
Q Comp Annual Report 

Core Component: Career Advancement Options 

Implementation 

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)?  

Yes. 

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

Impact 

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

We focused on the essential standards.  We worked to break those down and rewrite the leaning targets in 
language that matches the rigor of the state standard.  This lead into teachers using their refined learning 
targets as the basis for their curriculum mapping their instruction and their assessments at all levels. 

How did the work of teacher leaders impact student achievement? 

We are very happy to see an increase in our growth measurements on the NWEA MAP scores. 

Review Findings 

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? 

Teachers leaders had more flexibility this year to tailor trainings they attend to the needs they had for 
themselves or for their team.  There were three mandatory trainings that all Peer Coaches attended 
throughout the year, and then each month Peer Coaches could choose between two different training options 
led by district administration.  The coaches also met with all licensed staff weekly in a content area or grade 
level Professional Learning Community. The fourth week of each month was dedicated to building-wide PLC 
work. Each PLC, depending on size had one or two Peer Coaches.  Each staff member was observed at least 
twice throughout the school year by a Peer Coach.  Each Peer Coach was observed once by the Q Comp 
Coordinator and once by another Peer Coach. Through the work of the PLC process and the observation 
process, staff were able to examine student work and student data.  They also reviewed teacher practice as 
they implemented new strategies and mentored and supported each other. 



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? 

Teacher leaders gave feedback at several times throughout the school year. Our teachers felt that our entire 
PLC process was worthwhile and positively affected their classroom instruction.  This year, we had the 
highest rate of leadership positions applied for and filled for the coming year.  This is also a positive 
indication of satisfaction with the role and with the support the teacher leaders have from the district 
administration. 

Recommendations 

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

Through the continuous improvement cycle, we plan to implement further changes to improve the training 
delivery model.  Monthly training topics and instruction, as well as monthly check-ins with the teacher 
leaders, will occur at the learning levels with the appropriate learning level administrators in order to meet 
the needs of the Peer Coaches. We are confident that administration will be responsive to these changes, 
provide more building level appropriate staff development opportunities, and offer increased guidance and 
support for the coming school year. 

Core Component: Job-embedded Professional Development 

Implementation 

Are learning teams configured and meeting as outlined in the approved plan (approval letter and subsequent 
plan change approval letters)?  

Yes.

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

Impact 

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

Each PLC and each member developed SMART goals that aligned to the district’s strategic plan.  PLC 
activities were focused on collaboratively examining student data and improving instruction to meet the 
students' needs uncovered by that data.  Through the observation process, teachers could follow the 
implementation of the strategies discussed and then reflect on the levels of success of that implementation 
using a PDSA cycle.  

How did teacher learning from learning teams and other job-embedded professional development impact 
student achievement? 



Teachers were intentional in their practice of monitoring student growth, looking at student assessment data 
and student work, and examining the effectiveness of their own practices and newly-implemented strategies.  
Teachers  also spent most district-wide staff development opportunities focused on reviewing and refining 
their learning targets, so that they matched the rigor of the standards.  This allowed them to determine in 
which direction they needed to go to help students meet the performance standards.   

Review Findings 

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

Teachers used a variety of common assessment data results. Needs were assessed by looking at assessments 
such as AIMS-WEBB, MCA's, NWEA scores, PLAN, EXPLORE, and locally-created common formative 
assessments. 

How did learning teams use data and implement the selected instructional strategies and follow-up on 
implementation? 

After each PLC determined where the needs were and what strategies to implement, teachers observed each 
other implementing the strategies, then reviewed student work and student data, and next discussed and 
planned how they would continue and/or modify their instruction, provide interventions or enrichment 
opportunities. This was a continuous process throughout the school year. 

Recommendations 

How will the district use the review findings to improve the effectiveness of job-embedded professional 
development? 

Our district-wide staff development team will ensure that staff professional development opportunities meet 
the instructional needs throughout the year.  The building level administrators along with the QComp 
Coordinator will provide staff development on the PLC process and teacher leadership on a monthly basis.   

Core Component: Teacher Evaluation 

Implementation 

Are licensed staff members observed/evaluated as outlined in the approved plan (approval letter and 
subsequent plan change approval letters)?  

Yes. 

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



Impact 

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

Again, this year, through this process, teachers have better instructional alignment, both vertically and 
horizontally.  There is greater self-reflection and sharing of ideas.  There is increased differentiated 
instruction, accountability, student engagement, and opportunities for support to improve teaching in every 
classroom. 

