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Zip Code* 50083
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 maximuin) :

A pyramid is a geometric figure that represents stabifity. It also points upward, representing continuous improvemant! That is why our district will usa our pyramic
model to represent the guiding principles of our district and as the basis for our Teacher Leadership Compensation {TLC} grant proposal. Our goals for the TLC grant are:
* to strengthen our shared leadership structure by providing multi-leve! tiers of opportunities for teacher teafers, with appropriate campensation.
+ to enhance our coilaborative culture,
» to focus on continual improvernent for staff as 3 means to Increasing student learning,
As  professional learning community, we embrace the opportunity this funding wit! provide to respond to these questions through the shared leadership provided through
PLC Teant Leaders, instructional coaches and mentor teachers,

We began the process of grant application by assembling 2 planning committee, made up of representative teachers fram various disciplings and grade levals, building and
district level administration, a school board member/parent, and 2 retired teacher. The initial planning funds aliowed for this committee to meet and design a plan that would
be of the most banefit to the district by creating an additional tayer of supgort through the developmant of teacher leadership roles,

Stakeholders in the DUG district are highly supportive of the district’s vision of collaboration, results-oriented attion, and focus on learning as has been reinforced through
various surveys and discussions. The planning committee spent considerable time examining data, evaluating existing initiatives and programs, and understanding how the
leadership structure is currently utilized. We then decided how best to support these and future programs through increased teacher leadership. To address our district goals,
such as the creation of our district PLC, our plan is to Increase teacher leadership by creating refes in the following areas: PLC Team Leaders, instructional coaching, and
beginning and new-to-district teacher mentoring.

We reakized the need for more support within our current Professional Learning Communities (PLC) structure. DCG began the creation of PLCs in 2010-11, with full
implementation district-wide in 2011-12. The benefits of scheduted, dedicated meeting times for collaborative teams have been shown not only in student achievement data,
but also in staff feedback. The increased commitment to the BLC process is demonstrated by the district’s offer to send 2l sta# to the national Solution Tree PLC conference.
By the 2014-15 school year, over 60% of the staff have voluntarily attended this training.

Currently, the district has incorporated shared leadership by developing 2 technology integration team, Building Leadership Teams (BLT} and a District Leadership Team (DLT).
The district has also hired literacy and math instructional coaches for the elementary buildings and has provided a mentoring program for beginning teachers. Mentors are .
alse assigned for new-to-district teachers. ’
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The committee understood the pressing need for & support layer for the programs outlined above. Six principals {one per buliding) cannot affectively provide continuous
support of all collaborative teams, all new teachers, and aif curricular areas, &s well a5 keep up with meetings, student interventions, and staff concerns, Dur TLC plan
provides for an innovative and much-needed level of coordination betweaen the administration and the teaching staff. This leve! will provide PLC Yeam Leaders who will
coordinate the afforts of PLCs in that building, help to set goals, ensure the “right work” is being done, translate initiatives into action, and evaluate progress so 35 to sustain
guaranteed and viable curricuium. These leaders can help the PLC members focus also on the center of our pyramid model in their discussions: essential learnings,
assessments, and interventions.

To support continuous Improvement in student achievement, we need to add more instructional coaches. Literacy and math coaches will ensure a guaranteed and viable
curriculum across all district elementary buildings. Building leved coaches will be added to support staff in examining data and using best practices, Using a team-teaching
modet, district-level coaches will maintain a classroom connection, while at the building level, coaches will retain classroom teaching responsibiities for part of their day.

The plan provides for menter teachers, with increased training and support, to work with beginning and new-10-district teachers to improve entry into the profession and the
district, This includes modeling, team-teaching, and holding reflactive conversations as they integrate not only into the expectations of our district, but also into the teaching
profession as a whole. We envision this as 2 more focused and intentional system of support for all beginring end new-to-district teachers, in order to help retain them in our
district as well a5 the profession.

Many of our teachers already have shown the willingrass and ability to lead in these ways. We have developed a rigorous process for placing energetic teacher leaders in the
most productive positions, We will also have an ongoing evaluation process to monitor the progress of our leaders and our plan. We are eager to begin tapping into these
ready resources in order to suppest initiatives In our district that relate to our district pyramid madel. This TLC grant provides the scaffold to sustain our ongoing
compitment to the PLC structure and improved student learning. The resources of this grant will provide more leadership opportunities and increased compensation for
teachers, which will aid in attracting and retaining quality teachers. And equally important, the grant resources will enable us to enhance our collaborative culture, while
continuing the focus on fearning for our staff, which will transtate to improved student achievement

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

TLC Modet Number Maodel 3 — Comparable Plan

Narrative

Using Part 1 application narralive frem Year No
i7*

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

Please include the foltowing information in your narrative: ‘

a) A description of how the planning grant, if avaitable, ard the planning time was used to develop & 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,

¢} A description of the support for and commilment to the plan from each stakeholder group {teachers, administrators, and parents who ara not a member of another stakeholder group).

