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 HARWOOD UNIFIED UNION SCHOOL DISTRICT 
TEACHER SUPERVISION AND EVALUATION 

 
Vision 
The Harwood Unified Union School District (HUUSD) Educational community is committed to 
 

 Assuring high quality education for all students 
 Engaging all students in rigorous, meaningful learning 
 Finding the interests and talents of students, and building on their strengths 
 Providing a viable curriculum and challenging instruction for the 21st century 
 Creating a culture for professional learning and competence through reflection of practice and 

collaborative dialogue.  
 

To that end, the professional community supports a teacher evaluation system, aligned with supervision, 
mentoring, and professional development, that enhances this vision. Teaching matters most in student 
learning. Teacher evaluation is an integral part of ensuring that all students learn. 
 
Description 
 Schools in the Harwood Unified Union School District use a Differentiated Supervision and Evaluation 
Model that combines formative and comprehensive supervision and evaluation processes.  This combination 
assures a comprehensive process which has a presumption of competence at its core; recognizing that 
improvement of teaching and student learning is a goal for all HUUSD educators.   The model’s purpose is to 
promote a professional learning culture and support professional growth while ensuring fair assessment of 
effective teaching practice as required under Vermont Statute. 
 
Notification 
 Principals will provide teachers with copies of the model, forms, procedures, and respective timelines, 
by October 1 of the school year.  This notification will include notice of which staff members will follow the 
formative or comprehensive component of the model for the current school year; placement is determined by 
the renewal date and level of the educator’s professional license.  The superintendent or his/her designee may 
place any staff member on a tier for Intensive Supervision and Assistance when warranted.   
 
Criteria 
 The HUUSD model uses the Framework for Teaching (Danielson, 2013) as criteria against which 
effective teaching will be assessed and professional goals developed.  The Framework for Teaching and its 
respective Descriptors of Practice / Levels of Performance is identified as one of the only research based sets 
of criteria for teaching practice (Educational Testing Service and National Board Certified Teacher), aligns with 
the Vermont Principles of Teaching, and meets federal NCLB guidelines. 
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DIFFERENTIATED SUPERVISION AND EVALUATION MODEL 
 
Overview 
 Teacher supervision and evaluation at Harwood Unified Union School District has as its primary purpose 
the improvement of teaching and student learning.  For teaching and student learning to improve a 
professional culture must exist in which teachers are engaged in activities which identify areas of strength and 
areas of growth, and which support efforts to improve teaching practice, pedagogy, and content knowledge to 
improve student learning.  A differentiated supervision and evaluation model recognizes that individual 
teachers have different needs in addressing professional growth and development.  The model allows for 
teachers at different stages of development to grow and improve at different rates, and provides more or less 
support for the professional, as needed.   
 
Objective 
 The objective of this model is an improved culture of instructional practices and student learning.  The 
objective will be realized through the implementation of a supervision and evaluation model which is 
meaningful and realistic to teachers and administrators.  
 
Formative and Comprehensive Components 
 The formative component of the model assures professional growth through teacher and peer 
assessment, goal setting, and professional reflection.  The formative component is designed to align and 
support required professional licensure requirements for Vermont Educators (Individual Professional 
Development Planning).  The comprehensive component of the model uses classroom observation, teacher 
conferences with the supervising administrator, and a review of the attainment of individual goals to document 
and ensure professional growth and effective application in the classroom.  Summaries of each component 
follow. 

 
Formative Component - Professional Goal Setting 

 
Objective 
 The objective of the formative component is to promote adult learning relative to professional practice.  
To achieve this objective, adult learners require ownership of the learning goals, established by thoughtful self 
and peer assessment, personal reflection on teaching practices, and ongoing feedback.  Professional activities 
designed to help attain individual goals must support the needs of adult learners by engaging them in all 
aspects of their professional practice. 
 
Overview 
 Teachers will work with their administrators to identify and agree upon 1 - 3 professional growth goals. 
One professional growth goal must align with district and school goals and initiatives.  All goals will align with 
the 2013 Framework for Teaching (FFT) Domains of Professional Practice.  Teachers will self assess their 
practice utilizing the FFT Domains and then develop goals related to areas of growth they’ve identified within 
those  
 
Domains: 
 Domain 1: Planning and Preparation 
 Domain 2: The Classroom Environment 
 Domain 3: Instruction 
 Domain 4: Professional Responsibilities 
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Procedures 
 
1.  Self assessment and goal setting:  Teachers will self assess their practice using the FFT, and will identify 
areas of growth from the self assessment.  Goals (1 - 3) will be developed based upon the identified areas of 
growth and proposed, with a plan to attain the goals, to their supervising administrator for approval.   
 
