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Purpose:  Establishes Learning Leader Evaluation Process  

 

In order to develop, improve, and support Learning Leaders in implementing effective teaching practices in their 

quest to improve student learning and success, Riverway Learning Community has developed a system of 

teacher evaluation and review. This system includes a Job Description, a Staff Competencies Rubric covering the 

areas of Work with Students, Work with Parents, Work with Staff, Personal Growth, General Responsibilities, 

and Student Assessment (themselves fulfilling the domains of Planning, Environment, Instruction, and 

Professionalism), and a professional development component.  The process, overseen and carried out by the 

Director, is an annual system during which all employees will be formally evaluated by administration and 

therefore does not include the peer review component required for three year evaluative cycles.  

Timeline 

 

The Learning Leader Evaluation Process is a yearly process that incorporates the following components:  

 

● Initial Meeting:  This meeting, which will take place within the first two weeks of school for returning 

Learning Leaders and before classes begin for new employees, will consist of two components.  First 

there will be a presentation of work related material including a Job Description, the Staff Handbook, 

collective staff agreements, and the Staff Competencies Rubric which will be used for the end of year 

review.  Second, a Professional Development Plan will be presented, to be completed and returned to 

the Director at an agreed upon time. Discussion will revolve around expectations, evaluation criteria, 

and professional development requirements and expectations. 

● Mid-year Check-in Meeting: Prior to the end of  the second trimester, the Director will conduct a formal 

observation of Learning Leaders. This shall include a pre-observation meeting in which the Director 

shares the observation form that will be used as well as provides an opportunity for Learning Leaders to 

ask for specific things to be observed. After the formal observation occurs, the Director will meet with 

the Learning Leader to discuss the observation.  This meeting will also consist of a formative review of 

job responsibilities, expectations, and performance, as well as follow up on professional development 

progress.  At this time, any modifications in job expectations will be discussed as will any corrective 

action that is expected along with the kind of support that can be offered. 

● End of Year Meeting: This meeting, which will take place during the last several weeks of school, will 

consist of a summative review and will be primarily based on Staff Competencies Rubric provided at the 

Initial Meeting.  

● Periodic: When an employee’s behavior or work is not adhering to institutional expectations, a meeting 

will be held to discuss concerns, expectations, and available support. 

 

Use of Longitudinal Data 



As part of Riverway’s Contractual agreement with its Authorizer, the Osprey Wilds, assessment goals are 

established for each school year for, among others, both the MCA and the NWEA.  These goals generally 

increase each year and thus, reflect an upward trend in expected student outcomes.  As such, when Learning 

Leaders are assessed based on these scores, the assessment inherently takes into account a longitudinal 

element.  

Professional Development 

Riverway Learning Community has a dual track professional development program, the first being self-identified 

and the second being institutional.  In addition, Learning Leaders are required to make 2 peer observations per 

year.  These observations serve the dual purpose of exposure to other teaching styles and providing the 

opportunity for peer feedback.  

● Self-identified:  At the Initial Meeting, a Professional Development Template will be provided on which 

3 Professional Goals will be outlined.  One of the goals will be elaborated upon and progress toward 

completion tracked at subsequent meetings.  This goal must be directly related to any area of 

improvement identified through previous reviews.  To meet identified development expectations, each 

Learning Leader receives a yearly stipend that is to be used in the fulfilment of self-identified goals. 

● Institutional: At the end of each academic year, the Riverway Administration will assess the annual 

reviews of each employee and, in aggregate, use the information to identify areas of development that 

could benefit the entire community.  Professional development plans are made for the following year 

to specifically address those identified needs.  

● Analysis: Show efficacy of development  

“At-Will Employment” and Probation 

Under Minnesota’s General Employment Law- chapter 181, Employee’s employment with Employer is “at-will.” 

“At-will” is defined as allowing either Employee or Employer to terminate the employment agreement at any 

time, for any reason permitted by law, with or without cause, and with or without notice.  With this in mind, the 

Director has the authority to terminate an employee without a probation period.  With that in mind, this policy 

allows the Director to use a probationary period before termination, but does not require them to. 

A Learning Leader that is not meeting professional teaching standards by performing at unacceptable levels in 

any given area of assessment may be placed on Probation at any time and for the length of time required to 

adequately address the issue.  At the onset of the probationary period, a document will be provided to the 

Learning Leader that clearly identifies goals and includes a related timeline.  While on Probation, employees will 

be expected to engage in Coaching or Mentoring sessions with an individual as determined by the Director 

Portfolio Development 

In response to any administrative action indicating areas of opportunity and/or deficiencies, including probation, 

a Learning Leader may provide a portfolio demonstrating evidence of reflection and professional growth. This 

portfolio must include a Learning Leader’s own performance assessment based on student work samples and 

examples of the Learning Leader’s own work.  



Administrative Coaching and Mentoring 

Administrative support for Learning Leaders is catered to the needs of the individual. The Director will provide 

for coaching or mentoring opportunities, either by direct request, through inadequate job performance, or when 

the Director deems necessary.  Coaching will be provided by the Director or by a peer with experience in the 

area in need of support.  Coaching opportunities will be provided during pre-established collaborative/planning 

times or before/after school hours.  

Peer Observation 

Learning Leaders will be required to observe two other Learning Leaders during the year, one in secondary and 

one in primary.  The goal of these observations is to expose Learning Leaders to other teaching styles, help them 

develop a greater understanding of institutional continuity, and may include an opportunity to provide feedback 

or otherwise engage in a dialogue related to the observation.  Feedback, if it is given, will not be used as part of 

the review process.  

Planning, Collaboration, and Peer Coaching 

Learning Leaders have open blocks each day during which they may plan and/or collaborate according to need. 

Collaboration should include, but is not limited to, multi-level and interdisciplinary colleagues. This time is also 

used when peer coaching is adopted to focus on teacher improvement.  

Professional Learning Community 

Riverway Learning Community is a Professional Learning Community.  Collectively and individually, Learning 

Leaders analyze and reflect upon three main components: 1) What students should know based on State 

Standards, Authorizer Goals, Curriculum, and Internal Values; 2) How we know if the students are meeting 

expectations through standardized exams, curricular assessment, and anecdotal observation; and 3) What we do 

when student are not meeting expectations with intervention, remediation, and Special Education.  

 


