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TLC Application Contact

Honorific . . . Mr. .
Namne of TL.C Contact* Rob Busch
Telephone Numbert 563-928-64 11
E.mail Address® rhiisch@edge-cole.k12.ia.us
Street Address* 403 W. Uinion Street
City* Edgewood
State” lowa
Uisa the dropdown menu 1o select the state,
Zip Coder 52042
Narrative

Abstract/Executive Summary - Please provide a brief overview of the school district's proposed TLC plan, This surmmary should hightight
your vision and goals and tescribe how the primary components of the plan connect to one another {5,000 characters maximum)

The M|ssmn of the Edgewood-Colesburg Community School District is to assist and ensure that each sfudent achieves his or her level of
educational gxcellence. We know for students to succeed, our teachers must also reach their level of educainonai exceilence. The teacher
leadership program could make this a possibility. With a system of supporis and ongoing capacity building, 2% teachars have the capacity to be
leaders. The best way to improve student achievement is to focus on sfudent learning through improvement in instruction, assessment,
curriculum, climate and technology. To accomplish this mission, we implemented the foliowing practices:

* Professional Learning Communities (PL.Cs)

= Muititiered System of Supports (MTSS/C4K/RT)

+ lowa Core '

+ Technology

« Relationships (Positive Behavior intervention Supports, Safe and Supportrve Schools)
= Math (Cognitively Guided instruction K-6)

« Standards-Based Grading (SBG)

Our Teacher Leadership and Compensation Plan developed by parents, board members, teachers, and administrators expands our curreni
system to provide additional levels of supports for leamers in our district. When ali members of our organization accept responsibility for the
learming of all students, their unreienting focus on student improvement brings to life their shared vision and purpose. This compelling vision and
purpose are the reasens for sharing this leadership throughout our district and developing frameworks that support that work, The TLC committee
has developed the foliowing vision:

.

Improve student achievement by strengthening CORE instruction.

Attract highly qualified new teachers by offering competitive starting salarses and offering short-term and fong-term professional
development and leadership opportunities.

Retain effective teachers by providing enhanced career opportunities.

Maintain quality teachers in providing instruction in the classroom.

Promote collaboration by develeping and supporting opportunities for teachers in schools and scheol districts statewide 1o learn from each
other,

Reward professionat growth and effective teaching by providing pathways for career apporiunities that come with increased leadership
responsibilities and involve increased compensation.

+

-

'

Through numerous meetings and continuous research and discussion, the following plan was developed to reach our vision,

* A rigorous selection pracess, training for teacher leaders through Keystone AEA, and other providers, and on-going support. $10,000
is budgeted for the training of teacher leaders.

Two Instructional Coaches wil! assist in feading school improvement. The two teachers will be relieved of 50% of their classroom
assignment to accomplish this task. An additional staff member will be hired fo cover teaching assignment. The plan is to have one
secondary and one elementary instructional coach.

Eight Lead Teachers will lead PLCs curriculum and strategy design and be working with teachers to improve teaching and learning.
Mentor Teachers will be supporting, observing, coaching and modeling fo support mentees entry into the profession, $55,603.48 is
budgeted for salary supplements for teachers in leadership roles.

.

*

.

.

Funds will also be used to bring everyone up to $33,500, release fime for modeling, coltaboration, and peer reviews. $13,223.25 is needed
to bring staff up to the base salary. $51,024.75 is allotted for additionat staff to support teachers in leadership when not providing direct
instruction,
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Our district has a strong belief that all feachers are leaders, which is evident in our weekly Professional Learning Community (PLC) work. The
teachers value the collaboration fime in the PLCs, therefore we made the PLC work a priosity. Assistance would be provided by teacher leader
roles, which wouid improve the PLC process and the quality of instruction. This would also lead t¢ more effective implementations of district
initiatives.