2.  Agreement of goal(s) and professional growth activities:  Teachers and their supervising administrators will 
hold one or more conferences in the fall to reach agreement on the goals, and on the professional 
development plan and activities designed to achieve the goals.  Activities should be as specific as possible and 
should include a means to document the work and collect data from which goal attainment can be measured. 
In the event there is no mutual agreement of the goals, the superintendent or his/her designee shall 
determine said goals. 
 
3.  Completing the professional growth plan:  Agreement on a goal includes agreement on the growth plan 
and the specific activities which provide the means of attaining the goal and measuring the degree to which 
professional growth was achieved.  During the school year the teacher works independently or with peers, 
when applicable, toward achievement of the goal(s).  Administrators provide help and consultation as needed.  
A review conference will be held near the end of the school year, during which the teacher will provide 
evidence of completion of the activity(s), attainment of the goal, and possible considerations for future goals.  
To prepare for the review conference the teacher will complete a written reflective statement. 
 
Formative Component Options (Include but are not limited to the following) 
 
Peer Observations 
Peer Observations provide peer feedback on areas identified in the goals. 

 Teacher partners with a peer observer and arranges observations.  Teaching action research 
experiments / risk taking are encouraged. 

 Peer observes one or more classes with oral and written feedback directly to the teacher. 

 Teacher uses feedback for reflection upon the goals. 
 
Teacher summarizes efforts, including data and an analysis of goals attainment in the reflective statement. 

 
Individual Choice Activities 
Teacher identifies one to three measurable activities per goal such as: 

 Action Research and Study for classroom application 
 Curriculum design, implementation 
 Professional Courses and Study 
 Participating in formative study group / Professional Learning Community (book talk, research group, 

team) 

 Data gathering, analysis, and identification of needs 
 
Teacher summarizes efforts, including data and an analysis of goals attainment in the reflective statement. 

 
Professional Collaboration 
For teachers who wish to work with another teacher to plan activities to improve teaching and student 
learning. 

 Teacher works with a partner to identify and attain mutually agreed upon / compatible goals. 
 Teachers partner to identify one to three measurable activities per goal, such as: Projects, Action 

Research, Professional Courses and Study, Co-teaching / teaming, Course content design 
 
Teacher summarizes efforts, including data and an analysis of goals attainment in the reflective statement. 
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Comprehensive Component -  Administrator Classroom Observations and Review of Evidence 

 
Objective 
 The objective of the comprehensive component is to provide a comprehensive assessment of a 
professional educator’s practice which validates professional growth and competence, provides public 
assurance of teaching effectiveness in the HUUSD, and supports and ensures continued improvement through 
a comprehensive assessment of the application of teaching skills in the classroom. 
 
Overview 
 Administrators will review evidence collected by the teacher (and agreed upon in the formative 
component of the plan) to assess professional growth in the identified Domain(s).  Administrators will 
complete classroom observations, both formal (announced) and informal (unannounced) to assess teacher 
practice relative to the Domains, and the degree to which effective practices are internalized in daily classroom 
instruction. 
  
Procedures 
 

1. A minimum of 1 (one) Formal Observation will occur during the comprehensive cycle.  Formal observations 
shall include a pre-observation and post-observation conference and shall occur before January 1 of the 
school year. The time between the formal observation(s) and the pre-conference will be forty-five (45) 
days or less.  The time between the formal observation and the post conferences will be ten (10) or less.  
A different time sequence may be mutually agreed upon and created in the pre-observation conference.  A 
post-observation conference and a pre-observation conference (for the next observation) may be 
combined upon mutual agreement. 

 
2. In addition during the first semester (half) of the school year the supervisor will conduct 5-6 unannounced 

walk-throughs -(10-15 minutes) each. An electronic (google form) will be used by the administrator and 
shared with the teacher via email following each walk-through.  

 
3. During the second semester (half) the supervisor will conduct an additional 5-6 unannounced walk-

throughs -(10-15 minutes) each. An electronic (google form) will be used by the supervisor and shared with 
the teacher via email following each walk-through.  

 
 

4. Concurrently during the comprehensive observation cycle, the supervising administrator will conduct a 
review of the teacher’s professional goals and evidence the teacher collected which documents attainment 
of the teacher’s professional goals.  This review may, in many instances, align with Domain 4 of the FFT 
criteria, Professional Responsibilities.   
 

