
Q Comp Application Form 2018-19
Due: October 15, 2018; January 15, 2019; or March 15, 2019
General Information: The Quality Compensation (Q Comp) Aid Application is authorized under First Special Session Laws 2005, Chapter 5, Article 2, Section 39-46; Minnesota Statutes, sections 122A.414 and 415. Submit the completed application (both Word and PDF versions to ensure proper processing) and any attachments via email to mde.q-comp@state.mn.us. 
Please complete the following:
District or Charter School
Name: [Enter text here]
Number: [Enter text here]
Mailing Address: [Enter text here]
Superintendent or Director 
Name: [Enter text here]
Phone: [Enter text here]
Email: [Enter text here]
President of the Exclusive Representative of the Teachers
Name: [Enter text here]
Phone: [Enter text here]
Email: [Enter text here]
Program Contact 
Name: [Enter text here]
Phone: [Enter text here]
Email: [Enter text here]


Statement of Assurances
The Q Comp plan outlined in this application has been developed and aligned with the requirements outlined in Minnesota Statutes, section 122A.414.
The Q Comp plan outlined in this application aligns with the Staff Development Plan as defined under Minnesota Statutes, section 122A.60.
The Q Comp plan outlined in this application aligns with the Teacher Development and Evaluation Plan as defined under Minnesota Statutes, sections 122A.40 or 122A.41.
The Q Comp plan outlined in this application aligns with the World Best Workforce Plan as defined under Minnesota Statutes, Section 120B.11.
The Q Comp plan outlined in this application is authentic and is written by the applying entity. Sources are cited appropriately on any material that is paraphrased or copied. Language taken from a template should be customized to meet the needs of the entity that is applying. It is to be understood that failure to comply may result in denial of the application.
The undersigned hereby certifies on behalf of the district/charter school that all of the above statements of assurances are true. 

Superintendent/Executive Director Name		Signature (on behalf of the school board) / Date

Local Union President Name	Signature (on behalf of the teachers) / Date
*Districts/Charter Schools without a collective bargaining unit only need the signature of the superintendent/executive director on behalf of the school board.


Q Comp Program
To qualify for Q Comp aid under Minnesota Statutes, a district, school site, charter school, intermediate district or cooperative district must have an alternative teacher professional pay system as described in Minnesota Statutes, section 122A.414. All components of the Q Comp program must meet the state requirements outlined in the Q Comp Requirements and Guiding Principles. 
To apply, complete the following sections describing the applicant’s design of a Q Comp program. Each entity may reference specific sections of the master agreement, if appropriate, and may attach additional pages as supplements if needed.
Q Comp Application Core Components 
Core Component: Career Ladder/Advancement Options
Teachers holding career ladder positions are referred to as teacher leaders in this application. (Teacher leaders are expected to retain a primary role in student instruction and facilitate site-focused professional development that helps other teachers improve their skills.)
Provide a comprehensive overview of the district that describes the demographics and other vital information to help provide context for the proposed Q Comp plan. [Include the district demographics and other pertinent details to help the readers understand the district needs and how Q Comp can help improve classroom instruction and increase student achievement.]
[Enter text here]
In the table below, please identify the student and teacher/licensed staff count as of October 1, 2016.
Total Student Headcount 	[The number of students recorded in MARSS]	Total Licensed Staff Headcount	[The number of licensed staff members recorded in STAR]
[Enter text here] 	[Enter text here]

Provide a job description for each teacher leader position by completing the template starting on page 4 [Copy and paste the template as necessary for each position.]


[Template Begins]
Position Title: [Something that defines the role.]
[Enter text here]
Qualifications: [The skills, trainings and/or experiences needed to do the job.]

[Enter text here; you may use a bullet list]

Responsibilities: [What the position will do; must include some form of providing professional development to help teachers improve instruction.]

[Enter text here; you may use a bullet list]

Hiring Process: [How teachers will be made aware of position openings, how teachers will express interest in the positions, how interested candidates are reviewed and how a final hiring decision is made.]

[Enter text here; you may use a bullet list]

Evaluation Process: [How teacher leaders are evaluated in the leadership role based on the position’s responsibilities, what forms/rubrics are used in the teacher leader evaluation process, who will conduct the evaluation and what standard of performance must be demonstrated for the teacher to earn the position compensation and/or retain the position.]

[Enter text here; you may use a bullet list]

Compensation: [All teacher leader positions must receive a salary augmentation, release time or both for completing the responsibilities of the position.]