What impact did the observation/evaluation process, including coaching, have on student achievement? 

There has been increased academic performance at several grade levels (especially in the GROWTH data 
collected from NWEA MAP assessments) and for various student groups. Although it is difficult to directly 
correlate the growth and success students experienced this academic year to just this process. However, we 
can show that we have changed how teachers work together.  There has been increased collaboration, 
increased professional dialogue, and improved instructional practice because of those discussions and this 
process. 

Review Findings 

How did the feedback teachers received from each observation/evaluation assist in self-reflection and 
improved instructional practice? 

The collaborative environment created by teachers during the weekly PLC meetings continued as they 
observed each other in their classrooms.  The discussions and reflections that took place during the post-
observations led to increased continuity of practice throughout grade levels and content areas.  Teachers 
have established an environment of increased trust where learning and growth is acceptable and 
comfortable for the teachers as well as the students.  They are one school community. 

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? 

We have worked to create inter-rater reliability in our district by having uniformity in our process and in the 
questioning to guide both the pre- and post-observations.  We  provided inter-rater reliability training to all 
licensed staff, not just the teacher leaders.  Both qualitative and quantitative results would suggest that the 
process is working as expected. We also will continue to have the administrative team working directly with 
the PLC's and give them feedback based on their observations. 

Recommendations 

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

Our experienced teachers continue to mentor the newer leaders.  We are also increasing our administrative 
team’s involvement in the PLC observation, feedback, and training process. Those actions, along with 
continued yearly trainings in the observation, evaluation, and feedback process, help improve our teacher 
leaders’ skills and effectiveness.  



Core Component: Performance Pay and Alternative Salary Schedule 

Implementation 

Are the performance pay amounts and standards the same as outlined in the approved plan (approval letter and 
subsequent plan change approval letters)?  

Yes. 

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

Is salary schedule movement or base salary increase based on the same measure of performance as outlined in 
the approved plan (approval letter and subsequent plan change approval letters)?  

Yes. 

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

Impact 

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

99.56%  The amount of performance pay varied based on the level of success of the student achievement. 

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

96.92% of licensed staff met the standard completely or a portion of the standard.   

What percentage of tenured licensed staff met the standard to earn performance pay for 
observation/evaluation results?  

99.40% 

What percentage of probationary licensed staff met the standard to earn performance pay for 
observation/evaluation results?  

90%  Many of those who did not meet the standard were long-term substitutes who chose not to participate. 

Is performance pay awarded for another area (besides schoolwide goals, measures of student achievement and 
observation/evaluation results)? 

Yes, for PLC Meeting attendance. 

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

99.56%  Only the QComp Coordinator did not attend regular PLC meetings. 

What percentage of all licensed staff met the standard to earn movement on the salary schedule or an increase 
in base salary? 

100% 

What percentage of tenured licensed staff met the standard to earn movement on the salary schedule or an 
increase in base salary?  100% 



What percentage of probationary licensed staff met the standard to earn movement on the salary schedule or 
an increase in base salary?  100% 

Recommendations 

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

We continue to monitor and evaluate the performance of our teachers and teacher leaders. Based on 
performance, administration makes recommendations for improvements to be implemented. We do this in 
conjunction with our teacher development and evaluation process, and any teachers that do not meet their 
goals at an appropriate level are placed on an improvement plan. 

General Program Impact and Recommendations 

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

We have more focused staff professional development, increased collaboration, and an increased focus on 
student learning and achievement.  We continue to use data as a foundational piece to decision making for 
instruction and intervention. We have also seen an increase in professional dialogue that has led to improved 
and aligned instruction.  A continued and desired outcome is the shift from ‘what is wrong with this?’ to ‘how 
can I do this differently or better?’. 

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

Although excellence in teaching and student success have always been district goals in Marshall, we continue 
to work to be intentional about looking at the data, identifying students’ needs, and addressing those needs 
through improved differentiated instruction.  Teachers are reflective in their practice and are continually 
looking for ways to make their practice more effective.  Student learning is as the core of our instruction and 
student learning at high levels. 

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

Our district continues to review the effectiveness of the Q Comp program and associated componente and 
refine our practices and staff development programming based on the feedback we receive.  Through the 
PDSA cycle, this is a continual process throughout the year, each year. 