5.  A final comprehensive evaluation conference will be held with the teacher to discuss the observation 
report(s) and the final comprehensive evaluation report.  The final comprehensive evaluation report will 
contain: a summary of the classroom observations (formal and informal) documenting effective practice in 
the FFT domains, and review and assessment of the attainment of the teacher’s professional goals, and 
when applicable recommendations for continued professional growth.  The final comprehensive evaluation 
written report will be given to the teacher within fifteen (15) working days from the end of the last 
observation completed in the comprehensive evaluation cycle.  No such report may be placed in the 
teacher’s personnel file or otherwise acted upon without prior conference; provided however, that such a 
conference is requested by the teacher within five (5) days of receipt of the report.  Comprehensive 
evaluation conferences and final comprehensive evaluation reports must be completed by June 1st. 
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Required Activities of the Comprehensive Component 

 Pre and post observation conferences. 
 Formal classroom or workplace observations by administrator.  
 Comprehensive evaluation completed by the supervising administrator. 
 Administrator assessment of the teacher on the FFT Domains aligned to the five VT professional educator 

standards. 
 
NOTE: Comprehensive Administrative Observation and Evaluation is for all Level I teachers and 
teachers in their first two years of employment in a HUUSD school, including those with short term contracts, 
those teaching in a new endorsement area, teachers in a new teaching assignment, teachers identified by their 
supervising administrator (see HUUSD #1) in a plan of assistance, and Level II educators in year one or year 
four of the Professional Growth Cycle. 

 
 

Documentation and Planning (Year 5 only) 
 

Documentation and planning is for teachers in the final year of their Vermont Professional License.  
Submission of evidence that reviews the past five years of professional growth and a new Individual 
Professional Development Plan completes the formal evaluation procedures.  Teachers are responsible for the 
development, documentation, and implementation of their IPDP, and for presenting adequate evidence to 
support re-licensure to the Local Standards Board. 
 

Intensive Supervision and Assistance 
 

At any time in the cycle when warranted by evidence of unsatisfactory professional practice or conduct the 
superintendent, principal or his/her designee can place an educator on the tier for Intensive Supervision and 
Assistance.  Teachers placed on this tier will be provided with an individual plan for improvement with specific 
timelines upon which the teacher must demonstrate and/or document a level of effective practice as 
determined in the improvement plan. 
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The Professional Growth Cycle 
 
Five stages of the Professional Growth Cycle are incorporated in this model.  The five (5) year cycle begins in 
the year in which the teacher receives his/her Level II license.  Years one (1) and three (3) are always 
dedicated to the Comprehensive Component of the model.  Year five (5) will be devoted to reflection, 
preparing professional evidence and developing a new an Individual Professional Development Plan.  Years 
two (2), and four (4) will be dedicated to the Formative Component of the model.  Teachers and 
administrators will use the respective forms and established procedures for each cycle.  A summary of the 
Professional Growth Cycle for level II educators follows: 
 
 

The Five (5) Year Professional Growth Cycle 

Year 1 Year 2 Year 3 Year 4  Year 5 

Comprehensive 
Component 
- Administrator 
Observations 
- Goal Setting is an 
administrative 
decision  

Formative 
Component - Goal 
Setting 
- informal 
observations 

Comprehensive 
Component   
- Administrator 
Observations 
- Goal Setting is an 
administrative 
decision 

Formative 
Component   - 
Goal Setting 
- informal 
observations 

Documentation and 
planning  
- IPDP 
- informal observations 

 
 

The Supervision and Evaluation Cycle Tiers 

Probationary Level 
Teachers 

Professional Level 
Licensed Teachers 

Intensive Supervision 
and Assistance 

Years 1 and 2:  
Comprehensive Observation 
Cycle 

Year 1:  Comprehensive Comprehensive Cycle as 
establish in an individual, 
specific improvement plan 
by the administrator with 
stated timelines to 
document improvement of 
practice. 