$ [Enter text here] annual salary augmentation.
[Enter text here] release time. (If a teacher leader will be released full-time from the teaching position, please specify the term limit, how long they are in the role, for the position)

Ratio: [The total number of teachers that will hold the positions and the number of licensed staff members each individual in the position will work with.]
[Enter text here]
[Template Ends]

Attach all of the following as related to each position identified above:
Any application forms or forms related to the teacher leader hiring process.
Any teacher leader evaluation forms and related rubrics or other related documents.
Core Component: Job-embedded Professional Development
The job-embedded professional development system must provide for learning opportunities during the school day such as professional learning communities designed to improve instruction and increase student achievement.
Schoolwide goals are an integral part of the job-embedded professional development system in that they focus the work of the site, via learning teams and other professional development on a specific academic content. The goal(s) outlined for each site will also tie in to the performance pay system as well as one area for which compensation can be earned. Each site/school throughout the district should have the same total number of goals (for example: if one site has both a math and a reading goal, then all sites need to have both math and reading goals). Each site must have at least one goal and it is recommended that they have no more than two goals focused on student achievement.
List the school sites (organizational units) in the district. Then complete the Site Goal Update Form found at the end of the application for each listed site. 
[Enter text here]
Describe the teacher learning team or Professional Learning Community (PLC) composition (e.g., grade level teams, department teams) and identify the average number of teachers on each team. [Identify any differences, including composition and average number of members, across school sites.]
[Enter text here]
Describe the meeting frequency and length for all teacher teams. [All team meetings must take place during either the student-contact or teacher-contract day and occur regularly on an ongoing basis. It is recommended that meetings occur either weekly (at least 60 minutes) or every other week (at least 90 minutes).]
[Enter text here]
Describe the other forms of job-embedded professional development that are provided to all teachers throughout the school year. [What other staff development days, late starts, early release days or other activities are in the school schedule that work with the regular team meetings to create a full professional development plan designed to improve instruction and increase student achievement?]
[Enter text here]
Outline the teacher induction and mentoring program that is in place to provide continuous learning and sustained support to probationary teachers. [What is the length of the program? How are mentors assigned? Who serves as a mentor? What does the program involve? How does the program help new teachers acclimate to the school and district? Are there any other pertinent details regarding the program design, implementation and overall requirements that should be noted?]
[Enter text here]
Core Component: Teacher Evaluation
The objective teacher evaluation system must establish a three-year professional review cycle for each teacher that includes:
An individual growth and development plan. 
A peer review process.
At least one summative evaluation performed by a qualified and trained evaluator such as a school administrator. The summative evaluation must include an overall, detailed description of the three-year professional review cycle.
Overall description of the professional review cycle
Describe the purpose of the three-year professional review process for all licensed staff. [What are the district’s goals for teacher growth and development?]
[Enter text here]
Describe the role of the instructional framework or rubric in the teacher evaluation system. [What rubric is being used? How will the rubric be used in both the peer review and summative evaluation processes? What standard of performance are teachers expected to demonstrate?]
[Enter text here]
Tenured teacher development and evaluation process
Describe the individual growth and development plan process and requirements that are part of the three-year professional review process. [When the plan needs to be completed? What format the plan will take? What the plan will include? Who will review the plan for fairness and to ensure it meets standards? How the plan is used to track teacher growth throughout each year?]
[Enter text here]
Describe the measures of student growth goal (student learning goal) built-in the three-year professional review process. [When are goals set? How are goals set? Are goals grade, team or classroom level? What forms and requirements are used in the process? How does this goal(s) align with the districts and schoolwide goals referenced in Core Component: Job-Embedded Professional Development? Who reviews the goals, plans and data in the fall each year for fairness and in the spring each year to determine if the goal(s) were met?]
[Enter text here]
Describe the peer review process that is part of the three-year professional review cycle. [When does peer review occur? What occurs during the peer review process? Who conducts peer review? What forms or documentation are used? What standard of performance is expected? How is the process related to the individual growth and development plan? How is the rubric used? How does the process relate to the summative evaluation process? What other factors are important for understanding the process?
[Enter text here]
Describe the summative evaluation process that is part of the three-year professional review cycle. [When does summative evaluation occur? What occurs during the summative evaluation process? Who conducts summative evaluation? What forms or documentation are used? What standard of performance is expected? How is the process related to the individual growth and development plan? How is the rubric used? How does the process relate to the peer review process?]
[Enter text here]
Describe any differences between the three-year professional review cycle for tenured teachers described above and that for probationary teachers. [How the three annual observations/evaluations by a trained administrator fit in the process? What are the other pertinent differences between the processes?] 
[Enter text here]
Describe any differences between the three-year professional review cycle for tenured teachers described above and that for licensed, non-instructional staff members (counselors, nurses, school psychologists, etc.). [What instructional framework or rubric is used for each position? How is the framework aligned with the one used for instructional licensed staff members? What other differences are there in the processes? Who conducts peer review and summative evaluation for licensed non-instructional staff members?] 
[Enter text here]
Attach all teacher evaluation documents, including:
Evaluation rubrics and related forms.
Pre-observation/evaluation conference forms.
Post-observation/evaluation conference forms.
Self-analysis and reflection forms.
Individual growth and development plan forms.
Measures of student growth goal forms.
Other forms, as applicable.
Overall training process for teachers, peer reviewers and summative evaluators
Describe how all teachers will be informed of and trained on the three-year professional review system. [When is training provided? How is training provided? Who provides the training? What will the training include? How will training ensure teachers understand the process and expectations?]
[Enter text here]
Describe the annual comprehensive and ongoing training all peer reviewers will receive in their duties related to the three-year professional review system duties to ensure integrity, sustainability and inter-rater reliability in the process. [When will training occur (both initially and on an ongoing basis)? How will training be provided and by whom? What will the training include? How will inter-rater reliability be established and maintained? How will the training ensure that the feedback provided by peer reviewers is reliable, consistent, meaningful and supportive?] 
[Enter text here]
Describe the annual comprehensive and ongoing training all summative evaluators will receive in their duties related to the three-year professional review system duties to ensure integrity, sustainability and inter-rater reliability in the process. [When will training occur (both initially and on an ongoing basis)? How will training be provided and by whom? What will the training include? How will inter-rater reliability be established and maintained? How will the training ensure that the feedback provided by peer reviewers is reliable, consistent, meaningful and supportive?]
[Enter text here]
Overall supports for improving teacher performance and process reliability/accuracy
Describe the teacher improvement process for teachers who have not demonstrated satisfactory performance during the three-year professional review cycle. [What standard of performance places teachers in the improvement process? What are the goals and timelines for the teacher showing growth in performance? What supports are provided in the process? What forms are used in the process?]
[Enter text here]
Describe the appeals process for teachers who have concerns with the reliability/accuracy of the performance data collected during the three-year professional review cycle. [What teachers can appeal? Who they appeal to? When appeals need to be filed? What is the timeline for responding to an appeal? What forms are used in the process?] 
[Enter text here]