For a successful plan, effective {eacher leaders (instructional coaches, lead feachers and mentor teachers) must be a top priority, A selection
committee made up of three teachers and three administralors wilf accept and review applications for assignment/reassignment to a teacher
teadership role and make recommendations to the superintendent. Sefection is based on teacher effectiveness as compared {0 the selected
criferia. The selection process will consist of observations, interviews, and answers on the application #self,

The evaluation of the plan will be ongoing and provide infformation that is sound, meaningful, and sufficiently reliable in making thoughtful and
responsible decisions about the processes and effects. The evaluation processes will alse evolve with the program.

98% of the teachers look forward to the additional colizborative time to Improve instruction.  51% are willing to fulfilf the plannes/presenter
responsibilities, 24% are interested in the instructional coaching positions.

Implementation of the Teacher Leadership Compensation System has the opporunity to advance education In the district like we have never seen
before, Empowering teachers to serve as leaders can truly improve student achievement. If we have professional development that is aligned,
differentiated, and of appropriate intensity, then instruction provided to each student will be engaging, meaningful, personalized, rigorous, and
cognitively demanding. The goal of the proposed feacher leadership model is 1o improve the quality and responsiveness of professional fearning
opportunities for staff and improve instruction through the implementation of various district sirategies and initiatives. If we establish disttibuled
leadership opportunities that provide quality professional development.to support personalized igarning, reward professional growth and effective
teaching, then we will attract and retain qualily teachers, improve student learning, and make Ed-Co Schools a learning environment in which
averyone wanis to join. We are committed o providing a personalized learning system at Ed-Co.

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

TL.C Model Number Model 3 ~ Comparable Plan

Narrative

Using Part 1 application narrative from No
Year 17+

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

Pleage inciude the following information in your narrative:

) A description of how the planning grant, if available, and the planning time was used to devefop a high-quaiity plan,
b} A description of how each stakeholder group (feachers, administrators, and parents) engaged in the process and coniributed to the development of the plan,

¢) A description of the support for and commitment to the plar from each stakeholder group {teachers, adménistrators, and parents whe are not & member of another
stakehoider group).

Developing a High-Quality Ptan

Upon receiving the planning grant for the Teacher Leadership and Compensation System; the administration shared information, intended goals, use of funding, and the application process with
the timeline for completion, input on pursuing the grant was {aken, and the staff agreed unanimously lo proceed with the application.

In the first round of the application process, a team of three adminisirators, two parents, and five teachers met bi-weekly over the months of November through January. For the second round, the
same teem wilh two additichat parents Iet to revise and fmprove the application. Planning for the TLC Grant was guided by Keysione AEA workshop series. Additionat information was also
ieamed through the West Wind Education Policy, Inc., SAl, lowa School Finance Information System, the scoring rubric and DE webinars. These resources showed effeclive teacher ieadership
systems across the country and provided supperts in the development of our teacher feadership system.

Engagement and Contribution to a High-Quality Plan

The TLC commiltee was active at all informational and grant pianning meetings. Al the beginning of all meetings, & sunmary was shared of the previous meeting’s discussions and decisions,

This allowed ail participants $o stay current and revisit questionsiconcerns stif unresolved. Through open communication around the tabie, advantages and disadvantages of fopics were
discussed and an agreement upon each was made based on what was best for students while considering the effects on teachers and parents. These lopics consisted of: calendar cencems, fund
allocation, job descriptions, pay rates, and providing teacher advancement while keeping stability in the classroom. At every point in the process, through Sme and group discussion, decisions
were agreed upon by ail TLC members. The committee’s original thought was to have one instructional coach for the district. Through input from teachers, and logistics of having the two
buiidings being 12 miles apart, it was decided to have an instructional coach in each building.

The Board of Directors was informed monthly of the progress of the pfan. The Board approved it in January and again in Octaber; commitling to cover any addiionsi cost. Conversations tock
place with other schoot groups such as The Pariners, a parent organization formed to promote the weifare of our students. The Pantners board of directors gave complete suppartio procesd with
1he TL.G application,

After meeting with the K-12 staff to discuss the initial steps of the grant, a survey was given (o gauge fhe leve! of commilment. Staff members were also encouraged (o voice contemns, questions,
feadback, and additional ideas. Input was reviewed by the commiltes at scheduled meetings, and the teachers became aclive participants in finding solutions to time commitment and salary
concerms, It is our intention to keep the Google dot active throughaut the process to silow for censtant and open communication with stall about changes and outcomes. This engoing
commiunication will beneft siudents and educators alike.