The idea of expanding our current district vision to inciude more teacher ieaders in additional roles was immediately appealing to all stakeholders. A vital component in
reaching our goat of becoming & district-wide Professional Learning Community {PLCY is shared leadership. As we taiked to the varigus stakeholder groups about this
opportunity, we were extremely pleased to find that ali groups indicated strong support for our TLC plan. The Dallas Center-Grimes Education Asseciation {DCGEA) and the
BCG School Beard endorsed the idea, Also, in a recent survey, 95% of the staff, 200% of administrators, and 100% of the parents who gave feedback indicated strong
support for the TLC grant proposal.
A planning group was assembled with representation from district stakeholder groups, including administrators, classroom teachers, a retirad teacher, and 8 parentfschoot
board member. Members of the core committee are:
= Scott Grimes, District Supt.
Mitzi Chizek, District Assoc. Supt./6-12 Curriculum Dir,
Lori Phillips, Meadows Frincipal [8-9 building)
April Heitland, North Ridge Elem. Principal (Pre-K, 3 & 4}
Haather Nerem, K-5 Curricuium Dir.
Angela Glasgow, Board member/parent
Michael Burgher, 145 Art; mentor teacher; BLT
Jirn Shutt, MS music; DCGEA; OLT and BLT
Mike Kloster, Meadows Math (8th gr.}; mentor teacher, DLT
Janet Broderick, North Ridge Student Services, DCGEA, BLT
negan Fangman, DC Elern. (Sth gr.); 3rd year teacher
Metissa White, South Prairie teacher/librarian; BLT
Jeani Shepherd, retived HS teacher

»

°

.

*

*

-

Planning grant funds were allocated for expenses Incurred in cresting the proposal; for example, compensation for substitute teachers, aliowing committee members to have
time to attend meetings to learn about and create our results-oriented plan. A stipend was also provided for these teacher leaders' increased responsibilities, The
administrative team met 4 full days with the AEA and aiso had & additional work days. Five, ali-day planning committee meetings were hetd, as well as work outside those
meetings by sub-groups and individuals working on specific aspects of the grant application. The remaining planning grart funds will he used for foliow-up meetings,
monitoring, support, and full implementation of the TLC model district-wide.

Team members who attended the AEA workshop serles shared objectives and information with the planning committee, who asked clarifying questions. The group discussed
the different parts of the grant appiication and how they related to the district’s vision, Consensus was reached throughout the progess on the direction we sheuld take and
the content we should include, Input was gained through “ticket out the door” comments from staff, which resulted in the creation of FAQs {availabie onfine), which were
shared with staff and the community, Individual planning committee members also served as liaisons with the staff in their buitdings, bringing comments, concerns and
suggestions to the group. Information and opintons were expressed in discugsions at administrative team meetings, Board meetings, staff meetings, DLT meetings, Scheol
Improvement Advisory Committee {SIAC) meetings and community informational presentations. informational meetings sponsored by the DCGEA were held internatly. At all
meetings, committee members gave information about the process and encouraged staff and parent questions and input, The district uses muitiple vehicles to present
information to stekeholder groups. A series of informational articies was published in the district newsletter, the MUSTANG MONTHLY {which is mailed to all households in
the district). This information was also available online through the district web-site. Readers were invited to give sheir feedback and epinicns.
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Thraughout the committee mectings and data analysis, we kept cur district pyramid model at the forefront of our discussions. Cur collaborative culture is also guided by
insights from our PLC background information from The School Leader's Guide to Professional Learning Communities at Work (Dufeus, Sichard; DuFour, Rebecca, 2012), PLC groups
have already been instituted district-wide, This commitment is demonstrated by the district's offer to send all staff who wish to go to the National Solution Tree PLC
conference. Over 50% of the staff have voluntarily attended this training.

