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Q Comp Annual Report 2016-17 

This template, which may be changed as needed, is designed to help formulate the Q Comp 

Annual Report. Per Minnesota Statutes, section 122A.414, subdivision 3(a) the report must be 

submitted to the school board by June 15th of each year and include findings and 

recommendations for the program. It is also recommended that the report include a summary of 

what was implemented for the year to help provide context for the findings and 

recommendations. 

Date Presented to the School Board: 6/15/207 

Please address the following questions for each program component describing the 

implementation of the approved plan, the impact of implementation, findings from the program 

review and recommendations to improve program effectiveness. All information reported 

should be based on the current school year. It is recommended that each question be 

addressed with a brief summary of 3-7 sentences. 

Core Component: Career Advancement Options 

Implementation  
1. Are the teacher leader positions that were implemented this year the same as 

those outlined in the approved plan (approval letter and subsequent plan change 
approval letters)? x yes no  

a. If no, please explain what changes have occurred and why?       

Impact  

2. How did the work of teacher leaders through coaching, observing, mentoring, 
facilitating learning teams and performing other responsibilities impact classroom 
instruction?  

 

As coaches, teacher leaders were able to help colleagues construct important project work for 

the year.  These projects helped strengthen the Minnesota New Country School (MNCS) 

learning community.  For instance, one colleague designed and implemented a project to 

provide a free breakfast for the students of MNCS.  Another teacher orchestrated a remarkable 

expedition for students to explore the Superior Hiking Trail.   

  

As observers, teacher leaders were able to affirm many of the great practices our colleagues 

utilize to enrich the culture of learning at MNCS.  In one advisory observation, a teacher was 

seen moving throughout the advisory so as to meet one to one with each of their 

advisees.  These meetings were infectiously positive; guiding students into the work they 
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needed to do, but also nurturing the quality relationships that make MNCS special.  Each 

student left their one to one check in with a plan in place and a smile on their face.  When this 

information was shared with the teacher in a post observation meeting, they were relieved to 

know of it, as they had been questioning the import of their advisory sessions.   

As mentors, teacher leaders were able to frame and reframe the MNCS experience for 

colleagues.  The work of teaching is hard work and sometimes it is difficult to remain aware of 

why we do what we do.  In those moments, it can help to have a teacher leader provide some 

fresh perspective; to paint a bigger picture of what we are trying to do.  This is where the 

mentorship role comes into play for the teacher leaders at MNCS.  In practice, this involves 

building conversations with colleagues around the core values and mission of MNCS.   

As learning team facilitators, we worked to ensure our site based teams (reading, math, 

technology, etc.) were meeting on a weekly basis.  Once a month, we had an early out and set 

aside (more) time for those teams to connect.    

3. How did the work of teacher leaders impact student achievement?  

One example of teacher leaders impacting student achievement came through supporting our 

elementary staff to attend training to learn Project Read.  This training helped equip our 

elementary colleagues with tools to help their students with the acquisition of basic reading 

skills.  Acquiring these literacy tools aided us in moving closer to meeting targeted reading 

outcomes.   

Review Findings 

4. How did the training teacher leaders received impact their ability to fulfill the 
responsibilities of the position and meet the needs of the licensed staff 
members?  

Our site review with Edvisions Off Campus (EOC) allowed us to connect with another project-

based school to learn about their implementation of Q Comp.  One of the ideas we gleaned from 

them influenced how we conduct our post observation conversations.  Prior to our conversation 

with the teacher leaders at EOC, much emphasis was placed on asking the right questions in 

our post observation meetings.  What struck us about EOC’s approach to their post observation 

discussions was the way they allowed their colleagues to take the lead on how their observation 

went.  As teacher leaders at MNCS, this simple idea from the good people at EOC impacted our 

process for moving through our post observation talks.   

5. What did the results of the evaluations of the teacher leaders in their leadership 
roles demonstrate about the impact they had on the effectiveness of the licensed 
staff members?  