Core Component: Performance Pay and Alternative Salary Schedule
The Q Comp plan must reform the salary schedule, prevent a teacher’s compensation from being reduced and base 60 percent or more of any increase in compensation on teacher performance in three areas:
Schoolwide student achievement goals.
Measures of student growth goals.
Objective evaluations.
District applicants:
Describe how the salary schedule has been reformed to determine a teacher’s vertical movement on indicators of student or teacher performance. [This must be based on one of the three performance measures referenced above.]
[Enter text here]
Provide a copy of the reformed salary schedule and an example of how teachers now move vertically. 
[Enter text here]
Charter applicants:
Describe how a teacher’s permanent base salary increases based on student and teacher performance. [This must be based on one of the three performance measures referenced above. If teachers are only eligible for a cost of living (no more than 5 percent annually) increase when school budgets state and performance pay, please specify that.]
[Enter text here]
Provide an example of how a teacher’s base salary will increase based on performance.
[Enter text here]
Outline how performance pay will be used to increase a teacher’s compensation in the following areas: [Note: Performance pay is needed in areas a-c below, that are not covered by movement on the salary schedule in item 22 or 23, to meet statutory requirements.]
$ [Enter text here] for schoolwide student achievement gains will be awarded to teacher if the schoolwide site goal outlined in Core Component: Job-Embedded Professional Development (updated annually) is met.
$ [Enter text here] for measures of student growth and literacy will be awarded to each teacher if their annual measures of student growth goal described in Core Component: Teacher Evaluation is met.
$ [Enter text here] for teacher evaluation will be awarded to each licensed staff member who demonstrates [Enter text here] [identify the performance standard that must be met on the summative evaluation and peer review process annually] through the teacher evaluation process. 
$ [Enter text here] for [Enter text here] [identify the measure of student or teacher performance] will be awarded to each licensed staff member who demonstrate [Enter text here] [identify the standard of student or teacher performance on the measure] as determined by [Enter text here] [identify the individual(s) or position(s) that will be responsible for determining if the standard has been met and teachers have earned compensation].
OPTIONAL: Describe how teachers identified as effective or highly effective under the three-year professional review cycle or who have demonstrated skills during student teaching for being highly effective at closing achievement gaps if hired as first-year teachers, who work in high-need or hard-to-fill positions or hard to staff schools (such as a school with a majority of students whose families meet federal poverty guidelines, a geographically isolated school, or a school identified by the state as eligible for targeted programs or services for its students) can receive a hiring bonus or other compensation. [What determines if a bonus is offered? How is the determination made? What other key timelines and standards are part of determining the hiring bonus?]
[Enter text here]
OPTIONAL: Describe the incentives for teachers to obtain a master’s degree or other advanced certification with at least 18 credits in their content field of licensure required for teaching concurrent enrollment or college in the schools courses, or to pursue the training or education necessary to obtain an additional licensure in shortage areas identified by the district or charter school. [What determines if a teacher receives the incentives? How are incentives awarded and provided to teachers? What must be demonstrated to receive the incentive? What other information is important to understand how this additional compensation can be earned?]
[Enter text here]
OPTIONAL: Describe how Q Comp funding is used to help fund a Grow Your Own new teacher initiative involving nonlicensed education professionals, including paraprofessionals and cultural liaisons. [Who are eligible for these funds? How is it determined who receives the fund? What portion of Q Comp funds are used for this purpose? What other information is important to understand how funds will be used in a Grow Your Own new teacher initiative?]
[Enter text here]