We worked diligently in our planning to make sure our plan atigned well with the state’s “Theery of Action.” We saw that the elements represented fit perfectly with how we
plan to expand our teacher leadership program. We wanted the program to meet the goals we had established:

¢ tostrengthen our shared leadership structufe by providing multi-level tiers of epportunities for teacher leaders, with appropriate compensation.

+ to gnhance our colfaborative culture.

*+ to focus on continual improvement for staff as a means to increasing student learning.

To strengthen our shared leadership vision, we identified three tedcher loader roles to provide this support: PEC Team Leaders, Instructional coaches (i:dth building and
district leved}, and Mentor teachers. These new roles will enhance the collaborative culture we are centinaing to cuitivate.

Tha DCE District has historically had tremendous staff and community suppert. As stated above, all stakeholder groups indicated strong support for proceeding with the TLC
grant, with nearly unanimous approval. Al stakeholders take pride in our district and its stugdents and always are ready with generous donations of time, talents or rescurces.
They are passionate about supporting the high standards of education the district has set, which can only be enhanced by the creation of a teacher leader program to support
and encourage staff in their quest to easure all students learn at high levels.

Narrative '

Using Part 2 application narrative from Year $7¢ No

Part 2 - Describe the vision and goals your schoo| district hopes to achieve through the implemeantation 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:

-sttract ablefpromising naw teachers;

~etain effective teachers; .

-promote coltaboration among {eachers;

~reward professionzl growth and effective teaching; and
-improve student achievement.

Qur district vision, as depicted in our pyramid model and theory of actior, i to become & true professionat learning comtmunity in which student and aduit learning will
be at the pianacle of this globally competitive nation, as shown in the comparison table befow:

Paired with the current structures, processes and initiztives In our district, our goals for the TEC pian will make our vision become reality.

DCG's goals for the TLC plan are:
* tostrengthen our shared leadership structure by providing multi-ievel tiers of opportunities for teacher leaders, with appropriate compensation,
+ to eahance our collaborative culture, :
= to focus on continual improvement for staff as a means to increasing student learning.

DCG poals, the corresponding state goals, and credible research to support our plan:

DLG: Yo strengthen ovr shared leadership structure by providing multi-level tiers of oppartunities for teacher feaders, with appropriate compensation,
State Geoals: :
¢ Reward professional growth and effective teaching by providing pathways for career opportunities that come with increased leadership rasponsibilities and
involve increased compensation. .
» Retain effactive teachers by providing enhanced career cpportunitles.
* Attract able and promising new teachers by offering competitive starting sataries and offering short-term and long-term professional development ang
leadership opportunities. .

"“Teacher leadership capacity sustains PLCs. Sharing power and authority with teachers through decision making and shared leadership increases leadership capacity
and buitds a belief in the school's collective ability to affect student fearning” (Olivier & Hipp, 2006).

This plan provides a variety of excellent leadership opporiunities for teachers in our district. Al are designed to enhance not only the individual teacher’s career, but
also to provide leadership in the district for programs and initiatives that are essential to student achtevement and success. Since our current base salary is 336,492
which is above the minimum requirements, we are able to use the grant funds to suppoert our goals, ’

The foliowing are our teacher leadership opportunities {inciudes extra days and stipands);

PLC Feam Leaders: Support the PLC teams’ abitity to mafntain focus on the "Right Werk” to improve student achievement.
tnstructional Coaches: Provide professional development and coach teachers in the classroom.

Mentor Teachers: Support beginning and new-to-district teachers.

LG Goal: To enhance our collaborative culture.
State Geal:
* Promote collaboration by developing and supporting opportunities for teachers in schools and school districts statewide to iearn from each other. -

https://www.iowagrants.gov/getApplicationProposal.do?documentPk=14126268641 16&.... 12/15/2014
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“Teachers share experiences, observe each other, and discuss teaching. Shared practice and collective inquiry help sustain improvement by strengthening connections
amang teachers, stimulating discussion about professional practice, and helping teachers build on one another's expertise.” (McREL, 2003).

This research supports the importance of 2 collaborative cuiture and PiCs, which is the integral part of our district’s vision, We will implement PLC Team Leaders who
will receive additional training in order to support the PLCS tearns” ability to maintain focus on the “Right Work” as in the DuFour, DuFour, Eakar mode! of PLC, This
includes the 4 questions in our pyramid model which support student learning, P10, and teacher lgarning through the PLCs. These PiCs with thetr PLC Team Leaders will
also be able to focus on providing a Multi-Tiered System of Support {MTSS) to meet all students’ educational neads.