Year 3: Formative  Year 3:  Formative Placement in five year cycle 
determined by 
administrator after 
successful documentation 
of improved practice. 
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Harwood Unified Union School District 

Formal Observation Cover Sheet 
 

 
Teacher’s Name: ____________________________ Date: ________________ 
 
 
School: ____________________ Supervising Administrator: ________________ 
 
 
Attach the following forms: 
 
 Pre-observation discussion notes 
 Observation form(s) 
 Self-assessment reflection  
 Final written comprehensive evaluation  
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Harwood Unified Union School District 
(Copy-Sample) Electronic Walk Through Form 

 
Teacher: 
Supervising Administrator: 
 

Class Time: 
❏ Beginning 
❏ Middle 
❏ End 

 

Domain 2A: Creating an Environment of Respect and Rapport 
❏ Patterns of classroom interactions are mostly negative or insensitive to students age, background, or 

developmental level 
❏ Classroom interactions are generally appropriate and teacher attempts to respond to inappropriate 

behavior with uneven results 
❏ Interactions demonstrate care and respect and are sensitive to students age, background or 

developmental level. Teacher responds successfully to disrespectful behavior 
❏ Interactions are highly respectful, sensitive to students as individuals, students exhibit respect towards 

others and exhibit high level of civility 

Comments: 
 
Domain 2B: Establishing a Culture for Learning 
❏ Classroom culture is characterized by lack of commitment to learning by students and teachers. Hard 

work and the precise use of language are not respected or valued 

❏ Classroom culture is characterized by little commitment to learning. The teacher appears to only be 

going through the motions and students appear to be committed only completing the work 

❏ Classroom culture is a place where learning is valued by all. High expectations for learning and hard 

work are the norm for most 

❏ Classroom culture is a cognitively busy place. Characterized by a shared belief in the importance of 

learning and high expectations for all students.  

Comments: 
 
Domain 2C: Managing Classroom Procedures 
❏ Little or no evidence of managing instructional groups or transitions 

❏ Management of instructional groups are inconsistent 

❏ Management of instructional groups and transitions are consistently successful 

❏ Students are involved in management of instructional groups and transitions 

Comments: 
 
Domain 2D: Managing Student Behavior 
❏ There are no established standards of conduct. There is little or no teacher monitoring of student 

behavior and response to student misbehavior is disrespectful. 

❏ Standards of conduct appear to have been established but implementation is inconsistent. 

❏ Student behavior is generally appropriate and teacher monitors behavior against established standards 

of conduct. 

❏ Student behavior is entirely appropriate. Students are active in monitoring their own behavior and 

teacher monitoring of student behavior is subtle and preventative. 

Comments: 
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Domain 2E: Organizing Physical Space 
❏ The classroom unsafe or learning is not accessible to many 

❏ The classroom is safe and essential learning is accessible to most students 

❏ The classroom is safe, students have equal access to learning and physical resources are appropriate to 

the learning activity 

❏ The classroom is safe, learning is accessible to all students, physical resources are effectively used 

Comments: 
 
Domain 3A: Communicating With Students 
❏ Clarity of learning targets/goals-long and short term, are posted 

❏ Clear directions and procedures specific to the lesson 

❏ Clear explanation of concepts and strategies, absence of content errors 

❏ Correct use of language 

❏ Students are able to communicate that they understand the learning task 

Comments: 
 
Domain 3B: Using Questioning/Discussion Techniques 
❏ Questions are of high cognitive challenge (DOK 3 & 4), formulated by both students and teachers 

❏ Questions/discussion elicit student thinking and reasoning 

❏ Effective use of student responses and ideas 

❏ Discussion with the teacher stepping out central, mediating role 

❏ Equitable, high level of student participation in discussion 

Comments: 
 
Domain 3C: Engaging Students in Learning 
❏ Learning tasks that require high level student thinking (DOK 3&4) and invite students to explain their 

thinking 

❏ Students actively working rather than watching the teacher 

❏ Materials and resources support learning goal(s) and require intellectual engagement 

❏ Suitable groupings 

❏ Suitable pacing, with time for reflection and closure 

Comments: 
 
 
Domain 3D: Using Assessment in Instruction 
❏ The teacher successfully uses formative assessment techniques 

❏ The teacher circulating to monitor student learning and to offer timely and specific feedback 

❏ There are opportunities for self and peer assessment 

❏ The teacher makes the assessment criteria clear to students 

Comments: 
 
3E: Demonstrating Flexibility and Responsiveness 
❏ Incorporation of students' interests and daily events into a lesson 

❏ The teacher adjusting instruction in response to evidence of student understanding (or lack of it) 

Comments: 
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Harwood Unified Union School District 
Pre-Observation Planning Notes 

 
Teacher’s Name: _______________________ Observer_________________________  
 
School: ____________________ Date of Conference:________________________ 
 
Class to be observed (grade, subject, date): 
 

1. What are your goals or objectives for this lesson (linked to the Domains and HUUSD Learning 
Expectations/Curriculum)? 
 
