid for the secondary (lower and upper) level. 
Back_to_table 

United States: 

General comment: How teacher and school leader appraisal are used to influence these factors is at 
the discretion of schools, districts, and states. Back_to_table 

 

Table D7.14. Extent to which teacher and school leader appraisal are 

used for formative and/or summative purposes 

Belgium (French Community): 

Formative purposes (columns 1-2): School leader appraisal is used for formative purposes, except 
during the probation period. Back_to_table 