Evaluations of the teacher leaders and the implementation of the Q Comp program at large led 

us to streamline the process for staff pursuing professional development.  Also, as teacher 

leaders, we recognized a need to develop and maintain a Q Comp calendar to keep ourselves 

apprised of important dates (scheduled observations, site reviews, etc.).  Finally, we moved 

from staff taking on two professional development projects over the course of the year to 

one.  This transition added depth and quality to the projects our colleagues pursued. 
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Recommendations  

6. How will the district use the review findings to improve the effectiveness of 
teacher leadership?  

Our team will continue to use our calendar to set observation checkpoints throughout the 

year.  This past year we worked to redefine job descriptions for teacher leaders at MNCS; this 

coming year we intend to expand and improve the performance rubric we use to evaluate staff.   

Core Component: Job-embedded Professional Development 

Implementation  
1. Are learning teams configured and meeting as outlined in the approved plan 

(approval letter and subsequent plan change approval letters)? x yes no  

a. If no, please explain the changes that have occurred and why?       

Impact  

2. How did teacher learning from learning teams and other job-embedded 
professional development activities impact classroom instruction?  

Our Math Team reconfigured math courses in ALEKS to better align with Minnesota State 

Standards.  The Student Assistance Team worked hard to construct a sensory room at our 

elementary school.  Building on success from last year, the Reading Team at MNCS created 

more opportunities for students to participate in small reading groups.  Students involved in 

these teacher led book groups continue to be more likely to achieve their target RIT Growth 

Score on the Reading NWEA.   

Review Findings 

3. How did the sites or learning teams identify needs and instructional strategies to 
increase student achievement?  

We utilize NWEA and MCA data in the areas of math and reading to identify student needs.  We 

then work with students individually to establish goals for growth.  Students needing assistance 

in the area of math are paired with either a licensed teacher or an advanced math student for 

tutoring assistance.  Several interventions exist for students developing in the area of 

reading.  Often this begins with a student conversation: What kind of stories do you 

enjoy?  What kind of books would be of interest to you?  It may sound simple, but there is power 

in finding the right book.  Small reading groups are an integral part of the MNCS 

community.  Students can opt into reading groups or be placed in them.  Over 20 different 

books were read through these groups during the 2016-2017 school year.  Finally, our 

elementary offers reading buddies to developing readers. 
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Recommendations 
4. How will the district use the review findings to improve the effectiveness of job-

embedded professional development?  

 

The Minnesota New Country School is a project-based learning community.  Data gleaned from 

a student survey at the end of the year told us we need to do a better job of helping students 

design their projects on the front end.  As teacher leaders, we are still sorting out how we can 

improve on this, but it is clear that students new to MNCS are looking for more guidance in 

shaping their project work.   

Another finding is that it would be useful to broaden how we think of professional 

development.  More specifically, our hope is to stretch the professional development 

opportunities we offer beyond the walls of our school.  As teacher leaders, we are hearing 

colleagues express a desire to visit other schools conducting interesting experiments in the 

name of learning.  In turn, our plan is to develop opportunities for those kind of visits to occur, 

with the hope that the practices of other schools will inspire new ideas for us, as well as sharpen 

the way we think of our learning community.    

Core Component: Teacher Evaluation 

Implementation  
1. Are licensed staff members observed/evaluated as outlined in the approved plan 

(approval letter and subsequent plan change approval letters)? yes no  

a. If no, please explain the changes that have occurred and why?       

Impact  

2. What impact did the observation/evaluation process, including coaching, have on 
classroom instruction?  

MNCS is a unique learning environment.  The first round of the observation/evaluation process 

allowed us to identify the ways new teachers at MNCS needed support in acclimating to our 

community.  Information gleaned from these initial observations helped shed light on how we, as 

coaches, would best be of service to our colleagues.    

3. What impact did the observation/evaluation process, including coaching, have on 

student achievement?  

The observation/evaluation process enabled us to have constructive dialogue with colleagues 

about how to meet student needs.  We also were able to share with them potential resources to 

increase student achievement.   
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Review Findings 
4. How did the feedback teachers received from each observation/evaluation assist in self-

reflection and improved instructional practice?  