Coliaborative culture will also be enhanced by the instructional coaches and mentor teachers collaborating with other teacher leaders to provide PD for the staff, as well as
working with and supporting individuals and smali groups of teachers with the ultimate goal of increasing student learning.

BCG Gaal: To focus an continual improvement for staff as & means to increasing student learning.
State Goal:
= Improve student achievemeant by strengthening instruction.

“_more can be done to improve education by improving the affectivenass of teachers than by any other single factor. Effective teachers appear to be effective with
students of all achievement levels, regardiess of the level of hetarogeneity in their classrooms.” (wright et al, 1997. p. 63}

The uitimate outcome for this plan and our district vision is to improve student achievemnent using multiple measures. The goals below are examples, based on percent
proficient as published in our Annual Progress Report;

% of Sth gr. preficient in reading comprehension will increase from 83.8%

% of Gth gr, preficient in math will increase from 81.2%

% of 8th gr. proficient in science will increase from 86.73%

Our plan provides for the new roles of PLC Team teaders and instructionsl coaches who will provide PD in content and instructional strategies to strengthen
instruction.

To support our PLC vision as depicted i our pyramid model, we wilt provide collaboration time for teachers to share information, methods and insights as well as fearn
about new technigues, materiais, and theories which will strengthen ouroverall curriculum, hoth in content and delivery. All the teacher leader roles are designed to
improve the effectiveness of teathers by increasing the use of nstructional strategies through PLCs, PD, team-teaching, modeting, and coaching, There will be more
structured support for our beginning and new-to-district teachers. The feaders will help ensure a guaranteed and viable curriculum, which is the primary school-related
factor in increasing student achievement (Marzano, 2003), We will be able to facifitate more data analysis to support MTSS in our system to meet students’ learning

needs.

With zn emphasis on continual improvement and through the power of cofiaboration, we know our system will continue to be even more cohesive, coordinated and
consistent for the benefit of our state, staff and students, now and in the future,

Using Part 3 application narrative from Year 177 No

Part 3 - Describe how the TLC plan will connect to, support and strengthern the district’s key schoot improvement structures, processes, and initiatives such
as MTSS, Early Literacy Initiative {ELI), and/or Towa Core implementation. {5,000 characters maximEmn)

As a district, our vision is to develop our capacity 1o function as a Professional Learning Community (PLC) to ensure ALL students learn as shown in ur pyramid model. The
following elerents are the basis for our overall PLC vision:
Key Elements/Principles of PLC:

« Shared values and vision (Bolam et al., 2005; DuFour, 2004; Feger & Arruda, 2008)

+ Collaborative culture {Bolam et al)

+ Supportive and shared leadership (Feger & Arruda, 2008; Hord, 1997; Kruse, Louis, & Bryk, 1894; Louls & Kruse, 1995; Mitchell & Sackney, 2006)

» Shared professional practice (Hord, 1897; Kruse, Louis, & Bryk, 199¢; Thompson, Gregg, & Niske, 2004}

Therefore, we have created the following DCG Theory of Action which paratlels to the State’s Theory of Actioa:

https://www.iowagrants.gov/ getApplicationProposal.do?documentPk=1412626864116&... 12/15/2014



TowaGrants 7 Page 6 of 11
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By strengthening our shared leadership structure, anhancing our coltaborative culture and focusing on continual improvement, we are able to help implement the aspects of
the fotlowing schoct improvement areas of focus as indicated in our pyramid model:

* Guaranteed and Viable Curricufum

+ Environment and Relationships

* Technology Integration

The facus of all our initiatives is to improve student achievement. Through the grant’s resources, teacher leaders will help increase the understanding and enactment
of the initiativas fisted above,

A Guaranteed and Viable Curriculum is the number one school relatad factor that positively impacts student achievement (Marzano, 2005}, The shared teacher leadership
rotes will strengthen and support this factor as deseribed below,

The district leved instructional coaches will work closely with the curriculem dizectors to davelop an

urderstanding of content standards (lows Core} and using this understanding to plan instruction and assessment. They will lead curriculum teams developing essential
learnings and pacing guides. The buitding level instructional coaches will collabarate with the district coaches. The buitding level coaches provide the necessary supports to
ensure the written curriculum is enacted. They work with the teachers co-teaching, modeling strategies, asking reflective questions, ideatifying needs and providing just in
time professional development. The PLC Team Leader collaborates with the building fevel instructional coach. When students don’t leara, the PLC team leader wilt guide
teams in determining next steps through MY$S. The PLC teams will collaborate to support best practice i instruction that has the greatest impact on student learning. The
mentar teachers will help new teachers understand the curriculum and district initiatives, The process described provides for a guaranteed and vizble curriculum AND the
pyramid modef of our school improvement based on DuFour's questions and the big ideas of z PIC,