Additional communicalion to il constituents will actur through monthiy newsletlers, postings on our website, attendance at community meslings, public gatherings, and surveys, Through our
communication already, we have learned that each group is exciled about the benefits for our district,

Support_and Commitment to a Bigh-Quality Plan
100% of the administratoss and 98% of the staff support a bullt-in system for ensuring the continual developmant, growth and the posilive impact on student achievement, Conceras were
expressed about the potential negative effects of removing high-quality teachers from the classraom. The proposed design of the system minimizes the amount of time leacher leaders will be out

of the classroom.
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Teachers' put was actively sought through surveys, staff meatings, and s Google doc commentquestion page which were then incorporated inta the plan. Sessions were beld in each building to
inform teachers about the application progress of the TLC Grant, its foundation, vision, and goals as well as the range of potential leadership roles. Teachers participated in a survey to quantify
their suppoer for the teacher leadership system, the roles thay felt would be beneficial, and the types of teacher leaders they would ba most kkely to ulilize.

A third stakeholder group engaged in the process was parents, students, and community members. Sixteen parents and community members attendad two maetings, which was 59% of those
invited to attend. These meetings had two purpeses. First, aducate community members aboul what the TLC system and how it would benefit the acnuavemen! of all students. Sedond, present
our draft plan and get lnput on the potential strengths and weaknesses, so it could be adjusied based on group feedback.

At our both Spring and fali SIAC meetings, the TLEC program was 2 topic and had unanimous support. The Comimitlee balieved a teacher ieadership program wilt impreve iastauction for studerts,
alfow for better support and retention of new teachers, support verticat alignment of curriculurm, create an environment af sharing expertise, improve professional development, and increase
gocountabitity. Concems mirrorad those of teachers and administators and related to quality teachers out of the classroom, sustainabllity of system if the funding runs out, and catendar issues.

Tha ratas in the TLC plan align to E¢-Co's mission of ensuring each individual achieves his or her leval of educational excellence, Parents, teachers, and administration fee! confident that this is a
strong plan for faunching a teacher teadarship program. They are supportive of the direction of providing leadership oppertunities for taachers, and commilted to doing what is best for the students
in aur district. Our proposad TLG plan will effactively support teacher growth, lead to higher student achievement, and allow the district to batter meet fhe needs of the fulure

Narrative

Using Panrt 2 application narrative from N
Year 17* 0

Part 2 - Describe the vision and goals your schoof district hopes to achieve through the impiementation 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 alse working teward the statewide goals of the system. (5,000 characters maximum)

State Goals:

-affract able/promising new teachers;

-retain effective teachers;

«promote coilaboration among teachers;

seward professional growth and effective teaching; and
-improve student achievement.

Visjon for a High-Quality Plan

The Mission of the Edgewood-Colesburg Community School District is 1o assist and ensure that each student achieves his or her levet of
educational excellence. We know for students to succeed, our teachers must aiso reach their level of educational excellence. The ieacher
leadership program witl make this a pessibility, With a system of supports and ongoing capacity building, ail teachers have the ability to be
tzaders. The best way to improve student achievement is to focus on student learning through improvement in instruction, assessment,
curricuium, climate, and technoiogy.

Qur vision directly aligns with the state’s vision for the teacher teadership program. The state wants to transform the teaching prafession with
greater support and more career opportunities for teachers. This will then create a system with quality implementation where student learning witl
increase, student outcomes will improve, and students will be prepared to be tifelong learners.

i addition to a clear vision for the program, we aise have clear goals that correlate with that of the state. Our number one goal is improving
student learning by strengthening cur instruction. Ed-Co has identified data teams that focus on reading comprehension and math. Each group
studies data fo delermine what interventions or entichment opportunities students should receive. The students are placed in small groups and
served during identified intervention time at the elementary and secondary. These groups are data driven and targeted on specific skills from the
lowa Core.