Meeting for post observations, one of our favorite questions to ask is, What do you like about 

how that went?  As teachers, we are often overly critical of the work we do.  Indeed, there 

seems to be a tendency to veer immediately into the things that did not go so well with an 

observation.  In asking this question, we are able to ascribe worth to the many good things our 

colleagues are responsible for.  

As teacher leaders, we have some distance from the relationships our colleagues are working 

on every day.  This is important, as it puts us in a position to help objectively look at things from 

a different perspective.  Often our big picture perspective proves useful because we are able to 

see daily dynamics with fresh eyes and notice blind spots our colleagues may have developed 

over the course of the year.  This leads to posing questions and having honest dialogue about 

student engagement and the quality of student work.   

 

5. How did the training observers/evaluators received throughout the year impact 
inter-rater reliability and their ability to provide constructive and meaningful 
feedback to all licensed staff members?  

Our site review with EOC gave us an opportunity to bounce ideas off each other because we 

have both been doing Q Comp for seven years in PBL settings.  We also were able to help 

guide another charter school into defining what Q Comp could look in their district as they 

prepare their application.  Coaching another school through our Q Comp process is helpful, as 

there is great value in articulating why we do what we do with our program.   

Recommendations  

6. How will the district use the review findings to improve the effectiveness of 
teacher evaluation?  

The time has come for us to alter our rubrics for performance pay.  Our goal is to better re-align 

our performance pay rubric with observational data and the principles of Charlotte Danielson.  

Our plan is to adjust this rubric over the summer and then submit a plan change to MDE.      

 

We also need to rethink our process for establishing a SMART Site Based Goal, as it has been 

disappointing that we have not been able to meet our school goal the past couple years.   
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Core Component: Performance Pay and Alternative Salary Schedule 

Implementation  
1. Are the performance pay amounts and standards the same as outlined in the 

approved plan (approval letter and subsequent plan change approval letters)?  
x yes no  

a. If no, please explain the changes that have occurred and why?       

Impact  

2. What percentage of all licensed staff met the standard to earn performance pay 
for the measures of student achievement? 10% 

3. What percentage of all licensed staff met the standard to earn performance pay 
for observation/evaluation results? 95% 

4. Is performance pay awarded for another area (besides schoolwide goals, 
measures of student achievement and observation/evaluation results)?  
x yes no 

a. If yes, what percentage of all licensed staff members met the standard to 
earn performance pay for this other area? 100% 

Recommendations  

5. How will the district use the data to improve the effectiveness of this core 
component?    

We need to do a better job of honing in on a SMART Goal.  One way we can do this is work 

more cooperatively with the MNCS Reading Team, so as to ensure everyone is paddling in the 

same direction.   

Another thing we can do is center some of our student conferences around analyzing NWEA 

results and then setting goals collaboratively.    

General Program Impact and Recommendations 

1. What overall impact on instruction has the district or charter school seen as a 
result of implementing the Q Comp program?  

Q Comp helps keep us grounded in setting SMART goals for us to pursue throughout the year.  

It also causes us to lean on our professional development teams and work together with them 

toward a common goal.  

2. What overall impact on student achievement has the district or charter school 
seen as a result of implementing the Q Comp program?  

Even though we did not meet our Site Based Goal for the 2016-2017 school year, we did see 

evidence of student growth at both of our sites.  At the elementary, students receiving Title One 

services grew an average of two levels in their respective reading program(s).  At the high 

school, our Reading Team recognizes a need to explore changes to improve our reading 

program.  
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3. How will the district use the review findings to improve the overall effectiveness 
of the program?  

We have to create performance rubrics for staff who are not in traditional teaching roles.  For 

instance, our tech integration specialist, school social worker, and art teacher need to have 

specific rubrics that fit with their job descriptions.    

The other thing we need to put in place is a more concrete schedule for conducting post 

observation conferences.  We experimented with implementing a year-long Q Comp schedule 

this past year, which was useful; we just need to ensure we are honoring the post observation 

conference in a timely manner. 