Budget
The following budget accounts for all Q Comp funding in alignment in the plan outlined in the previous core components. In addition, the budget adheres to all Uniformed Financial Accounting and Reporting System (UFARS) requirements and restrictions.
Please complete the following charts as needed. The charts will expand to include all related expenditures.
Career Ladder Position Expenditures: Teacher leader salary augmentation/release time costs.
Position Salary Augmentation	Accounting Calculation	(Repeat calculation for each position)	Expenditure Subtotal
Identify Position(s): (Copy and paste the Accounting Calculation as needed for each position)	[Enter text here]	$ [Enter text here]  (salary augmentation) + $ [Enter text here]  (applicable benefits—TRA/FICA) + $ [Enter text here]  (any related extended time pay/substitute coverage);	all multiplied by [Enter text here]  (the number of teachers in the position)	= $ [Enter text here]  (total cost for the position)	$ [Enter text here]

Other Career Ladder Expenditures: Training, resources or other needs.
Purpose	Accounting Calculation	Expenditure Subtotal
[Enter text here]	[Enter text here]	[Enter text here]

Job-Embedded Professional Development Expenditures: Resources, training, substitute teachers or other needs.
Purpose	Accounting Calculation	Expenditure Subtotal
[Enter text here] 	[Enter text here] 	[Enter text here] 

Teacher Evaluation Expenditures: Resources, training, substitute teachers or other needs.
Purpose	Accounting Calculation	Expenditure Subtotal
[Enter text here] 	[Enter text here] 	[Enter text here] 

Performance Pay Expenditures:
Purpose	Accounting Calculation	Expenditure Subtotal
Schoolwide student achievement goals	$ [Enter text here]  (performance pay) + $ [Enter text here]  (applicable benefits – TRA/FICA);	all multiplied by [Enter text here]  (the number of teachers)	= $[Enter text here]  (total possible performance pay cost)	[Enter text here] 
Measures of student growth and literacy	$ [Enter text here]  (performance pay) + $ [Enter text here]  (applicable benefits – TRA/FICA);	all multiplied by [Enter text here]  (the number of teachers)	= $ [Enter text here]  (total possible performance pay cost)	[Enter text here] 
Teacher Evaluation	$ [Enter text here] e (performance pay) + $ [Enter text here]  (applicable benefits – TRA/FICA);	all multiplied by [Enter text here]  (the number of teachers)	= $[Enter text here]  (total possible performance pay cost)	[Enter text here]
Other	[Enter text here]	$[Enter text here]  (performance pay) + $ [Enter text here]  (applicable benefits – TRA/FICA);	all multiplied by [Enter text here]  (the number of teachers)	= $ [Enter text here]  (total possible performance pay cost)	[Enter text here]

Other Program Expenditures:
Purpose	Accounting Calculation	Expenditure Subtotal
Optional: Hiring Bonuses	[Enter text here] 	[Enter text here] 
Optional: Education Incentives	[Enter text here] 	[Enter text here] 
Optional: Grow Your Own New Teacher Initiative	[Enter text here] 	[Enter text here] 
[Enter text here]	[Enter text here] 	[Enter text here] 



Revenues:
Revenue Source	Calculation of Revenue Amount	Revenue Subtotal
Q Comp funding	District amount: between $169 (no levy) and $260 ($169 with $91 full levy) times the number of students enrolled the prior year on October 1= $[Enter text here] /per student	Charter amount: estimate $240 (amount can change depending on the average of all levies) times the number of students enrolled the prior year on October 1=$[Enter text here] /per student	Intermediate/Cooperative amount: $3,000 per teacher employed the prior year on October 1=$[Enter text here] /per teacher	[Enter text here]
Staff Development funding	[Enter text here] 	[Enter text here] 
Federal funding	[Enter text here] 	[Enter text here] 
Other funding source	[Enter text here] 	[Enter text here] 

* At least one supporting revenue source must be identified in the budget.
** All compensation must be calculated for all teachers to earn the full amount.