 
 
 
 

2. How will you use your assessment results to support student learning and to provide feedback to 
students. 
 
 
 
 

3. Describe your plan for instructional delivery.  Address each of the following and provide a rationale for 
each area (please attach any planning documents): 
 
 

-Instructional strategies:  (Activities, student grouping patterns, time allocations) 
 
-Specific plans to address different learner needs, including behavior, learning styles, and IEP needs: 
 
-Materials, resources, technology, including personnel if appropriate (attach copies of materials that students 
will use during the lesson): 
 
 
 
 
 
 

4. Any unique characteristics of the class of which the observer should be aware: 
 
 
 
 
 
 
 

5. Any specific focus for the observation: 
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Harwood Unified Union School District 
Final Comprehensive Evaluation Report 

 
Teacher’s Name: ____________________________ Date: ________________ 
 
School: ____________________ Supervising Administrator: ________________ 
 
Introduction: 
 
 
 
 
 
Commendations: 
 
 
 
 
 
Recommendations:  
 
 
 
 
Summary: 
Based on the above information, I certify that ____name______ is a competent teacher. I am recommending 
that he or she be put on the _________ component of the Professional Growth Cycle. 
 
 
Acknowledgement of Content:  
The teacher’s signature below may not necessarily reflect agreement, but it should reflect an awareness of the 
content of this report.  The major points of this report have been discussed with the teacher in a previous 
meeting. A teacher has the right to rebut any statements contained in this report or to file a separate report or 
rebuttal at the time of the signing of this report. If the teacher refuses or neglects to sign the report, the 
administrator will note the date and time and circumstances when the report was given to the teacher, along 
with the administrator’s signature and date. This administrator recognizes and appreciates the effort and 
energy that the teacher has put into this evaluation process. 
 
 
Teacher Signature_____________________________ Date: ___________ 
 
Administrator Signature_________________________ Date: ___________ 
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Harwood Unified Union School District 
Intensive Assistance Plan 

 
Teacher’s Name: ____________________________ Date: ________________ 
 
School: ____________________ Supervising Administrator: ________________ 
 
Area(s) of Concern – Identified by Domain and Component: 
 
 
 
 
 
 
Specific Level of Performance Expected: 
 
 
 
 
 
 
 
Resources/Supports/Interventions Needed: 
 
 
 
 
Method(s) of Evaluation  
 
 
 
 
 
 
 
Timeline: 
 

Midcourse Review Date  ____________  
 

Completion Date  ____________  
 
 
 

 
Teacher Signature_____________________________ Date: ___________ 
 
 
Administrator Signature_________________________ Date: ___________ 
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Harwood Unified Union School District 

Final Comprehensive Evaluation Report for Intensive Assistance 
 

Teacher’s Name: ____________________________ Date: ________________ 
 
School: ____________________ Supervising Administrator: ________________ 
 
 
Introduction: 
 
 
 
 
 
Commendations: 
 
 
 
 
 
Recommendations: 
 
 
 
Summary: 
Based on the above information, I certify that ____name______ is a competent (or not) teacher. I am 
recommending that he or she be put on the ___________ component of the Professional Growth Cycle. 
 
 
Acknowledgement of Content:  
The teacher’s signature below may not necessarily reflect agreement, but it should reflect an awareness of the 
content of this report.  The major points of this report have been discussed with the teacher in a previous 
meeting. A teacher has the right to rebut any statements contained in this report or to file a separate report or 
rebuttal at the time of the signing of this report. If the teacher refuses or neglects to sign the report, the 
administrator will note the date and time and circumstances when the report was given to the teacher, along 
with the administrator’s signature and date. This administrator recognizes and appreciates the effort and 
energy that the teacher has put into this evaluation process. 
 
 
 
Teacher Signature_____________________________ Date: ___________ 
 
Administrator Signature_________________________ Date: ___________ 
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Harwood Unified Union School District 

Annual Goal(s) Cover Sheet 
 
Teacher’s Name: ___________________________  School Year:________________ 
 

School: ____________________ Supervising Administrator: ________________  
 

Goal: 
 
 
Rationale 
How does this goal connect/ link to the Framework For Teaching Domains, your IPDP, student data, 
Supervisory Union goals and/or school action plans and initiatives? 
 
 
 
Assessment Methods to Validate Attainment of Goal 
What qualitative and or quantitative data will you use to measure attainment of your goal?  (What method will 
you use to measure or monitor your progress?) 
 
 
 
Strategies /opportunities for attaining goal 
What strategies / activities will you use to address your goal? 
 