We value respectful relationships and a positive environment at DCG. To keep our small town

community feel, as enroliment is growing, the teacher leaders will be an invaluable asset. Roland Barth's research has shown that the adult -student relationships in the
building will mirror the adult relationships. Also, students learn best i an emotionally safe environment. As our Theory of Action states and the pyramid mode! Hlustrates,
DCG vatues refationship.

We have strategically ¢raated teacher leadership rolas at the district, building and team level. This collaborative structure, aflows for us to be extremely timely and responsive
to individual teacher need and student need. When teachers feel supported, it has a direct positive impact on morale, motivation and fevel of effort. It also allows for the
leaders to have a support person to their sorth, in order to ensure coordination and cohesiveness amongst the district. Each teacher leader will develop the refationships
needed to help foster @ growth mindsat and one of open sharing and risk-taking across the district. The Mentor Teacher wilt be key in fostering a professional and supportive
relationship with the mentee of open sharing and risk-taking. By increasing the comfort level of our new teachers, we will accelerate student achievement and teacher
retention, both In our district and in the profession,

https:/fwww.iowagrants.gov/ getApplicationProposal.do?documentPk=1412626864116&... 12/15/2014
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Technology Integration in today's world is a very important part of instruction, coflaboration and student learning. Teachers and students are extensively using technology
both in and out of school, which makes a fast paced learning environment. We cannot expect students to ‘power down’ when they walk through the classroom doors. When
technology is integrated effactively, it's use will accelerate learning; enhance collaboration for students and teachers; and increasa the rigor of the learring. Shared teacher
leadership is an essential aspect of integrating technology

The building level Instructional Coaches wili strengthen technology integration by being 2 requisite part of professional development creation and delivery. These coaches
will research best practices in instruction and the use of technology to enhance instruction and both teacher and student collaboration, By using teacher leaders in the
formation of PO and modeling in the classroom, they will deliver job-embedded learning opportunities in the areas of best pragtices, technology integration, and instructional
strategies. These instructional coaches have a more direct connection to the needs of the classroom teachers and will offer more targeted support that will benefit the staff
and ultimately the students they teach,

wmerging our TLC plan with our current district beliefs and initiatives is a highly effective way of connecting and strengthening our overall district vision. The shared leadership
structure developed through our teacher leaders will help to foster cohesive, consistent and coordinated afforts across the district. This in turn will [ead to increased student
achievement in all grade levels and curricular areas.

Using Part 4 application narrative from Year 12* 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
determinaticn, areas of improvement needed in the current program and how your TLC plan will address these gaps. (5,000 characters maximum)

“Learning-focused mentoring relationships make a significant emotional and inteflectual difference in the induction experience for new teachers, as well as in their continiing
professional practice.” (Lipten & Wellman, p.1, 2003}

The first year of taaching is a step into the real world of education and one that is full of change and challenge. There are curricula to be learned, school pelicies to be
internalized, colleagues and students to meet, forms to fili out, and unforeseen daily challenges. One of the pricrities for any district is to make this transition a smooth one
for not only beginning teachers, but #lso for new-to-the district teachers. As part of our TLC plan, we seek 1o improve how we support these new teachers and accelerate
their entry into the profession o increase student achievement.

Mew DCG teachers are cursently provided with 3 days of in-service time at the beginning of the school year to mtroduce them to the vasious ways of doing business in our
school system. With a wealth of information being disseminated in a short period of time, teachers often experience an overload. Each beginring teacher is paired with a
mentor and each new-to-the-istrict teacher, a "buddy teaches” who assists with guestions and concerns that arise. Mentors, trained with "Mentoring Matterss” (Lipton &
Wetiman, 2003} through the AEA, support ang meet with their mentees a minimum of 20 hours and are compensated with funds provided by the state, New-to-district
“suddies” receive additionz| compensation via district funding. Teachers on an initia license participate in the classes “Building Capacity for Beginning Teachers” for the first
year and “Instruction For All” for the second year. In an anonymous survey of the teachers who took the classes in the last 3 years, 89% of respondents reported the first year
course was heipful and 100% reported satisfaction with “Instrection for ALY

