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Please select the TLC model number that most closely resembles your district plan.

TLC Model Number  Model 3  Comparable Plan 

 

 Narrative

Abstract/Executive Summary - Please provide a brief overview of the school district's proposed TLC plan. This

summary should highlight your vision and goals and describe how the primary components of the plan connect to

one another. (5,000 characters maximum)





The Bedford Community School District is a small, rural district in southwest Iowa comprised of

approximately 494 PK-12 students. BCSD has engaged in a long-term planning process to develop a

Teacher Leadership & Compensation plan for greater student achievement.  Our goal is to create a system

of teacher leadership that will help drive and improve all of our academic and instructional goals.  The

Bedford Community School District has a long-standing tradition of teacher and administration shared

leadership and many years of professional learning committee horizontal and vertical collaboration.

 Unfortunately, creating a sustainable system to effectively engage and encourage teacher leaders able to

support our principals in improving all instruction as we continued to address all other areas of public

education has been difficult.  The support provided by the State of Iowa for the planning process has

allowed us to create with our stakeholders a customized plan to support all academic and instructional

goals from within through better use of our teacher expertise and experience.  This process has also

allowed us to create a customized and more effective approach to attracting and integrating new teachers

into our district.

To assist in building this system, the BCSD’s TLC Committee chose to follow the Model 3 style TLC plan

and for professional development, selected the National Institute for Excellence in Teaching or NIET’s

TAP: The System for Teacher and Student Advancement.  The TAP system provides a school improvement

model based on teacher leadership components and multiple opportunities for teacher collaboration. TAP,

based on 22 effective teaching strategies, uses teacher leaders to develop a strong professional

development plan for its schools.

Two Instructional Coaches and eight Mentor Teachers (approximately one-fourth of the teachers in the

district) will lead weekly cluster group meetings for the development of strong teaching strategies. Initial

teachers, (teachers new to the district), work with Instructional Coaches or Mentor Teachers who observe

them and provide feedback, along with multiple opportunities for co-teaching and collaboration. Initial

teachers spend time observing experienced teaching in the Model Teacher’s classroom. Career Teachers,

(teachers in the district with three or more years experience, but not committed as a teacher leader), work

cooperatively with other teachers in the cluster group meetings to develop stronger teaching strategies

across curriculum and throughout the district. Much time will be given for collaboration as a team, to work

towards, practice, and attain more effective teaching strategies and thus, the goal of attaining greater

student achievement.

Ongoing, focused professional development is a component of TAP, and BCSD’s teacher leaders will lead

this part of the plan using the Iowa Professional Development Model during weekly cluster meetings and

Professional Development days. PD will focus on aligning curriculum to the Iowa CORE, and the study and

practice the 22 aligned teaching strategies provided in TAP training. The teacher leaders, working

alongside administration, the TLC team, and BCSD teaching staff will look at current student achievement

data (formal and informal) to determine student needs. From these determinations, data-focused decision-

making and curriculum planning will occur. A focus for weekly cluster groups will also be made. Peer

observations will occur in the classrooms and teachers will have time for instructional collaboration. Over

time, strong teaching strategies will become refined and improved. Both short and long-term measures of

effectiveness will be collected to determine program results.

Just as it takes a village to raise a child, it takes all staff working together to effectively lead a school. The

BCSD is fully embracing a team approach. Instead of administrators planning professional development,

we will now have a team of teacher leaders along with administrators taking an active role in planning and

implementing quality PD.  BCSD not only wants to retain effective teachers and attract promising new

teachers, but we also want to promote collaboration, reward professional growth, increase leadership

opportunities, and improve student achievement by strengthening our instruction.



A rigorous selection system will be used to choose teacher leaders, with nominations/applications,

interviews, peer reviews and an annual evaluation of the overall program occurring by the BCSD

Leadership Team each spring.

Please select the TLC model number that most closely resembles your district plan.

TLC Model Number  Model 3  Comparable Plan 

 

 Narrative

Using Part 1 application narrative from previous application?  No 

Part 1 - Describe the planning process used by the district to develop your TLC plan. (5,000 characters maximum)

 Please include the following information in your narrative:

a) A description of how the planning grant, if available, and the planning time was used to develop a high-quality plan.

b) A description of how each stakeholder group (teachers, administrators, and parents) engaged in the process and contributed to

the development of the plan.

c) A description of the support for and commitment to the plan from each stakeholder group (teachers, administrators, and parents

who are not a member of another stakeholder group).



The Bedford Community School District used the planning grant over the last year to research and create a specialized plan to create

a teacher leadership system designed specifically for our small, rural southwest Iowa school.  Our planning grant process received

input from the superintendent, secondary and elementary principals, high school, middle school and elementary teachers, school

board members, the Bedford Community Education Association (BCEA) president and chief negotiator, a community business leader

and secondary parent, another secondary parent (non-teacher) and a high school student.  These stakeholders representing the

School Improvement Advisory Committee provided feedback and created broad support for our plan from a large range of groups

and individuals in the Bedford community.

Our goal is to create a system of teacher leadership that will help drive and improve all of our academic and instructional goals.

 While the Bedford Community School District has a long-standing tradition of teacher and administration shared leadership and

many years of professional learning committee horizontal and vertical collaboration, creating a system to effectively engage and

encourage teacher leaders able to support principals in developing a system to improve all instruction as we continued to address all

other areas of public education has been difficult.  The support provided by the State of Iowa for the planning process has allowed us

to create with our stakeholders a customized plan to support all academic and instructional goals from within through better use of

our teacher expertise and experience.  This process has also allowed us to create a customized and more effective approach to

attracting and integrating new teachers into our district.

At the beginning of the 2014-15 school year the administration, District Lead Team and building lead teams began discussing and

researching the possibility of creating a Teacher Leadership Compensation (TLC) system.  Our research brought us information

about other schools that were implementing such a system, and the use of National Institute for Excellence in Teaching or NIET’s

TAP: The System for Teacher and Student Advancement.  Additional research made it clear that we needed to see such a system in

action.  In April 2015 groups of secondary and elementary teachers and administration visited the East Union Community School

District.  While there we were able to see and discuss their TLC system and their use of TAP to improve instruction.

In June 2015 a TLC Committee was formed consisting of high school, middle school and elementary teachers (including the BCEA

President and Chief Negotiator) and building principals.  Being paid through the TLC Planning Grant, his committee evaluated the

information gained from the East Union visits, TLC grants from other schools, discussions with Wayne Community School District,

information on the TAP system from NIET, Iowa Testing proficiency results, and School Improvement Advisory Committee

recommendations and began formulating a customized system for the Bedford Community School District.  On July 1, 2015 the

School Improvement Advisory Committee (SIAC) learned about the TLC grant, gave input on plan development, implementation, and

role responsibilities, and supported the TLC Committee to continue writing the grant.  On September 10 the elementary principal and

one teacher represented BCSD at a TLC Grant Peer Review Workshop held by Green Hills AEA.  After those recommendations were

added to the grant application, the TLC Committee met again with the SIAC to make final recommendations and changes to the grant

application.  Finally, the TLC grant was approved by both the school Board of Directors and the Bedford Community Education

Association.