Vision: Through the retention of effeciive teachers, the ability to attract able/promising new teachers, promaoting collaboration among teachers,
and rewarding professional growth and effective teaching, we will improve student achievement and strengthen CORE instruction in our district,

Our district has adepted a teacher leadership system that addresses the vision established by community members, teachers, district
administrators, and endorsed by the school board. We feef this system is crucial as experienced veteran teachers begin to leave the workforce.
The nead far more coilaboration and a strong teacher leadership system will insure thelr wealth of knowledge is not lost.

District Goal: if we provide a weil supperted system of teacher leadership, offer competitive salaries and deliver iead teachers professional
development, then the CORE will be fully implemerted, teachers’ instruction will improve, and student achievement will be met, By meeting this i
goati the following #ems will occur, which in furn will benefit the disirict.

Initial Results:

1. Aftract highly qualified new teachers by offering competitive starting salaries and providing short-term and long-term professicnal
development and leadership opportunities.
2. Retain effective teachers by providing enhanced career opportunities. Mainiain quality teachers in providing instruction in the classroom,
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3. Promote collaboration through the work of professional learning communities and disirkct initiatives.
4. Reward professional growth and effective teaching by providing pathways for career opportunities that come with increased leadership
responsibilites and involve increased compensation.

Long Term Results:

1. Increase student achievement in reading through the improvement of curdcuium, instruction, assessment, climate, and technology.
2. Increase student achievement in math through the improvement of curriculum, instruction, assessment, climate, and technology.
3. Increase student achievement in science through the improvemend of curriculum, instruction, assessment, climate, and technology.

By July 2015, our district wilt provide competitive salaries to all identified teacher leaders. Implementation measured by documentation that
salaries were paid at the intended level by the date esiablished in the goat.

By Augusi 2015, our district will install new ieadership rofes and systems of support for teacher leaders using Model #3. Review of artifacts will
document that the TLC roles are in place: role descriptions, job descriptions, advertisement for new positions, hiring data, training data, teacher
assignment rosters.

Throughout the 2015-16 schaol year, lead teachers and insfructional coaches will facilitate and lead effective professional leaming opportunities in
our disirict following the buiiding leve! P plan and the iowa Professional Development Model ({PDM). Implementation measured by teacher
teader job descriptions, evidence that quality professional development was accessed by ail teachers. Artifacts: minutes from PD planning
meelings and agendas from professional leaming opportunities.

Throughout the 2015-16 school year, mentor teachers witl promote the growth and development of the beginning teachers to improve student
learning. Resulis measured by mentor/meniee logs and student achievement data,

Throughout the 2015-16 school year through participation in staff development, teachers will gain, refine, and apply skills in the classroom to
improve student learning, Measured by PLC logs/minutes and siudent achievement data.

Through focused researched-based materials (Joliy Phonics) and the implementation of these skills into teaching practices, we have seen
progress in our early childhood fiteracy skills. These improvements can be seen through district Formative Assessment System for Teachers
(FAST) assessment data. Student achievement improvements like this give proof that through focused professionai development, quality staff,
and collaboration, change can be made district-wide.

Using Part 3 application narrative from No
Year 17

Part 3 - Describe how the TLC plan will connect to, support and strengthen the district’s key school improvement structures, processes, and
initiatives such as MT5S, Early Literacy Initiative (ELI), and/or Jowa Core implementation. (5,000 characters maximum}

Edgewood-Colesburg Initiatives:

.

Professional Learning Communities (PLC) - Lead Teachers will provide overali guidance to PLCs in integrating new instructional theories
and strafegies.

Multi-Tier Support System (MTSS/C4K/RTI) Instructional coaches will lead implementation strategies to improve our MTSS instruction
time and assist lead teachers in modeling instructional strategies.

towa Core - Al teacher lsaders will help fo align ali practices with the lowa Core and ensure proper professional development to implement
those efforts.