 
Resources 
Describe resources needed if extraordinary beyond usual and customary professional development support. 
 
 
Timeline 
Complete a timeline relevant to a specific strategy / activity. 
 
 
Administrator Comments: 
 
 
 
 
 
Employee Signature:_____________________________    Date:_____________ 
 
Administrator Signature:____________________________  Date:_____________ 
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Harwood Unified Union School District 
End-of-Year Reflection 

 
 

Teacher’s Name: ____________________________ Date: ________________ 
 
School: ____________________ Supervising Administrator: ________________ 
 
Take some time to reflect upon your annual goals (Professional Development Plan goals).  Submit a written 
reflection that  assesses the level of achievement of your goals, how attainment of these goals have impacted 
teaching and learning, and how they relate to the Framework For Teaching and Vermont Standards.   Please 
attach any artifacts that document your success.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Administrator Comments: 
 
 
 
 
 
The contents of this reflection have been reviewed and discussed with the supervising administrator.  
 
Employee Signature:_______________________________  Date:_____________ 
 
Administrator Signature:_______________________________ Date:_____________ 
 
 

Use additional sheets if needed. 
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Harwood Unified Union School District 
Individual Professional Development Plan (IPDP) Comprehensive Form  

 
 
The contents of teacher’s name here new five year Individual Professional Development Plan have been 
reviewed and discussed with the supervising administrator.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Administrator Comments:  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Employee Signature:_______________________________  Date:_____________ 
 
Administrator Signature:______________________________ Date:_____________ 
 



Updated 09/06/17 

 

17 

 
HUUSD’s Professional Growth Cycle 

Roles and Responsibilities 
 
Comprehensive Component Years 1 and 3:  
Teachers  

 Writing annual goals for the comprehensive component is an administrative decision, this activity may 
not be required for all teachers  

 Schedule a meeting with the supervising administrator to review/discuss annual goals (based on 
administrative decision) 

 Schedule formal observations with supervising administrator  
 Participate in pre and post observation conferences  

 Submit a written reflection that assesses attainment of goals (based on administrator decision) 
 Schedule comprehensive conference with the supervising administrator to discuss observations, job 

performance, goals and future plans   
Administrators  

  Meet with teacher to review/discuss annual goals (based on administrative decision)  
 Participate in pre and post observation conferences                                                                    
 Conduct formal observations (normally 2)  
 Complete formal observation report(s)  
 Conduct informal observations  
 Write a comprehensive evaluation report 

 Participate in a comprehensive conference   
 Submit signed comprehensive evaluation and observations to Central Office (By June 2nd) 

 
Formative Component Years 2, 4:  
Teachers  

 Write annual goals 
 Schedule a meeting with the supervising administrator to review/discuss annual goals (at the beginning 

of the school year) 
 Submit a written reflection that assesses attainment of goals 

 Schedule an end-of-year conference with the supervising administrator to discuss goals, informal 
observations, job performance and future plans 

Administrators  

 Meet with teacher to discuss/review annual goals 
 Conduct informal observations  
 Participate in an end-of-year conference to discuss goals, informal observations, job performance and 

future plans 

 Send signed goals and reflections to Central Office (By June 15th) 
 
Documentation Component Year 5:  
Teachers  

 Collect and assemble evidence that documents your professional growth over the past 5 years 
 Write a new Individual Professional Development Plan (IPDP)  
 Submit evidence of professional growth and your new IPDP to the Local Standards Board   
 Schedule a conference with the supervising administrator to review evidence of professional growth 

and the new IPDP 
Administrators  

 Conduct informal observations 
 Meet with the teacher to review professional growth, the new IPDP and informal observations     
 Send IPDP Comprehensive Form to Central Office (By June 6th) 
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Vermont Statutes Subchapter 

001 : General Provisions 16 V.S.A. § 1752 

 

 
Grounds and procedures for suspension and dismissal 
a) A teacher under contract to teach in a public school who fails, without just cause, to complete the term for which the 

teacher contracted to teach, shall be disqualified to teach in any public school for the remainder of the school year. 
b) Unless otherwise negotiated, a teacher under contract to teach in a public school whose contract is not to be 

renewed for the ensuing year shall be notified in writing, setting forth the grounds therefor, no later than April 15. If 

the teacher so notified desires a hearing, the teacher shall so request in writing to the clerk of the school board. The 
teacher shall have the right to a hearing before the school directors within 15 days, may present witnesses and 