While in general our Iowa Assessment scores have been improving, we are not completely compliant with N.C.L.B.  In reading our 3-5

students missed our AYP goal for All Students and the White subgroup.  Our 6-8 students met the AYP goal only through Safe

Harbor.  The 11th-grade students met their AYP reading goal.  In math, our 3-5 students met the AYP goal only through Safe Harbor.

 Our 6-8 students met the AYP goal only through Safe Harbor for All Students, but missed AYP for the low SES subgroup.  The 11th-

grade students met their AYP math goal.  Our intent is to improve instruction and student assessment performance through our new

TLC system.

 

 Narrative

Using Part 2 application narrative from previous submission?  No 

Part 2 - Describe the vision and goals your school district hopes to achieve through the implementation of the TLC

plan. In your description, please explain the local context (including relevant student achievement data and existing

goals) and how the plan will be tailored to that context while also working toward the statewide goals of the system.

(5,000 characters maximum)

State Goals:

 -attract able/promising new teachers;

 -retain effective teachers;

 -promote collaboration among teachers;

 -reward professional growth and effective teaching; and

 -improve student achievement.



The Bedford Community School District’s vision is to be a community-centered district that develops students who are successful

citizens through their skills, knowledge and character.  Our mission is to provide each student a quality education through programs,

opportunities and experiences to become productive citizens and lifelong learners.  To fulfill this, we plan to build a more effective

system to support great instruction through teacher leadership.  We envision teachers working collaboratively to analyze student

needs, to understand individual teacher’s practices and to design professional development that addresses both teacher and student

needs.  We plan to use teacher leaders to not only help individual teachers to improve, but to foster improved teaching across the

entire faculty.  We also want to provide an opportunity for the most senior teachers to take on leadership roles that enable them to

remain connected to classrooms and students, ultimately helping to improve student learning and performance.  Through a

challenging, but supportive learning environment for teachers, providing opportunities for individual growth and additional

leadership opportunities in the future, we will be able to retain and attract promising new teachers.  Our goal is to use the TLC

funding to build expertise within our faculty, and to use our own in-house experts to provide support to their colleagues.

Our goals for the TLC system are directly connected to our needs.

New Teachers:  Ours is a veteran staff. 87.5% of our teachers have 10 or more years of teaching experience, with no teachers

currently receiving mentoring.  We will soon see considerable teacher-turnover.  We need to be prepared to provide significant

support for new teachers through individual coaching, as well as weekly professional development led by teacher leaders.

 Professional collaboration with colleagues will help to attract promising new teachers and to keep them in our district over time.

•

Existing teachers:  We want our teachers to be lifelong learners by providing opportunities to improve their skills and address areas

of student need.  Using teacher leaders, we will hold weekly professional development with colleagues, focusing on specific student

strategies targeting areas of need.

•

Professional development led by our own teacher leaders will enable teachers to reinforce key strategies across content areas.  By

focusing on instructional strategies and excellent teaching, our teachers will focus on our key school goals and will work together

toward those goals.

Despite our efforts to implement the Iowa Core, student achievement is not at the 100 percent proficiency mark in all grade levels in

reading, math and science as identified by No Child Left Behind (NCLB) and our own district goals.  The TLC plan will provide the

necessary ongoing instructional support, accountability and infrastructure that will produce student achievement growth to enable

us to move toward proficiency more rapidly.

Our plan meets the following goals:

Attract able and promising new teachers by offering competitive starting salaries and offering short and long-term professional

development and leadership opportunities.

•

Retain effective teachers by providing enhanced career opportunities.•

Promote collaboration by developing and supporting opportunities for teachers in school districts to learn from each other.•

Reward professional growth and effective teaching with pathways for career opportunities with increased leadership responsibilities

and compensation.

•

Improve student achievement by strengthening instruction.•

Increased career/leadership opportunities for staff include Instructional Coaches and Mentor Teachers. These roles will support

weekly professional development aimed at strengthening instruction and increased student achievement. Professional development

efforts will be offered in a collaborative group structure with ongoing support built into the plan.

Roles, responsibilities and interconnectedness of teacher leader positions:

Instructional Coaches must have expert curricular knowledge, outstanding instructional skills and the ability to work effectively with

other adults. They will be fully released from the classroom and spend their time serving, supporting and assisting teachers to

improve content knowledge and pedagogy. This may include team-teaching, modeling, coaching, providing feedback and

conducting observations and post-conferences. They will provide a system of professional development that is job-embedded,

collaborative and student-centered. Weekly professional development for one or more hours will focus on instructional practices as

determined by student data. All teachers will have follow-up support to put new learning into practice. Instructional Coaches will

support through theory, modeling, co-planning/teaching, reflection, observation, feedback and data analysis. They will also support

teachers through individual coaching and classroom support to address instructional issues.

•

Mentor Teachers must have expert curricular knowledge, outstanding instructional skills and the ability to work effectively with

other adults. They will spend prep time supporting teachers within their cluster group. This will include team teaching, modeling, co-

planning, coaching and providing feedback, conducting observations and post-conferences. They will support Instructional

Coaches, and be leaders in their cluster groups. Mentor teachers will also implement our Peer Review system for teachers not being

formally evaluated on a given year.

•

Weekly Team Planning: The Principals, Instructional Coaches and Mentor Teachers will collaborate weekly to:•

Develop and monitor progress toward student achievement goals•

Plan and monitor effective cluster training for teacher proficiency and student achievement•

Plan and implement an evaluation and post-conference schedule•



Using Part 3 application narrative from previous submission?  No 

Part 3 - Describe how the TLC plan will connect to, support and strengthen the districts key school improvement

structures, processes, and initiatives such as MTSS, Early Literacy Initiative (ELI), and/or Iowa Core implementation.

(5,000 characters maximum)



The goals of the district’s TLC plan align to the goals of the state, and will be supported through our partnership with NIET’s Best

Practices Center.   

Current District Initiative: Objective of Initiative:
How does the TLC plan connect to,

support or strengthen the initiative?

Effective Strategies for Teaching

and Learning

Improve instructional and classroom

management skills to increase

student learning

We will use the NIET Teaching Standards

or “rubrics” as the foundation of our focus

on continual improvement.  Based on the

work of Rowley (1999) and various teacher

accountability systems, it closely aligned

to the five characteristics of effective

instruction within the Iowa Core.