Technotogy - Lead teachers will model new and best classroom practices, monitoring, and instructing other teachers in those practices.
Relationships {Positive Behavior Intervention Supports, Safe and Supportive Schools) - Lead teachers will review climate data with
PLCs, target areas in need of improvement, and assist in the implementation of stratégles to improve targeted areas,

Standards-Based Grading (S8G) - Lead teachers will research, lead discussions with staff, and develop a plan for implementation of SBG
at the 7-12 grades.

.

N

.

.

With each of these initiatives, we have evaluation procedurss in place that closely align with the lowa Professional Development Model, We
isclate a need in our buiding, enact a research-based sirategy, analyze our results after implementation, then adjust and fry again. In every case,
the district uses a team to analyze the resulis. A variety of teams from the Building Leaderskip Team, 183 team (for culture), or the Math/Literacy
Team at the elementary make these decisions, The data ranges from surveys and electronic data walls to meeting agendas/minutes and
observations.

With our current method of professional development, we are getling “pockets of excellence” By implementing & teacher leader, the success seen
in one group of students can more readily be transferred to other students with the heip of our teacher leaders who have a bird's eye view of the
district as & whole. The teacher leaders will visit classrooms, model with teachers, analyze data, plan district professional development with
administration, and help staff on individual classroom matters,
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Our district has a strong belief that ail teachers are leaders, which is evident in sur wéekly Professional Learning Community {PLC) wark. The
teachers value the collaboration fime in the PLCs, therefore we made the PLC work a priority, Additional improvement and assistance would be
provided by additional teacher leader roles: instructional coaches, lead teachers focused on implementation of PD topics, and maentor teachers.

The basic role of an instructional coach is to increase the instructional capacity of teachers. An instructional coach is one who supports others in
building their teaching skills, assists others in applying new knowledge, and provides ongoing professional development. Lead teachers would
assist in the delivery, training, implementation, and menitoring of the instructional elements of the professional development structures (embedded
professional development and research based professional practices). They will support the instructional leadership of the district regarding all
professional development activifies in regards to curriculum, instruction, assessment, climate and technology. Mentor teachers promote the
growth and development of the beginning teacher to improve student learning. This is accomplished through providing support in guiding new
teachers to enhance their planning, instruction, and content knowledge, Mentors help orlent new teachers to the school community and teaching
in general. Mentors also serve as collegial supports.

Our disfrict's bafief is that quality professional development supports “best teaching praclices,” which translates into Improved student fearning in
all areas. In order to deliver quality professional development to our staff, we feel collaboration in the planning and delivery batween our
fnstructional Coaches, Lead Teachers, and Teacher Mentors is not only beneficial, but crucial. Professional development needs are created under
the umbretia of district goals and leadership (as per the Comprehensive School Improvement Plan, C-Plan).

Using Part 4 application narrative from Ye
Yoar 12° s

Part 4 - Dascribe 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 TIL.C pian wili address these gaps.
(5,000 characters maximum)

Past Requirements for Mentoring in our distriet

Currently, the school mentoring plan in the djstrict isn’t as structured as needed. It does not have timelines in place, nor the accountability buist in each quartes for the
mentesimentor’s expectations. The district has been fortunate to utilize highly effective people in our buildings, but needs & more vatid and relisble system. The grant provides
fnding for time the mentor and mertee will collaborate, as well as compensates staff who step up to ake on leadership responsibitities,

Mentoring Philesophy

Teaching is ene of the few professions where those in entry-level positions have the same workload, must meet the same standards, and have very near to the same expectations
as the veterans, Many times this happens with no more training than is received from their undergraduate work. This may be one reason that 3o many teachers arc leaving the
field. According to researchers, almost one~third of teachess leave the profession within the first three yeass and stress may be to blame for so many opting out of the profession
so carly. In order to try and stop some of this bemarrhaging, we need to have more supports in place for novice teachers,

A formal induction and mentoring program improves not enly the practices of noviee teachers but also the practices of the mentors, According to a research study on the
mentoring programs, novice teachers felt more supperted and were more reflective on their teaching practices, On the flip side, the mentors, through coaching the novice
teachers, also became more reflective on their own practices and made necessary changes to their teaching techniques.

