
Stanborough Primary School & Nursery 

Code of Conduct Policy  
1 INTRODUCTION 

 

1.1 The Code sets out the expectations of conduct and practice.  Its purpose is to guide teacher’s everyday 

judgements and actions. 

 

1.2 Teachers have a profound and lasting influence on the development and life chances of children.  Given the 

importance of teaching to children and society as a whole, it is essential that teachers maintain high standards of 

teaching practice and professional conduct. 

 

1.3 Teachers are responsible for reflecting on their own conduct and practice and ensuring that they meet the 

standards required of them. 

 

1.4 Expectations of teachers and professional values are set out in the teaching standards (2012), which is also 

reflected in the Job Description.  

 

1.5 The School Leadership Team has a critical role to play, through performance management, in supporting 

teachers and ensuring that teachers meet their obligations.  

 

2.  PRINCIPLES OF CONDUCT AND PRACTICE 

 

Teachers will: 

 

2.1 Set high expectations which inspire, motivate and challenge pupils. 

 

2.2 Promote good to outstanding progress and outcomes by pupils. 

 

2.3 Demonstrate good subject and curriculum knowledge. 

 

2.4 Plan and teach well structured lessons. 

 

2.5 Adapt teaching to respond to the strengths and needs of all pupils. 

 

2.6 Make accurate and productive use of assessment. 

 

2.7 Manage behaviour effectively to ensure a good and safe learning environment 

 

2.8 Fulfil wider professional responsibilities. 

 

(See Job Description January 2013 for full details pertaining to points 2.1-2.8) 

 

2.8 Demonstrate honesty and integrity and uphold public trust and confidence in the teaching profession. 

 

2.9 Maintain a smart appearance at all times, taking into account that the children are required to wear ties and 

blazers.  The school practices a ‘no jeans’ policy.  Smart black tracksuits may be worn for the purpose of engaging 

in the teaching of PE lessons only.  When attending school trips, staff may dress down if the children are required to 

e.g. if going pond dipping. 

 

2.10 Maintain good levels of hygiene at all times in habits and body care. 

 

2.11 Teachers are to apply principles of simplicity and modesty to dress, jewellery and make-up.   

 

 

 



3.  MISCONDUCT AND INCOMPETENCE 

 

3.1 Employers are required to notify the relevant authority when registered teachers are dismissed or cease 

employment for reasons of misconduct or incompetence, or where they resign in circumstances where dismissal was 

a possibility. 

 

3.2 Where employers judge misconduct to involve a risk of harm to children, they are required to refer cases to the 

Disclosure and Barring Service.  Other misconduct cases and all cases of incompetence will be subject to action 

under capability procedures. 

 

3.3 Teaching is a ‘notifiable’ occupation. This means that the police report any conviction or caution of a teacher to 

the Disclosure and Barring Service. 

 

3.4 Gross misconduct (e.g. dishonesty, violence at work or moral misconduct) may lead to dismissal for a first 

offence.  Less serious offences shall carry warnings before dismissal is imposed.  In cases that put pupils or other 

staff at risk, employees may be immediately suspended, pending action by the Discipline Committee. 

 

3.5 Refusal to follow expected procedures or carry out reasonable requests of the administration or school board 

shall elicit warnings.  In serious cases of insubordination, such as publicly undermining the administration, dismissal 

may take place on the first offence. 

 

3.6 Open dissidence or other actions that would bring the school into disrepute may lead to dismissal in the first 

offence. 

 

4.  DISCIPLINARY PROCEDURES AND SANCTIONS 

 

(This is a summary of the statutory procedure which is set out in full in Schedule 2 to the Employment Act 2002. 

This is taken from the ACAS Code of Practice). 

This procedure applies to disciplinary action short of dismissal (excluding oral and written warnings and suspension 

on full pay) based on either conduct or capability. It also applies to dismissals (except for constructive dismissals) 

including dismissals on the basis of conduct, capability, expiry of a fixed-term contract, redundancy and retirement. 

However, it does not apply in certain kinds of excepted cases which are described in full in the ACAS Code 

available from the Secretariat. 

Step 1 - Statement of grounds for action and invitation to meeting 

(a) The initiating manager must set out in writing the employee’s alleged conduct or characteristics, or 

other circumstances, which lead them to contemplate dismissing or taking disciplinary action 

against the employee. 

(b) The initiating manager must send the statement or a copy of it to the employee and invite the 

employee to attend a meeting to discuss the matter. 

Step 2 - The meeting 

(a) The meeting must take place before action is taken, except in the case where the disciplinary action 

consists of suspension or instant dismissal. 

(b) The meeting must not take place unless: 

i. The initiating manager has informed the employee what the basis was for including in the 

statement under Step 1 the ground or grounds given in it; and 



ii. The employee has had a reasonable opportunity to consider their response to that 

information. 

(c) The employee must take all reasonable steps to attend the meeting. 

(d) After the meeting, the initiating manager must inform the employee of their decision and notify 

them of the right to appeal against the decision if they are not satisfied with it. 

(e) Employees have the right to be accompanied at the meeting by a fellow worker or a Trade Union 

representative. 

Step 3 – The Appeal 

(a) If the employee wishes to appeal, they must inform their appeal manager within 5 working days of 

the disciplinary decision. 

(b) If the employee informs the employer of their wish to appeal, the employer must invite them to 

attend a further meeting. 

(c) The employee must take all reasonable steps to attend the meeting. 

(d) The appeal meeting need not take place before the dismissal or disciplinary action takes effect. 

(e) After the appeal meeting, the appeal manager must inform the employee of their final decision. 

(f) Employees have the right to be accompanied at the appeal meeting by a fellow worker or by a Trade 

Union representative. 

Who is my initiating manager and my appeal manager? 

The initiating manager in the case of teachers and school support staff will be their Headteacher and their appeal 

manager will be the Education Director. 

(From BUC Education Handbook B44-B45)   
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