The 26 indicators in the NIET Teaching

Standards focus on four key elements that

will be evaluated during classroom

observations by teacher leaders:

Instruction, Learning Environment,

Designing Instruction and Teacher

Responsibilities.

To measure teaching skills, knowledge,

and responsibilities, the rubric defines 26

indicators of effective instruction and

determines how they are demonstrated at

different levels of performance.

Principals and teacher leaders will be

trained and certified by NIET national staff

before training, implementing or observing

using the rubric’s components.

All teachers will receive instruction on

each skill through weekly cluster groups

and continuous follow-up support. The

rubric will be revisited the first eight weeks

of each new school year for all staff during

cluster group training as well as in new

employee training.



Iowa Core Implementation

Support teachers in their understanding

and implementation of the Iowa Core

academic standards to increase student

learning in all areas.

Improving the quality of teacher instruction

has a direct correlation to raising student

achievement. (Marzano, 2011)

The Teaching Skills, Knowledge and

Responsibilities Performance Standards,

closely aligned to the Iowa Core will be the

focus of instruction in weekly cluster

group meetings led by Instructional

Coaches and Mentor Teachers with

continuous follow-up support until

evidence from teacher observations

demonstrate competency and consistency

of implementation.

Intense focus within weekly cluster group

meetings, thru examination of student

data, engagement in collaborative planning

and learning instructional strategies that

have been field-tested in our schools, will

ensure the district’s systemic capacity to

meet the intentions of the Iowa Core and

increased student learning.  In addition,

follow-up support and professional

development continues into each

classroom as Instructional Coaches model

lessons, observe classroom instruction,

and support other teachers to improve

their teaching in all areas.

Rigorous and Relevant Curriculum

Increase learning opportunities

for students to reach the upper levels of

Bloom’s Taxonomy

The NIET rubric includes 6 standards

aimed at increasing higher order thinking

skills. This will directly impact the level

of rigor observed in classrooms.

Professional Learning Communities

Collaborate with subject/grade level

colleagues regarding student data and

implications for instruction.

The district’s TLC plan supports and

enhances previous PLC work by providing

 time within the contract day for

effective collaborative groups to engage in

the critical work of PLCs.

Instructional Coaches and Mentor

Teachers will assist in examining collected

data and identify areas in need of

refinement.

Cluster group meetings, led by

Instructional Coaches and Mentor

Teachers, will help PLCs to better meet the

needs of students by implementing

research-based, field-tested lessons that

are proven to produce positive results.



Iowa Professional Development Model

Determine effectiveness of PD by

reviewing and adjusting instruction that

results in improved instructional practices

and increased student achievement

Under the district’s TLC plan weekly

Cluster Meetings  will follow an agenda

with one or more of the following

responsibilities as a focus:

1. Analyze student needs.

2. Set student achievement and teacher

growth goals.

3. Select instructional content.

4. Design professional development.

5. Deliver professional development

    5a: Provide training opportunities

    5b: Support implementation in

classrooms

    5c. Ongoing data collection to inform

training needs

6. Evaluate results.

Building Leadership Team meetings

(principals, instructional coaches, and

mentor teachers) will be held monthly and

will follow the same criteria for

professional development.

Using Part 4 application narrative from previous submission?  No 

Part 4 - Describe how the TLC plan will utilize teacher leaders and the additional funding to improve entry into the

teaching profession for new teachers. Include in your response an analysis of the effectiveness of the current

induction and mentoring program and the evidence you used to make this determination, areas of improvement

needed in the current program and how your TLC plan will address these gaps. (5,000 characters maximum)



Current Induction and Mentoring Program:

With the current teaching staff at Bedford Community School District, we have not needed a mentoring and induction program for

many years. In the past, we have participated in the Green Hills AEA program.  The program was generic, and much of it was not

applicable to teaching at BCSD.  The TLC grant will provide us with the time and resources to create a customized mentoring and

induction program.  

Our plan provides higher levels of individualized support through weekly professional support and individualized coaching through

interaction with the Instructional Coaches and Mentor Teachers.  The support from expert teachers in the new teacher’s classroom

will mean that students have the benefit of a more expert teacher on a regular basis, even if they are not the teacher of record.  

New faculty will be part of a collegial system of support, working toward well-defined goals.  They will have the opportunity to take on

leadership roles, providing a motivation for them to remain in our district, and will better understand the connection between their

own practice and their students’ achievement.

Our plan address three deficiencies in induction programs noted in research: 1) a lack of ongoing training or compensation for

training, 2) limited or no release time to observe high quality teaching in other classrooms or to engage in instructional focused

collaboration, and 3) a lack of identified experts within the district to provide intensive support to new teachers. The district’s TLC

system, with support from NIET, will address these gaps for the purposes of improving the entry of new teachers into the profession.

 

Our current retention rate is approximately 98%, but as our teacher pool changes in the future, we want to retain those new teachers.

 The intent of this plan is to improve the retention rate by providing teacher support, high-quality professional development and

career pathways that provide opportunities for advancement and additional compensation. As less-experienced teachers enter our

staff, they will be supported by observing and being observed by the Instructional Coaches and Mentor Teachers and encouraged to

stay.

Ongoing Professional Development and Compensation:

New teachers will receive substantial and intensive training. This training will provide new teachers with a deeper understanding of

their practice and content knowledge, and a systems approach to analyzing and reflecting on their practice. New teachers will

understand the power of professional collaboration and the importance of knowing their students.  These standards define

expectations for quality classroom instruction accompanied with a rubric and support from Instructional Coaches and Mentor

Teachers.  Each teacher will also receive weekly follow-up support from Instructional Coaches or Mentor Teachers to help implement

new learning, and will also receive individual support that is specific to their needs and student data.

Funding for Release Time:

Instructional Coach release time is available for demonstration or model lessons, peer review, observation of teachers, team

teaching, planning professional development, and to help create the academic achievement plan for the school.

Mentor Teachers serve as a liaison between the Instructional Coaches and career teachers to ensure all teachers are receiving the

support necessary to improve their instruction and increase student achievement.  Instructional Coaches and Mentor Teachers will

provide release time to initial teachers to observe mentor teachers and collaborate with their mentors. Mentor teachers will also be

responsible for implementing the Peer Review system for career teachers. Mentor Teacher release time is available for coaching and

modeling for their mentees, observations and peer review.

Funding from the BCSD’s TLC system and professional development funds will ensure all Instructional Coaches, Mentor Teachers,

and principals attend an extensive core training before initial implementation. This initial core training includes an overview of

leadership team protocols, effective cluster group training and research-based field-testing procedures.