NEW Requirements for Mentoring

The dismict wilt inform: eligible staff of the mentor vacancies. Within one week, interested persons should submit a letter of application to the principal. The building
administrator will place (whenever possible} beginning teachers with mentors who serve in the same building. A mentor shall have no more than one beginning teachar assigned
to him/her at 2 time, unless there are no othér alternatives, The district has the right to reject any or ail applications.

Teachers may go through an application and interview process with the building administrator. Those teachers considered shall have demonstrated the fotlowing:

« A minimum of four years of exemplary classroom teaching
Evidence of commitinent to students’ academic success

A commitment to teaching excelience

Strong interpersonal and communication skilis

The abifity to work with aduits

Effective coaching skills and scheduling flexibility

A positive role model

Practices the fowa Teaching Standards

-

.

Timeling for Duties: Year i
Surnmer:

« Make fnitiaf contact with mentee.
* Beavailable (through enail or phone) to answer any questions they may have before arriving,

Quarter 1:

.

All mentors, mentees, and administration will weet for one £l day prior to the first contract day.

Be with mentee during alf staff meetings and debrief after each.

Help prepare them for the first week with students,

During the first two weeks of schoot, the mentor will have daily, informai contact with the mentee,

One formal meeting will take place each week lasting 45-60 minutes each (before/after school, or dusing common prep). Administration will work with both teachers to
fird time during contract hours. ’

Mentor and mentee must attend a sehool board meeting together.

.

.
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« Mentor will observe menise followed by a post-observation meeting using template provided by district.
v Mentee will observe mentor followed by a post-observation meeting, Coverage for these observations will be provided by the administration.
+ Mentor and mentee must keep logs to document contact during the year,

Quarter 2:
* Repeat sequirements (formal meeting, cbservations, post-observation mestings, logs)
Quarter 3;

= Repeat requirements (formal meeting, observations, post-observation meetings, logs)
* Guide mentee on development of professional waching pertfolio.

Quarter 4:

* Repeat requiresnents (fonnal meeting, observations, post-observation mectings, Togs)

» Continue mentee’s work on professional teaching pertfolio,

+ Assist in end of year wrap-up including inventory and requisition fonns.

* Atthe end of the first year, then again at the end of the second, the mentor and menstee will meet with the building principal 1o discuss the merits of the mentor program,
ag weli as recommended changes.

Year 2: Repeat requirements (formal meeting, observations, post-observation meetings, logs}. Additional duties include the completion of the professional 1eaching portfolio in
March,

1 additional years of mentoring are nceded for a new teacher, the district would extend the mentoring reguirement in house to ensure the proper support. Funding would offsct

the cost of a mentor needed for a third year teacher and beyond. The TLC funding would also help compensate teachers who plan and lead &l day trainings to staff. Any snbs
browght into the building to cover for feachers who are planning PD, mentoring or following through on Lead Teacher requirements will also be covered with the TLC funds.

Narrative

Using Part § application narrative from No
Year 17°

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

bj A deseription of how each of the new roles fit together, as well as with any existing teacher leadership roles, o create a eoherent instructional improvement
strategy that will strengthen instrustion and improve student learning and student achievernent throughout the district.

Our district has a strong befief that ali teachers have the capacity to be leaders with a system of supporis and ongoing capacily building, which is
evident in our weekly Professional Learning Community {P1.C) work. The teachers value the collaboration time in the PLCs, therefore we have
made the PLC work a priority. After conducting extensive cutreach with various stakeholders, evaluating the needs of the district, and studying
leadership systems throughout the country, we determinad three teacher leadership roles would enhance our current process: instructional
coaches, lead teachers, and mentor feachers.