written evidence, and may be represented by counsel. A hearing shall be in executive session unless the teacher 
making the appeal requests or agrees in writing that it be open to the public. The school board shall affirm, modify, 

or reverse the nonrenewal and shall issue its decision in writing within five days. In the case of a probationary 

teacher who has received two written performance evaluations per year of probationary service, a decision of the 
board shall be final. The standard for nonrenewal of a contract shall be: 

a. In the case of a nonprobationary teacher, just and sufficient cause. 
b. In the case of a probationary teacher, any reason other than those prohibited by law. However, the standard 

for nonrenewal for a probationary teacher's contract shall be just and sufficient cause if the teacher has not 
received at least two written performance evaluations per year of probationary service. A probationary 

teacher is a person who has been employed as a teacher in Vermont public schools for less than two school 

years. 
c) A superintendent may suspend a teacher under contract on the grounds of incompetence, conduct unbecoming a 

teacher, failure to attend to duties, or failure to carry out reasonable orders and directions of the superintendent and 
school board. 

d) The suspension shall be in writing and shall set forth the grounds therefor. Copies shall be delivered to the teacher, 

and to the chair and to the clerk of the board of school directors. Thereafter, performance under the teacher's 
contract shall be suspended, but he or she shall be paid pro rata to the time of his or her dismissal by the board. 

e) The teacher so suspended shall have the right to appeal to the board of school directors of the district for review of 
the decision. Filing a written notice of appeal with the clerk of the school board within seven days of the effective 

date of the suspension shall initiate the appeal. The clerk of the board shall forthwith forward a copy of the notice of 
appeal to the superintendent and send to the teacher an acknowledgment of receipt of the appeal. 

f) The school board to which the appeal is directed shall hear the appeal within 10 days of receipt of notification. The 

teacher and the superintendent shall be advised by the clerk of the board of the time and place of hearing by written 
notice at least three days before the date of hearing. 

g) All parties shall be entitled to counsel at every stage of the proceedings established by this section. Hearings shall be 
in executive session, unless the teacher making an appeal requests or agrees in writing that they be open to the 

public. A teacher making an appeal may waive in writing his or her right to a hearing. 

h) Upon hearing, or if no appeal is taken, the school board shall affirm or reverse the suspension or take such other 
action, including dismissal, as may appear just. If the suspension, or the dismissal, is reversed, the teacher shall not 

suffer any loss of pay, retirement benefits, or any other benefits to which he or she would otherwise have been 
entitled. 

i) The decision of the school board shall be in writing and filed with the clerk of the school board not later than five 

days after the hearing or after the time for taking an appeal has expired. The clerk shall within three days notify the 
superintendent and the teacher in writing of the decision. 

j) No action shall lie on the part of a teacher against any school district for breach of contract by reason of suspension 
or dismissal unless the procedures herein described have been followed by said teacher. 

k) Every teacher's contract shall be deemed to contain the provisions of this section and any provision in the contract 
inconsistent with this section shall be considered of no force or effect. (Amended 1963, No. 132; 1975, No. 79; 1997, 

No. 127 (Adj. Sess.), § 1; 2013, No. 161 (Adj. Sess.), § 72.) 
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Appendix B 
OPERATIONAL DEFINITIONS 

 
Differentiated Model – A model of supervision and evaluation that recognizes the differing stages of 
professional growth and experience.  It is structured in tiers to allow for different requirements depending 
upon the needs of the individual teacher. 
  
Enhancing Professional Practice: A Framework For Teaching – Text written by Charlotte Danielson.  
This book contains the criteria on which the evaluation model is based.  Cited in the evaluation model as the 
Framework for Teaching.  Published by ASCD, 1996. 
 
Entry to the evaluation cycle – The first time a teacher participates in the professional growth cycle for 
Veteran Teachers is an Entry Year, during which the teacher works to develop a Professional Development 
Plan. 
 
Evaluation Cycle – One complete cycle of the evaluation process which varies depending upon the tier. 
Veteran teachers participate in a four year cycle, teachers new to the profession participate in a two year 
probationary cycle, teachers new to HUUSD participate in a one year cycle, and teachers in need of Intensive 
Assistance participate in a cycle that is defined by the superintendent or his / her designee.  
 
Forms 
 Annual Self-Assessment / Reflection (form) – Teacher form used to report progress on annual 

goal attainment. 
 Final Comprehensive Evaluation Report (form) – Administrative form used as a cover to all 

observation records.  This form provides a template on which the administrator summarizes the 
completed professional evaluation cycle. 