Identified Experts within the District:  The BCSD’s TLC system emphasizes experts in the district by identifying them as Instructional

Coaches and Mentor Teachers.   In order to retain new teachers, they must gain confidence in their practice, choose to continue

teaching as a career and view their profession as one that offers opportunities for advancement. To support this goal, it is critical for

these new teachers to have access to highly qualified and experienced teachers to support them in the development of teaching

techniques and pedagogy. The TLC plan improves teacher induction by providing intensive support, formative peer review,

scheduled time for beginning teachers and mentors to work together, and increased relevant opportunities to go deeper into the Iowa

Teaching Standards.

New teachers will be part of the data team process with teacher leaders and will study, practice and reflect upon professional

responsibilities, lesson plan development, and instruction. This TLC plan also includes scheduled release time for initial teachers to

observe, collaborate and reflect on effective instructional practices. The TLC system creates a powerful, self-sustaining approach to

building leadership and expertise within the District. Teacher leaders can help new teachers take an active role in their continuous

improvement and put emphasis on student achievement. In addition, career teachers see there is an opportunity to grow and

advance in the teaching profession as a Teacher Leader.  This proposal advances the recruitment and retention efforts of the district

to hire and maintain high-quality teachers.

 



 Narrative

Using Part 5 application narrative from previous submission?  No 

Part 5 - Describe each of the proposed teacher leadership roles in your plan. (10,000 characters maximum)

 Please include the following information in your narrative:

a) A description of the responsibilities and duties for each new leadership role as well as the percentage of time each role will spend

engaged in student instruction and the percentage of time each role will spend performing teacher leader duties.

b) A description of how each of the new roles fit together, as well as with any existing teacher leadership roles, to create a coherent

instructional improvement strategy that will strengthen instruction and improve student learning and student achievement

throughout the district.



PART A: Clearly differentiated teacher leader roles

We will partner with the National Institute for Excellence in Teaching (NIET) to create teacher leader roles and a system of support to

ensure that teacher leaders have the time, authority and resources to provide effective support.  Equally important, we will create

structures and a district culture around the concept that teacher leaders are a key part of our work, and the support they provide is

fully supported by the district. Our plan allows teachers to pursue a variety of positions throughout their careers depending upon

their interests, abilities, and accomplishments. As teachers move into leadership positions, their qualifications, roles, and

responsibilities increase along with their compensation. This allows effective teachers to advance professionally without the need to

move into administrative roles. It also creates expert teacher leaders within each building to provide support to other teachers.  The

weekly professional development cluster group meetings provide a vehicle to ensure that every teacher benefits from the support of

teacher leaders in a group, in addition to an individual, setting.

Instructional Coaches:

Two Instructional Coaches (one elementary and one secondary) are selected through a competitive, rigorous, performance-based

selection process. They must have strong curricular knowledge, outstanding instructional skills and the ability to work effectively

with other adults. They will take on additional responsibility and authority, and they will spend more time on the job than the average

classroom teacher. Instructional Coaches are held to a higher performance standard (expected average observation rubric score of

4.0+/5.0) than other teachers in their school and will be compensated with an $10,000 stipend with 8 extra contracted days (included

in stipend).

Instructional Coaches will be fully released from the classroom (100 percent) and spend their time meeting the needs of the teachers

within the building. This will include team teaching, conducting classroom demonstration lessons, coaching, giving regular feedback

on specific teaching and learning innovations and conducting observations and post-conferences. An important job focus will also

be planning and implementing cluster group training/professional development. Instructional Coaches will provide teachers with a

system of professional development that is ongoing, job-embedded, collaborative and student-centered. Instructional Coaches will

lead multiple one-hour cluster group meetings of five to eight teachers on a weekly basis. Cluster groups will meet in groups for

professional development that is focused on instructional practices as determined by student data. All teachers will be provided

follow-up support to put new learning into practice and provide opportunities for accountability. The Instructional Coach will offer

support through modeling, co-planning, co-teaching, reflection and/or observation and feedback, as well as substituting for Mentor

Teachers and Career Teachers during their team teaching and modeling. The Instructional Coach will provide opportunities for

professional growth through individual coaching and classroom-based support based on instructional issues that specific teachers

face with specific students.  Also, the Instructional Coach will also coordinate the Mentoring and Induction plan implemented by the

Mentor Teachers.

Their duties can be divided into seven main areas:

1) Leadership Team Participation: Participate in analyzing data and setting school goals.  Monitor goal setting, activities, classroom

follow-up and goal attainment for cluster groups and individual teachers’ growth plans.

2) Research: Locate research-based strategies that will support student achievement in the identified areas of student need as

revealed from the analysis of school/classroom data.

3) Cluster Group Planning and Implementation: Jointly develop, with Mentor teachers, weekly cluster group agendas and activities.

Lead and attend cluster group meetings weekly. Assess all cluster group progress toward goals utilizing student data.

4) Individual Growth Plan Management: Assist teachers in developing goals and check progress toward goals. Provide training,

resources and support for meeting goals.

5) Observations and Conferencing: Conduct classroom observations and conferences.

6) Classroom Follow-up: Provide support to career teachers as it relates to cluster groups and individual growth plan learning. This

includes observations and feedback, model teaching, and team teaching.

7) Coordination of the Mentoring and Induction plan implemented by the Mentor Teachers.

Mentor Teachers:

Eight Mentor teachers (four elementary and four secondary) are selected through a competitive, rigorous, performance-based

selection process. They must have strong curricular knowledge, outstanding instructional skills and the ability to work effectively

with other adults. They will take on additional responsibility and authority, and they will spend more time on the job than the typical

classroom teacher. Mentor teachers are held to a higher performance standard than other teachers in their school (expected average

observation rubric score 3.5+/5.0) and will be compensated with a $3500 stipend with 5 extra contracted days (included in stipend).

Mentor teachers will be full-time teachers; however they will have 42 minutes of daily planning time that can be used for meetings or

preparation.  The stipend compensates them for their additional days of training and the additional hours spent during non-contract

time. Mentor teachers will be tasked with implementing the Mentoring and Induction plan along with enhancing and supporting the

career teachers’ teaching experience. With oversight and support from the Instructional Coach, they may co-lead cluster meetings

and, as a result, Mentor Teachers provide classroom-based follow-up and feedback on career teachers’ instructional practices. With

the input and guidance of the Instructional Coach, Mentor Teachers plan for instruction in partnership with other Mentor Teachers

and career teachers. Mentor teachers also engage in self- and team-directed professional development activities. Mentor teachers

have many of the same responsibilities as Instructional Coaches, but the quantity and frequency of those responsibilities are



lessened due to classroom responsibilities. Mentor teachers will also implement our Peer Review system for teachers not being

evaluated on a given year.