Regantion Data Cver the Past Seven School Years

Retention in our Retention in the Educational
District Profession
Beginning Teachers 24 out of 40 [72.5%) 37 out of 40 (92.5%)
New-to-district Career 60 out of 73 {82.2%) £8 out of 73 (93.2%)
Teachers

Statistics show that 50% of teachers nationwide Jeave the field of education after 5 years, While our local statistics are fairly high, we seek to improve them, In examination of
the data, we found that several teachers ieft DCG for leadership positions, feeling there were not enough opportunities in our district for them to pursue. We know that if we
provide further teacher leadership opportunities, we will foster even higher retention figures in our district.

Our current program and the improvements we are making are supported by the "New Teacher Center.” High guality mentoring and induction practices includa rigorous
mentor selection, ongoing PD and support for mentors, intensive end specific guidonce in moving teaching practice forward, professional teaching standards and data-driven
conversotions, and ongoing beginning teacher professional develogment.

Rigorous mentor selection:
Mentor teachers will be chosen using a rigorous selection pracess. This is outlined in our TLC plan for all teacher leaders.

Ongoing professional deveiopment ond support for mentors:

Grant funds wil be used o increase training and time for teacher leaders fo support new teachers. The grant funds will be usad to develop and deliver gdistrict-specific
courses aligned to our initiatives for mentor teachers to attend. Mentor teachers will participate in ongoing training in cognitive coaching methods, collaborate in PLCs with
feliow mentor teachers, and most importantly, support the beginning teacher in the transition from theory to practice. The grant funds will also provide mentor teachers
with stipends for their extra responsibilities and release time 10 support the new teacher. :

Professional teaching standards and doto-driven conversations, moving teaching practice forward and engoing beginning teacher professional development:

In the past, mentees were primarily supported one-on-one by their mentors, As in gur current system, all mentor/mentee interactions will remain confidential, which builds
trust and relationships between the two, With the entire TLC system, the PLC Team Leaders, Instructionat Coaches, and Mentor Teachers will all provide intentional support
for beginning and new-to-district teachers. These teacher leaders will have the time and fesources to provide opportunities for team-teaching, peer observation, peer
feedback, and modeling. ’

https://www.iowagrants.gov/getApplicationProposal do?documentPk=1412626864116&...  12/15/2014



TowaGrants , : _ Page 8 of 11

In addition to the current system’s classes for beginning teachers and mentor/mentee meetings, teacher leaders will provide regularly scheduled learning workshops, i
connected to district initlatives, for new teachers. Weekly grade lave! and/or curricutar PLCs will be another avenue for ongoing support, problem solving and data-driven
conversations, -

We find that these quotes affirm our view of what the mentoring g}rdcess shoutd ba:

“...a mentor's rofe within such a relationship is to batance three functions: offering support, creating challenge, and facilitating a professional vision.” fipton & Weilman, .1,
2003} : .

“For beginning teachers, the benefits of a mentoring experience include:
* Increased efficacy as probiem-solvers and decision makers
» higher engagement in collaborative exchanges

* Increase fikelihood of remaining in teaching?.
[Lipton & Weliman, p. 1, 2003}

We have created new and improved scaffolds in our mentoring partnerships which will help to improve the mentoring exgarience for those involved. Wa also see this more
intensive and intentiona! direction as providing a foundation for the development of leadership skills in owr new teschers. These changes wit! help to retain them in the
profession and allow thers te step into the leadership roles needed in the future. New steps involve change and challenge. Our TLC plan goal is to make this pathway for new
teachers to our district one that is welcoming, encouraging and supportive as they begin a long teaure with us and the profession of teaching.

Narrative

Using Part § application narrative from Year Yas
1

Part 5 - Describe each of the proposed teacher ieadership roles in your plan. (10,008 characters maximum)

Please include the following information in your narrative:

" #) A description of the responsibilities and duties for each new leadership role as well as the percentage of time each role will spend engaged i student instruction and the percantage
of {ime each role will spend perfarming teacher feader duties.

b) A description of how each of the new roles fit together, as wall a3 with any oxisting teacher leadership rofes, ta create a coherent instructional improvement strategy that will
strengthen instruction and improve student learning and student achievement throughout the district,

Using Part 6 application narrative from Year No
i

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

Plaase include descriptions of how the district will determine and evaluate the foHowing in selecting teacher leaders:

4) Prior demonstrated measures of effectivenass.
b} Prier demonstratad professional growth,

The selection process of the teachers whe will filt the leadership roles is crucial to provide the necessary support for our teachers. Teacher leaders must first be exemplary
teachers who can provide modefing of effective strategies for other teachers. They must also understand and integrate into their teaching the concepts represented in our
district pyramid modet and TLC goal statement. The determination of whether the teacher leader applicants are of the highest caliber will be based on the a career teacher
evaluation system &s outiined below. Additionally, teacher leaders will be required to have a minimum of three years in the profession and at least one vear in the district.