 Formal Observation Cover Sheet (form) – Administrative cover to the observation forms. 
 Intensive Assistance Plan (form) – A form used by the administrator to record the agreed upon 

plan for assistance.  
 Pre-Observation Discussion Notes (form) – Administrative form  used to record discussion 

held during the pre-observation conference. 
 Annual Goal (s) Cover Sheet (form) – A teacher form used as a cover sheet for individual goal 

sheet which are attached to the cover. 
 
Formal Observation –  Pre-scheduled observations of a teacher’s work, with clear objectives and goals.  
These result in written statements. 
 
Formative Assessment – The process of self and peer assessment for the purpose of on-going professional 
growth. 
 
Individual Professional Development Plan (IPDP) – The plan developed by the teacher for the purposes 
of re-licensing by the Local Standards Board. 
 
Informal Observation – Scheduled or unscheduled observations of a teacher’s work.  These do not require 
written summary. 
 
Intensive Assistance – An evaluation and intervention process for teachers with current documentation of 
unsatisfactory performance.  
 
Intensive Assistance Plan – A plan developed by an administrator for purposes of helping a teacher in an 
intensive evaluation cycle.  
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Mentor – A trained teacher who assists teachers new to HUUSD or new to teaching. 
 
Model – This evaluation model including all its components, as presented to the school board and association. 
 
New Teachers – Teacher new to HUUSD or teachers new to teaching. 
 
Peer – Faculty member. 
 
Peer Coaching – A collaborative process where two teachers study each other’s work for the purpose of 
providing non-judgmental feedback, and learning from each other. 
 
Peer Observation – An informal process where a peer observes a teacher’s classroom to provide non-
judgmental feedback for the purpose of improving classroom instruction. 
 
Pre-Observation Conference – A conference between the teacher and administrator prior to any formal 
observation for the purpose of reviewing information regarding the lesson to be observed. 
 
Post-Observation Conference – A conference between the teacher and administrator after each formal 
observation for the purpose of providing feedback to the teacher and gathering additional information as 
necessary. 
 
Professional Development Opportunities – Those opportunities a teacher selects as part of his/her 
professional development plan. 
 
Professional Goals – Improvement goals for the evaluation cycle developed by the teacher and approved by 
the administrator. 
 
Professional Evidence – Evidence developed and maintained by the teacher to support his/her professional 
growth and attainment of goals set in his/her professional development plan.  This may be the same evidence 
used for the teacher’s Individual Professional Development Plan. 
 
Reflection – The thoughtful analysis of the various aspects of teaching, with subsequent ideas on how to 
further improve professional practice.  A teacher’s written reflection should be specific to his/her IPDP goals 
and considered against the criteria from the Framework for Teaching. 
 
Roles and Responsibilities – Teacher and Administrator responsibilities in the supervision and evaluation 
process.    
 
Rubric – A scoring guide that includes criteria and performance descriptors at different levels.  In the HUUSD 
Teacher Evaluation Process, rubrics from the Framework for Teaching will be used to assess attainment of 
stated professional goals in the teacher’s professional development plan, and to assess classroom performance 
during formal and informal observations.  
 
School Action Plan – A document required by Act 60 that includes goals and objectives for improved student 
learning. 
 
Self- Assessment – A comprehensive reflective statement written by the teacher which assesses the 
teacher’s attainment of goals established in his/her professional development plan, according to the criteria of 
the Framework for Teaching.  The statement should also reference evidence that supports the teacher’s self-
assessment conclusions.  
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Standards for HUUSD Educators –  A list of standards for professional development and evaluation, 
consisting of standards in instruction, learning, professional knowledge, professional responsibilities, 
accountability, colleagueship, and advocacy, which align with the Individual Professional Development Plan 
and the Framework for Teaching. 
 
Student Data –  School-wide, subject-wide, and/or individual student data.  This data may include, but is not 
limited to, state standardized tests, national exams, student grades, and teacher provided data, such as 
examples of student work, attendance and drop-out rates, etc. 
 
Comprehensive Evaluation – A document written by the administrator that includes a description of 
performance based on the criteria from the Framework for Teaching and a summary of professional growth 
and development as evidenced by progress towards, or attainment of established professional development 
goals.  The comprehensive evaluation will be written at the conclusion of the evaluation cycle for both new 
and veteran teachers. 
 
Supportive Colleague – A peer assigned to meet regularly with a new teacher for the purpose of advising 
and supporting the new teacher in various aspects of teaching. 
 
Teacher – Any HUUSD employee holding a Professional Educator license.  
 