A summary of the Mentor teacher’s duties include:

1)  Mentoring and Induction Plan: Provide support and mentoring to new teachers by implementing the Mentoring and Induction plan.

2) Leadership Team Participation: Participate in analyzing data and school goal setting.  Monitor goal setting, activities, classroom

follow-up and goal attainment for cluster groups and individual growth plans. Assess teacher observation results and maintain inter-

rater reliability.

3) Cluster Group Planning and Implementation: Jointly develop, with Instructional Coaches, weekly cluster group agendas and

activities, co-lead weekly cluster group meetings and maintain cluster group records.

4) Individual Growth Plan Support: Provide material resources, ideas and suggestions for achieving individual growth plan goals.

5) Observations and Conferencing: Conduct classroom observations and conferences, including Peer Review observations for

Career teachers not being evaluated by the principal.

6) Coaching: Regularly work with career teachers to provide follow-up coaching related to cluster group learning or individual

teaching skills.

7) Team Teaching and Planning: Model or team-teach in an area of expertise as called for by cluster group goals or individual teacher

goals. (Instructional Coaches and Mentor Teachers will provide release time to initial teachers to observe mentor teachers and

collaborate with their mentors.)

Weekly Teacher Leadership Team Planning Meetings: The Principals, Instructional Coaches, and Mentor Teachers meet on a weekly

basis to develop, monitor and assess the progress of the TLC goals and improvement plan. As such, they will also oversee all

activities aimed at meeting these goals.

This team’s main responsibilities are outlined below:

1) Develop and monitor progress toward meeting school plan goals leading to increased student achievement.

2) Plan for and monitor effective cluster group operations that directly lead to increased teacher proficiency and student achievement

in specific areas of need.

3) Plan and implement an observation schedule (including Peer Review) while continually working to strengthen each team member’s

skill with observing and coaching and use the data to monitor progress.

4) Monitor Individual Growth Plans, how they are supported and movement toward meeting both student achievement and teacher

improvement goals.

Career Teachers:

Career teachers are those teachers who have regular teaching duties (100 percent) per the district contract but are not in a teacher

leadership role as defined by the TLC plan.

Roles and Responsibilities

The BCSD’s TLC Instructional Improvement Strategy strongly resembles the Iowa Professional Development Model and is outlined

below, including how each of the roles fit together to strengthen instruction and improve student learning and achievement

throughout the district.  This structure enables us to make our professional development for teachers more coherent and tied to

student and teacher needs.

Instructional Improvement Strategy:

Roles and Responsibilities

1. Analyze Student Achievement Data; Identify Needs: Principals and Instructional Coaches and Mentor Teachers will analyze data

and identify areas of need.

2. Set Goals: Principals, Instructional Coaches, and Mentor Teachers will set goals for teacher and student learning.

3. Review/Select Instructional Content: Principals and teacher leaders will ensure that instructional content aligns to goals.  

4. Design Professional Development: Principal and teacher leaders will design the school’s annual learning plan for professional

development.

5. Implement Professional Development: Sections 5a, 5b, and 5c are in continuous review/cycle throughout the year as modeled in

the Iowa Professional Development Mode

5a. Training Opportunities: Instructional Coaches, with input from Mentor teachers, prepare and facilitate cluster group training.

5b. Collaboration/Implementation: Instructional Coaches and Mentor Teachers provide implementation support for Career teachers.

5c. Ongoing Data Collection: Instructional Coaches, Mentor, and Career teachers review student work samples/data to inform PD.

6. Evaluate Results: Principal, Instructional Coaches, and Mentor Teachers will analyze data to determine the effectiveness of

professional development plan.



Using Part 6 application narrative from previous submission?  No 

Part 6 - Describe how teacher leaders will be selected. (5,000 characters maximum)

 Please include descriptions of how the district will determine and evaluate the following in selecting teacher leaders:

a) Prior demonstrated measures of effectiveness.

b) Prior demonstrated professional growth.

We have chosen to work with NIET because of their expertise in developing systems that support teacher growth and development,

as well as accurately measure performance using multiple measures.  The people selected to fill leadership roles will be the

determining factor in our efforts to improve instruction across all classrooms.  As a result, we will use a rigorous selection process,

using NIET as an expert resource in structuring this process.  

We will use the skills outlined in the Teacher Leadership Skills Framework (2009) to guide our efforts.  These include, “Specific skill

categories of teacher leaders that will positively impact learning for students in all schools: 1) Working with adult learners, 2)

Communication, 3) Collaboration, 4) Knowledge of content and pedagogy, 5) Systems thinking.” (The Teacher Leadership Skills

Framework, 2009)

 
INSTRUCTIONAL COACHES and MENTOR TEACHERS DESIRED SKILLS:

The TLC Committee established expectations for Instructional Coaches and Mentor Teachers candidates based on the Instructional

Coach and Mentor Teacher job descriptions, above-mentioned research, and the traits necessary for a good fit in the district.

Instructional Coaches and Mentor Teachers are expected to have a record of increased student achievement; excellent

communication skills; an understanding of how to facilitate growth in adults; instructional expertise and collaboration skills.

Instructional Coach Qualifications/Interview Process:

In addition to the desired skills, Instructional Coaches are required to have at least five years of successful teaching as measured by

performance evaluations, including a minimum of one year at BCSD. Teachers who demonstrate these required skills will be able to

apply their skill set to the challenges of teacher leadership, and are likely to be effective based on the history of successful teachers

leaders in schools throughout the nation.

Instructional Coaches will be selected through a performance-based selection process that includes an intensive interview, an

evidenced-based portfolio and teaching a model lesson. The interview committee for Instructional Coaches will consist of the

building principal, two licensed teachers, superintendent and one Board Member.

Over time, the effectiveness and professional growth of Instructional Coaches will be measured in multiple ways.  These include

student learning growth for the teachers they support, as well as schoolwide.  Measurement of their effectiveness in providing PD

through weekly cluster groups and coaching, using the cluster group evaluation rubric.  The cluster observation rubric will enable us

to determine effectiveness periodically during the year. Teacher leader effectiveness will also be measured in part through the

feedback of colleagues they are supporting.  This is included in the responsibilities survey.  

Mentor Teacher Qualifications/Interview Process:

In addition to the outlined desired skills, Mentor teachers are required to have four years of successful teaching as measured by

performance evaluations, including a minimum of one year at BCSD. Teachers who demonstrate these required skills will be able to

apply their skill set to the challenges of teacher leadership, and are likely to be effective based on the history of successful Mentor

Teachers in schools throughout the nation.

Mentor teachers will be chosen through a performance-based selection process that includes an intensive interview, an evidenced

based portfolio highlighting the four “desired skills” and may also include teaching a model lesson. The interview committee for

Mentor Teachers will consist of the building principal, two licensed teachers, the superintendent, and the Instructional Coach.