Our current teacher evaluation system is a tiered approach tied to the fowa Teaching Standards [JTS} and criteria. The evaluztion systerm has a rubric with descriptors for each
criterion.
¢ Career teachers are evaluated on a 3-year cycle. During the year of evatuation, teachers:
= are formally observed twice,
° must complete a standard reflection on the each of the 8 I7S,
© st provide a minimum of 6 artifacts, showing evidence of meeting the standards,
= must reflect and show evidence of progress on their individual professionat development goal

Our current evaluation system does not provide alf the information required to determine the skills needed for teacher leaders. We lkeoked for an additional tool to pair with
aur carrent evaluation system and align with our district pyramid model. Afer reviewing saveral resourcas, the planning committee selected the “Teacher Leader Self-
assessment” from the Center of Strengthening the Teoching Profession, as this sligns directly with our district’s vision.
Key areas for hiring and evaluation identified in this tool are:

* Working With Adult Learners: trusting relationships, professional learning for adults

+ Collahorative Work: collaborative skills, organizational skitls

« Communication: relationships, technical skills

* Knowledge of Content and Padagogy: knowledge and teaching skills

» Systems Thinking: system and advocacy skills
Another essential elament of the candidates’ qualifications will be that of their professional growth and the abiity to demonstrate that to the committee. The successful
teacher leader would show evidence of professional prowess by serving in leadership capacities, taking classes, being an active participant in district initiatives, and providing
0.

Evaluation of our candidates will be directly finked tc our selection criteria, The TLC slanning committee will work In collaboration with the administration to develop the
application and interview questions. These will align with the district vision, the key areas for hiring, and the specific responsibilities of each rofe.
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Teachers who are interested in a teacher leader role will be required to apply on the district’s online application system. As & part of that apnlication, the teacher leaders will
be asked to fill out the “Teacher Leader Self-assessment” and provide written, reflective responses on their strengths and areas for improvement as teacher leaders based on
the key areas as identified above. The teacher leader applicants will relate how they have engaged in meaningful professional learning experiences and demonstrated growth
in their practices.

A selection committes for each role will be comprised of at least 2 administrators and 3 teachers who will work closely with the teacher leaders. This mirrors our currént
hiring process, During the interviews, the candidates wilt present 5 artifacts and/or examples that specifically demonstrate competence in the key areas noted above. The
candidates wilt also articulate their own profassional growth, leadership opportunities and the impact these have mada on their teaching. Teacher leaders who best fit the
Jeadership roles (as measured on a common rubric) and the needs of the building wili be recommendad to the superintendent and board based on a consensus of the
selection committee,

Gnee these teacher leaders are hired, administrators will use several data points for the annual evaluation of each of the teacher leaders as outlined below.

Ongoing Formative Assessment:
« Fraquent reflective journaling that is refated to the "Teacher Leader Self-assessment” and the specific role responsibilities.

« Frequent, ongoing, peer feadback will be provided to the teacher leaders.
Annual Sumative Assessiment:
Complete the “Teacher Leader Self-assessment” and provide 5 artifacts/evidence of how they are meeting the Key Areas (1 astifact for each arez in the seif-
assessment),
Complete a reflection that outlines the professional growth opportunities they experienced throughout the year and the learning that resulted.
Complete a reflection about how they have met the responsibilities of the specific role.
Complete 2 review of peer feedback forms and feedback, using the wiodruff Scale (Woodruff, 2007).
Cornplete a review of SMART goal results, professional development plans, informat observations, and reflective journal responses.

.

The sdministrator will use tha evaluation resuits to communicate o the selection committee concerning recommendations for reassignment of the teacher leaders. Because
tha teachers on each selection committee work closely with the teacher leader, they wilf use their experiences and interactions, along with the administrator’s
recommendation to determine staffing of teacher leader positions,

Through our thoughtful hiring, rigoreus selection, and ongoing evaluation process, we are confident we will appoint exemptary professionals in teacher leadership roles who
can best provide the support for the pyramid maodel of our district’s vision. This is a positive pathway that ultimately translates to improved teacher skills and student
achievement.