Q Comp Site Goal Update Form
General Information: This form is to be used by all implementing schools as a means of updating the annual schoolwide (site) goal as outlined in Minnesota Statutes, section 122A.414, subdivision 3(a). Please complete all sections of this form—one form per school site. 
Please copy and paste the template below as needed so that the complete form is submitted for each site listed in Step 5 under Core Component: Job-embedded Professional Development. 
[Template Begins]
COMPLETE ONE FORM PER SCHOOL SITE
School Site Name: [Enter text here]
Please supply information where indicated (Steps 4, 5, and 6):
As part of the World’s Best Workforce Plan, districts/charter schools are required to create strategies to meet goals in the following areas:
· Graduation Rate
· Career and College Ready
· School Readiness
· Read Well by Third Grade
· Achievement Gap Closure
In order for students to be successful, goals should be aligned across classrooms, learning teams, school sites, the district and the state. As each school site develops their goal(s) for Q Comp, they should keep in mind the goals established by the district and state.
Step 1: Review existing district goals, including supporting district and state data as well as other plans (e.g., Title I, staff development).
Step 2: Review schoolwide results for all state accountability tests (MCA and MTAS) for All Students in reading, mathematics and science as well as other schoolwide standardized academic achievement tests.
Step 3: Based on the data review, determine the academic content area focus and select a standardized assessment for the content identified.
Step 4: Identify a measure of achievement defined by the standardized assessment and collect trend data. (If there is more than one goal for the site, please copy and complete this step for each goal.)
Trend data must match all information identified in the SMART goal in Step 5. MCA data must include all state accountability tests (MCA and MTAS).
Identify the standardized assessment in the SMART goal: [Enter text here]
Identify the academic content area assessed:
[bookmark: Check2][bookmark: Check3]	|_|Reading	|_|Mathematics	|_|Science 	|_|Other: [Enter text here]
Identify assessed grades in the SMART goal: [Enter text here]
School Trend Data
Note: All percentages must be calculated to at least one decimal place.
	School Year
	Assessment Result

	2015-16
	Enter text here

	2016-17
	Enter text here

	2017-18
	Enter text here
Starting Value


If you are using a goal for reducing the achievement gap, as outlined in Step 5, please add data showing proficiency trend data for the two student groups. Adjust the table accordingly by adding columns, or copying and adding another table.
Step 5: Write a schoolwide SMART goal. 
[Enter text here]
One of the following four example templates may assist in writing the schoolwide goal.
All State Accountability Tests (MCA and MTAS)
The percentage of all students enrolled in grades #-# at SCHOOL NAME for at least half a school year who are proficient on the ACADEMIC CONTENT AREA tests (MCA and MTAS) will increase from ##.#% in 2018 to ##.#% in 2019.
NWEA RIT Growth Projection
The percentage of all students in grades #-# at SCHOOL NAME who meet or exceed their fall to spring individual RIT Growth Projection on the NWEA MAP in ACADEMIC CONTENT AREA will increase from ##.#% in spring 2018 to ##.#% in spring 2019.
Other Standardized Assessment
The percentage of all students in grades #-# at SCHOOL NAME who meet or exceed VALID MEASURE on the STANDARDIZED ASSESSMENT in ACADEMIC CONTENT AREA will increase from ##.#% in 2018 to ##.#% in 2019.
Goal for Reducing the Achievement Gap
The proficiency gap between the HIGHER ACHIEVING STUDENT GROUP and the LOWER ACHIEVING STUDENT GROUP enrolled in grades #-# at SCHOOL NAME for at least half a school year on the ACADEMIC CONTENT AREA tests (MCA and MTAS) will decrease from ##.#% in 2018 to ##.#% in 2019 by increasing the proficiency rate of the groups as follows: 
A. HIGHER ACHIEVING STUDENT GROUP students from ##.#% in 2018 to ##.#% in 2019 and 
B. LOWER ACHIEVING STUDENT GROUP students from ##.#% in 2018 to ##.#% in 2019. (Note: The increase here needs to be greater than the increase for the higher achieving student group.)
 [Template Ends] 
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