The effectiveness of mentor teachers will be measured using observations of their practice by colleagues multiple times over the

course of the year, the student learning growth of their own classroom and schoolwide.  Their effectiveness will also be measured

using the responsibilities survey and feedback from colleagues.

 

 Narrative

Using Part 7 application narrative from previous submission?  No 



Part 7 - Describe how the TLC plan will utilize teacher leaders to improve the districts current professional

development program. (5,000 characters maximum)

 Please include the following information in your narrative:

a) A description of the role teacher leaders will play in the creation and delivery of professional development.

b) A description of how the districts TLC plan aligns with and incorporates the key elements of the Iowa Professional Development

Model (IPDM).

Click here To access the Iowa Professional Development Model page.

https://www.educateiowa.gov/pk-12/educator-quality/iowa-profesional-development-model


Role of Teacher Leaders in creating and delivering PD:

In the past, professional development has been offered to teachers, but we have not had a systematic way of knowing if teachers

applied it in their classrooms, or what the outcomes were for students.  Our TLC plan will enable our district create and deliver

targeted professional development designed to meet our student and teacher needs.  Perhaps most importantly, our system will

enable us to know that high-quality PD was delivered, that every teacher received it, that every teacher was able to apply it in their

classroom, and what the results were in terms of student learning.

We will train our teacher leaders to analyze student needs using data, identify potentially effective strategies to address these needs,

“field test” these strategies with students, adjust the strategies as necessary to be most effective, assess the results of the strategy,

and train their colleagues to integrate the strategy into their own lessons during weekly PD.  We will also train teacher leaders to

follow up with individual teachers, providing expert support in the form of coaching, modeling and team teaching.  Their training will

enable them to provide support to teachers that addresses their student needs, and their own areas for growth as an instructor.  In

this way, professional development will be relevant, timely, individualized and will help teachers to address specific needs of their

students.

Since improvement in instruction across the faculty is the driving force behind our plan, teacher leaders must receive appropriate

training. This plan provides training for Teacher Leaders through NIET and focuses on the NIET Teaching Standards to ensure they

are effective in their roles and have a clear understanding of how to help teachers to improve their practice across a range of

instructional indicators. Every Instructional Coach and Mentor Teacher will receive extensive CORE training on the NIET Instructional

Rubrics prior to implementation of the district’s TLC system.  The CORE training includes in-depth exploration of four domains and

19 instructional indicators, specific instruction on the peer review process and how to provide effective feedback, data team

meetings to monitor and adjust our efforts, how to run an effective weekly cluster group meeting, coaching, and how to conduct

competent field-testing of classroom strategies.  

Alignment of our plan with IPDM:

Focus on Curriculum, Instruction, and Assessment

Our system will provide ongoing job-embedded PD designed to support teachers.  Instructional Coaches and Mentor Teachers will

PD. Schedules will be structured to allow for professional development to take place during the contracted day. Teacher leaders will

lead cluster group sessions focused on instructional improvement and increased student achievement. Cluster groups are based on

similar grade/content and will have five to eight members.

PD extends into each classroom as Instructional Coaches and Mentor Teachers model lessons, observe instruction and support

teachers. In this way the professional development not only focuses on instructional strategies but is also tied to observation

results, teacher reflection, and student assessment data thus leading to increased accountability.

Instructional Coaches and Mentor Teachers will structure PD around the needs of students as identified through classroom

assessments, and the needs of teachers as identified through classroom observations. The building principal and teacher leaders

will analyze data regularly to ensure that the PD remains focused on improving student outcomes through improved instruction.

Participative Decision Making:

All PD is based on student learning needs. The principal, Instructional Coach, and Mentor Teachers analyze student and teacher

observation data to identify areas for improvement. The team also monitors the specific student-based strategies selected and field

tested by Instructional Coaches and how they are delivered to teachers in cluster groups. Instructional Coaches use existing

research, their own contacts, and the NIET network to select student-learning strategies to meet the needs of the building and

develop lesson plans to address the needs during weekly cluster group training.

Instructional Coaches and Mentor Teachers lead cluster group training. Time is dedicated to analyzing student work and identifying

areas of need.  Next a strategy is introduced that has been field tested and demonstrated to be effective with students in the building.

 The teacher leader models the delivery of the strategy.  Development time is allotted for teachers to plan how they will incorporate

the strategy into an upcoming lesson.  The teacher leader then determines a schedule for following up with each teacher to ensure

they are able to effectively deliver the strategy in their classroom.  Additionally, teachers will administer pre- and post-assessments

to their students, so they can measure progress towards mastering the targeted skill. These assessments are focused on a specific

student learning need and are aligned to the Iowa Core. Based on those results, teacher leaders work with teachers to identify

modifications or extensions they may need to provide to their students.

Simultaneity:

Professional development does not end with the cluster meeting. All teachers are provided individual support and resources to

improve their skills and raise student achievement. This support is based on the needs of the teacher as identified through

observation data. The value of this support is magnified by the fact that teachers receive guidance from the same teacher leader

throughout the year. This ensures that the teacher leader, as the provider of professional development and observations, has had an

active role in tracking the progress and needs of a specific teacher.

Using Part 8 application narrative from previous submission?  No 



Part 8 - Given the state and school district goals, please provide the following information: (5,000 characters

maximum)

a) A description of how the district will determine the impact/effectiveness of the TLC plan, including short-term and the long-term

measures.

b) A description of how the district will monitor and adjust the TLC plan based on the results of these measures.

Student achievement growth measurement:

Student achievement will remain the first priority of our proposed TLC system.  Current results from State and district assessments

will be used to develop a baseline for student achievement levels within the district. Scores from the 2015-16 school year will be

compared to the baseline scores as a record of growth and increased student achievement.  In terms of short-term measures,

teacher leaders will work with teachers to develop, use and analyze formative assessments of student learning through the cluster

group process.  

Teacher attraction retention:

Statistics pertaining to the hiring of new teachers and the retention of experienced teachers will be compiled by the principals to

determine the success of the TLC system to attract and retain effective and successful new teachers.  It is our belief that the

effectiveness of the TLC system and the TAP program will support both new and experienced teachers and promote their staying in

our district.

Teacher growth and collaboration will be measured using the observation and data collection tools that are available through NIET.

Teachers will be held accountable for meeting the standards for effective teaching in the NIET rubric.  The rubric includes 19

indicators of effective instruction, operationalized against a five-point scale rubric. Each teacher, including Instructional Coaches

and Mentor Teachers, will be observed during announced and unannounced observations by teacher leaders.  Prior to announced

observations, a teacher leader will meet with teachers for a pre-conference to discuss the upcoming observation. All observations

are followed with a post-conference session between the observed teacher and the teacher leader to discuss reinforcements and

refinements intended to help the teacher strengthen instructional practice. This is a growth model aimed at moving teachers along a

continuum, and expecting all teachers, regardless of current skills, to grow professionally. This will provide both short term and long

term measurement of teacher learning and growth.