Narrative

Using Part 7 application narrative from Year Y
st a5

Part 7 - Describe how the TLC plan will utilize teacher leaders to improve the district’s current professional development program, {5,000 characters
Faximium)

Please include the following information in your narrative:

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

b} A description of how the district’s TLC plan aligns with and incorporates the key elements of the lowa Professional Deveiopment Model {IPDN).

Cligi here To accass the lawa Professional Development Model page.

iil'?:ng Part 8 application nareative from Year Yes
Part & - Given the state and school district goals, please provide the folfowing information: (5,000 characters maximurm)

a) & description of how the district witi determine the impact/effectiveness of the TLE plan, including short4erm and the long-term measures,

I} A description of how the district will monitor and adjust the T1.C plan based on the results of thase measures.

Using Part & application nareative from Year

17+ Yes

Part O - 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 district’s school impraovement efforts including
descriptions of the roles amd respensibilities of district personnel responsible for ensuring the suceess of the plan. (5,000 characters maxirmim}

Grant Allocation

SBRC. An amended budget will be

it is anproved by |

Eplerthe distict enroliment as reported on Line 7 of the 2013 Centified Enrolimant Report. Actual funding will be based on the 2014 CE ¢

submitted Jf the agplication i S00r0ved, ”

To enter the district’s certified enroiment number, select "Eoit” af the lop of e scraen. Once the enrliment field is completed, select *Save” [0 view the Grant Allecation. Then epler the Budget items
and Other Budge! Uses in the space provided.

C.e-l;(ified Enroliment Number® 2247 1
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The district anroliment-basad afla_cé!ion is equal fo the cerlified anrcliment number x $308.82,

District Envollment-Based Allosstion $693,940.42
Totat Allocation . $693,049 42
Part 10 - Budget ltems

Use of TLC Funds Amount Budgeted
Amount used ta raise the minimum salary to $33 500, $0.00
Amount designated lo fund the salary supplemeants for leachers in feadership coles. $506,000.00
Amount 16 cover the costs for the time teachers in leadaership roles are not providing direct instruckion in a '
classroom and to cover the costs when teachers are out of their classroom 10 ebseive or co-teach with $8,000.00
another teacher (e.g. hiring emeritus, part-time, or full-time feachers),
Amgunt used to provide professionat developmant related to the leadership pathways. 379,949.00
Amount used to cover ather costs associated with the approved teacher leadership and compensation plan,
These costs must be ilernizad and descibed below and be approved by the lowa Deparfment of Education prior $0.00
io implementatior: of your plan, .

Totals $693,849.00

Other Budgeted Uses - Description
ltam description Amount budgeted
$0.60

Tofal Allocation Budgeted

Total Projected Amount to be Expendoed $693,949.00
i the amount showr; below is [negative), the sum ec!a;’ of tha doffar amaunts budgeted excesds ihe anroliment-basad allocation.
Rermaining Aliocation to he Budgeted $0.42

Budget Alignment

Using Part 10 application namative fraom Year Yes
17*

Describe how the TLC budget is aligned to the school district's goats for the proposed TLE system, The budget namative should make clear connections between costs, roles and goals.
{5,000 characters maximum}

Assurances

Pleasa check each of the boxes below. Your plan will ot be considered for approvat unless each of the boxes are checked, indicating your agreement ta
meet these requirements,

Minimum Sslary - The school distriet will
have a minimum satary of $33,500 for s full-  Yes
time teachers.”

Selection Committee - The selection

process for teachar leadership roles will

include a selestion ¢ ittae that §

teachars and administrators whoe shali

accapt and review applications for Yes
assignment or reassignment to a teacher
leadership role and shail make

recommendations regarding the applications

to the superintendant of the school district.*

Teacher Leader Percentage - The district wili

demonstrate a goud-faith ffort to attain
participation by 25 percent of the feacher Yes
waorkforce in teacher leadership roles

beyond the initial and career teacher levels*

Teacher Compensation «~ A teacher
empioyed in a school district sha¥f not
receive less compansation in that district
than the teacher recelved jn the school year
preceding implementation of the district’s
TLC plan™

Yes

Applicability - the framework or comparabile
system sha¥ be applicable fo feachers in
every attondance center operated by the
school district.*

Yes
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