The plan will be monitored and adjusted using data collected from these observations and student learning.

This data will allow professional development efforts to be adjusted to ultimately reach the long-term/year-end goals of increased

teacher effectiveness and student achievement. Student learning will be assessed throughout the year to monitor growth using

classroom data and district-wide assessments. Data will be reviewed at classroom, grade, building and district levels, allowing an

additional measure of plan effectiveness. Teacher leaders will use this data to monitor results and adjust the focus of professional

development as necessary.

Using the NIET tools for data collection, teacher leaders, building principals, and district administration can determine the impact of

instruction for individual classrooms, cluster groups, attendance centers and district-wide. Progress is tracked in all areas of the

teaching rubric to identify areas of reinforcement and refinement. This data will be used to evaluate the effectiveness of professional

development and follow-up assistance offered in weekly cluster group training. Observation data stored in the database will tell us

where we are strong, as well as, areas in need of refinement. Goals will be established based on this data and will likely vary from

building to building. Each school achievement plan will address how teachers and the teacher leaders will increase student

achievement on formative and summative assessments. The plan will focus on achieving annual student goals through the

application of research-based, field-tested instructional student strategies and measuring student progress in achieving those goals.

The TLC system is an evolving plan that will provide the focus and direction for professional development. Therefore, as student

needs change, the plan will change.  The Leadership Team assists the building principals and teacher leaders in meeting the

expectations of best practices in leadership while providing a general timeline to develop, monitor and evaluate school plans and

goals each year.

The overview, designed to monitor progress throughout the year, is organized into four categories: School Plan and Goals, Cluster

Group Operations, Individual Growth Plans and Observation Processes.

Using Part 9 application narrative from previous submission?  No 

Part 9 - Describe the school district's capacity to implement the TLC plan. Cite an example or examples of the

successful implementation of a past district initiative or initiatives. Include how the TLC plan will move into the future

systemically as a part of the districts school improvement efforts including descriptions of the roles and

responsibilities of district personnel responsible for ensuring the success of the plan. (5,000 characters maximum)



Capacity to Implement:

Bedford Community School District was a strong background and reputation for success implementation of programs or systems,

especially those that are teacher driven.  When student literacy performance started to lag in 2007-2008, a team of teachers worked

together with administration and created a Literacy Team that organized improving literacy instruction across the curriculum.  This

team drove professional development focused on literacy, and created our first professional learning communities each with a

literacy coach from the Literacy Team charged with facilitating and improving literacy instruction.  BCSD was one of the first schools

statewide over seven years ago to research and implement a 6-12 1-to-1 laptop program.  Teams of teachers facilitated various

aspects of the digital transformation, including the selection and use of a learning management system.  In 2014 teams of teachers

and administrators created and implemented student math and literacy interventions (W.I.N. - What I Need) and K-5 Literacy

Interventions that works on meeting the needs of our academically at-risk students.  This initiative also shows the effective

communication the district made to parents to “get them on board” and see the positive impacts this program could have on

students.  Data is constantly reviewed to ensure these programs are working and the student goals of the program are being met.

We believe the BCSD’s TLC plan has a strong likelihood of be implemented successfully and see positive results in student

achievement. Our plan will be supported by NIET’s Best Practices Center, which has extensive experience and success in offering

teachers and administrators a learning environment with opportunities to excel in their profession while improving student

achievement. Impacting more than 1,000,000 students across the country, NIET has a 12-year record of maximizing achievement

growth for students. (NIET, 2014)

Student data will be used regularly throughout the year to drive professional development in cluster group trainings. NIET's

definition and measures of effectiveness provide a rigorous model that includes measures of classroom practice and student

achievement growth.

Our district is prepared and motivated to implement our TLC plan. Careful planning ensures the plan is financially sustainable.

Infrastructure changes to the daily schedule will allow time for cluster group trainings to be held within the contract day. A rigorous

selection process and on-going leadership training ensures that our teacher leaders are equipped to lead our faculty through the

change process. NIET’s long history of working with districts throughout the country shows that while implementation is not easy

work, it does have a high likelihood of being successful in producing effective teachers and raising student achievement results

when done with fidelity.  

Sustainability:

In order to maintain the improvements realized by the TLC Plan, the District will focus on three specific sustainability factors as

identified in Sustaining Improved Outcomes: A Toolkit. (Thomas & Zahn, 2010)

We will address infrastructure needs with a schedule, supported by adequate staffing that includes time built into the contract day

for teachers to collaborate regarding student learning and the implications for future instruction.

Sustainability will be strengthened by increasing teacher skills, confidence, and interest in continuing the new way of working.

 Administrators, Instructional Coaches and Mentor teachers will consult with NIET trainers twice per month for the first two years of

implementation to develop necessary leadership skills. Other opportunities for growth include the NIET Annual Conference and

annual summer training for new and veteran staff. This support for staff and student growth will further embed a collective belief in

the work we are doing and the importance of continuing our efforts.

The Superintendent will work to ensure the priority we are placing on teacher leadership is clearly recognized by staff, school board

members, the School Improvement Advisory Committee, parents and the community.

We will work with NIET to review our progress in a way that is ongoing, occurring throughout the school year. In this way we will

create a snapshot of where the Bedford Community School District, as well as each building, is in terms of implementation. Regular

feedback about the positive impact the TLC plan is producing will be shared with staff, the school board and community via the

district website, newsletters and presentations by the superintendent and teacher leaders. As the perceived value of our plan

increases, so will the overall desire and ability to sustain the proposed changes.

Partnership:

Our TLC plan utilizes the training, resources and support available through NIET. Administration and teacher leaders will work in

partnership with NIET trainers throughout the implementation of the plan. This training and support will ensure a solid foundation for

the TLC plan and allow us to build our capacity for the future. As more Iowa school districts adopt models for teacher leadership, the

ability to share expertise, experiences, and training costs will increase, making it more affordable and sustainable.

 

 Assurances

Please check each of the boxes below. Your plan will not be considered for approval unless each of the boxes are

checked, indicating your agreement to meet these requirements.



Minimum Salary  The school district will have a minimum salary

of $33,500 for all full-time teachers. 
Yes 

Selection Committee  The selection process for teacher

leadership roles will include a selection committee that includes

teachers and administrators who shall accept and review

applications for assignment or reassignment to a teacher

leadership role and shall make recommendations regarding the

applications to the superintendent of the school district. 

Yes 

Teacher Leader Percentage  The district will demonstrate a good-

faith effort to attain participation by 25 percent of the teacher

workforce in teacher leadership roles beyond the initial and

career teacher levels. 

Yes 

Teacher Compensation  A teacher employed in a school district

shall not receive less compensation in that district than the

teacher received in the school year preceding implementation of

the districts TLC plan. 

Yes 

Applicability  the framework or comparable system shall be

applicable to teachers in every attendance center operated by the

school district. 
Yes 

 

 Part 10 - Budget Items

Use of TLC Funds Amount Budgeted 

Amount used to raise the minimum salary to $33,500. $0.00 

Amount designated to fund the salary supplements

for teachers in leadership roles.
$56,000.00 

Amount to cover the costs for the time teachers in

leadership roles are not providing direct instruction in

a

classroom and to cover the costs when teachers are

out of their classroom to observe or co-teach with

another teacher (e.g. hiring emeritus, part-time, or full-

time teachers).

$80,000.00 

Amount used to provide professional development

related to the leadership pathways.
$10,646.00 

Amount used to cover other costs associated with the

approved teacher leadership and compensation plan.

These costs must be itemized and described below

and be approved by the Iowa Department of Education

prior

to implementation of your plan.

$0.00 

Totals $146,646.00 

 

 Grant Allocation



Enter the district enrollment as reported on Line 7 of the 2014 Certified Enrollment Report. Actual funding will be based on the 2016

CE once it is approved by the SBRC. An amended budget will be submitted if the application is approved.

To enter the district's certified enrollment number, select "Edit" at the top of the screen. Once the enrollment field is completed,

select "Save" to view the Grant Allocation. Then enter the Budget Items and Other Budget Uses in the space provided.

Certified Enrollment Number  469.0 

The district enrollment-based allocation is equal to the certified enrollment number x $312.68.

District Enrollment-Based Allocation  $146,646.92 

Total Allocation  $146,646.92 

 

 Other Budgeted Uses - Description

Item description  Amount budgeted 

  $0.00 

 

 Total Allocation Budgeted

Total Projected Amount to be Expended  $146,646.00 

If the amount shown below is (negative), the sum total of the dollar amounts budgeted exceeds the enrollment-based allocation.

Remaining Allocation to be Budgeted  $0.92 

 

 Budget Alignment

Using Part 10 application narrative from previous application?  No 

Describe how the TLC budget is aligned to the school districts goals for the proposed TLC system. The budget narrative should

make clear connections between costs, roles and goals. (5,000 characters maximum)



We believe that implementing the Teacher Leadership Compensation Plan at the Bedford Community School District will open the

door to many leadership opportunities for teachers and will make a positive difference for our students. Our district is excited about

this possible grant opportunity and believes that our TLC Grant budget reflects our current priorities of building capacity within our

teaching staff and increasing student achievement.

Our TLC plan includes adding the leadership roles of two (2) Instructional Coaches and eight (8) Mentor Teachers. The salary

supplement for the Instructional Coaches is $10,000 each and $3,500 for each Mentor Teacher. The FICA/IPERS costs for these

leadership roles is $8,000. Thus, the total cost of salary supplements for teachers in leadership roles is $56,000. Of the new

leadership roles, the Instructional Coaches will not continue to provide direct instruction to students in a classroom. Therefore, two

(2) teachers will be hired to replace their classroom duties. The exact costs of the replacement teachers cannot be determined until

the replacement teachers are hired since their experience and educational level is not known. Thus, we have built our estimated

budget on the assumption these teachers will be first-year teachers. The district's cost for hiring a replacement teacher is $38,297.

This is based upon the current salary of a first-year teacher ($27,635.00) plus FICA/IPERS ($4,582) plus health insurance benefits

($6,080). We realize that if a replacement teacher is hired that is not a first-year teacher, the district's General Fund will have to be

used to pay for the remainder of the teacher's salary. It should be noted that the beginning salary does not include the TSS

supplement that all of the district's teachers get. However, the TSS supplement is appropriated directly by the Iowa Department of

Education and, therefore, is not an additional cost to the district.  Also, it should be noted that when the TSS supplement is added to

the district's base salary, the minimum salary of $33,500 is achieved. Therefore, the total cost to replace the teaching time “lost” for

teachers in new leadership roles is $76,594. An additional $3,406 will be used to cover the costs of substitute teachers when teachers

are out of their classrooms to observe and/or co-teach with other teachers.

 
As a part of their salary supplement, Instructional Coaches’ contracts will be 8 days longer than career teachers’ contract. The 8

additional contract days shall be used to mentor initial teachers, prepare for professional development, and strengthen the

instructional leadership of mentor teachers. Instructional Coaches will be engaged 100% of their time performing instructional

coaching and professional development leadership duties.

 
As a part of their salary supplement, Mentor Teachers’ contracts will be 5 days longer than career teachers’ contract. The 5 additional

contract days shall be used before school to mentor initial teachers and prepare professional development.  Mentor Teachers will

open up their classroom to allow new teachers the ability to observe effective teaching methods and instructional strategies. Mentor

Teachers will be required to observe new teachers a minimum of four times a year each. Mentor Teachers will meet formally with new

teachers on a monthly basis. These meetings will be designed for communication to take place around effective instructional

practices that will improve instruction and implementation of the Iowa Core Curriculum, develop a positive working relationship with

the new teacher, answer any questions, and cover logistical issues dealing with job duties. Mentor Teachers will assist new staff in

implementing new initiatives into their classroom and help to ensure that they are met with fidelity. Mentor Teachers would provide

ongoing support throughout the year to new teachers in career planning process. Mentor Teachers will assist in the design of and

presentation of professional development as part of the Lead Team.

 
The remaining TLC funds ($2,043) will be used for professional development related to the leadership pathways. The exact

breakdown of the use of the professional funds is not known due to the following. The Bedford Community School District is so

dedicated to teacher leadership that it will use General Fund Professional Development funds will cover the initial  cost of the NIET’s

TAP program training for the teacher leaders.

There are two other important parts of the Bedford Community School District's TLC Plan that relate to budgeting considerations.

First, all teachers that assume new leadership roles will remain on the teachers' salary scale. They will continue to receive their

teaching salary and benefits; in addition to the TLC salary supplement. Thus, they will not be receiving less compensation than they

did in the previous year. Finally, the other portion of the TLC Plan that relates to budgeting consideration is the teacher leader

percentage. The number of compensated leadership positions within our plan is two (2) Instructional Coaches and eight (8) Mentor

Teachers. Given the fact that our district has 40.5 teachers on staff, the ten (10) leadership positions ensures 24.69% of our teacher

workforce will participate in leadership roles beyond the initial and career teacher levels.