Our current feaching contract has eight days that are devoted fo improving Instruction and student achievement through PLC participation. Along
with the additionaf lime for PLG colizboration, our staff also felt there was room for additionat improvement and assistance could be provided by
additional teacher izader roles: instructionat coaches, lead leachers, and mentor teachers. The teachers look forward to the additional
coliaborative time to improve instruction, 88% indicate a positive benefit to coltaboration fime. 51% are willing to fuifill the lsad teacher roles. 24%
are interested in the instructional coaching positions.

TITLE: Instructional Coach

(2 total: 1 at elementary; 1 at secondary. Released from teaching assighment 50% of day) Fach coach will receive 6,440 for 10 additional days
and time above the usual contracted time.

SUMMARY OF JOB DESCRIPTION: The basic rofe of an instructional coach is to increase the instructionat capacity of teachers. An instructional
coach is one who supports others in building their teaching skills, assists others in applying new knowledge, and provides ongoing professional
development.

ESSENTIAL JOB ELEMENTS:

1. Helps colleagues by sharing instructional and professionat resources, i.e., web sites, instructional materials, readings, articles, books,
lesson or unit plans, assessment tools, etc.

2. Helps colleagues select and implement effective teaching strategies and studies how studenis respond.

3. Provides ideas for differentiating instruciion and planning lessons in partnership with fellow teachers,

4. Works inside classrooms to help teachers implement new ideas, demonstrates lessons, engages in co-leaching, cbserving, and giving
feedback (or having a coaching dialog).

5. Supporis ongoing coflective ieaming so leachers focus on practices that directly improve student learning,
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6. Leads feams to coligct and analyze data to make decisions related to professional growth and school-wide action research.
7. Assists with selecting PD content (best instructional practices) and seeks and shares knowledge about theories, research, and effective
praciices in adult learning. )
8. Works collaboratively with Teacher Quality Commitiee and other committess to advance a collective responsibility for building capacity of
teachars and articuiating the link between professional learning and siudent learning.
9. Helps administrators and teachers to keep the focus on teaching, learning, and continuous improvement.
10. Designs and defivers training (Theory, Demonsirations, Practice, and Collaboration}.
11. Heips structure opporiunities for teachers to practice newly learnad skills with peers in the workshop setting and in classrooms.
12. Leads conversations to engage peers in analyzing and using data to strengthen instruction.
13. Implements appropriate learming designs and invites teachers into their classrooms to cbserve, co-teach, collect data, etc.
14, Shares knowledge about the selection of appropriate learming strategies and how to implement these in the classroom.
15, Models how to plan instruction on the basis of formative and summative data and to continuously assess progress.
16. Meats reguiarly with other instructionat coaches and attends AEA trainings to expand knowledge,
17. Collaborates with administration on needs of the district.

TITLE: Lead Teacher

Each Lead Teacher will recaive $3,200 for 10 additional days.

SUMMARY OF JOB DESCRIPTION: To assist in the delivery, training, impiementation and monitoring of the instructional elements of the
professional development structires (embedded professional development and research based professionat practices). Support the instructional
leadership of the district regarding all professicnal development activities in regdrds to curriculi:m; instruction, assessment, climate and
technology.

1. Facifitate and plan professional development activities.

2. Assist with using data to determine needs/direction of district.

3. Assistin the long-range planning (organizing, developing, communicating, updating, conducting} of professional development activities,
4, Designs and delivers training (Theoty, Demaenstrations, Practice, and Collaboration)

5. Helps structure opportunities for teachers to practice newly learned skills with peers in the workshop setting and in classrooms.

6. Participate in the development and enhancement of a district-wide culture that promotes professionat growth and student learming.

TITLE: Mentor Teacher

Each Mentor Teacher will receive $1,500 for additional time above usual contracted time,

SUMMARY OF JOB DESCRIPTION: To promote the growth and development of the beginning teacher to improve student learning. This is
accomplished through providing support in guiding new teachers to enhanee their planning, instruction, and content knowledge. Mentors help
orient new teachers to the school community and teaching in general.

ESSENTIAL JOB ELEMENTS:

1. Assesses skills and neads (both initially and dngoeing) of feachers new to the district and o profession for the puspose of ensuring

appropriate assistance and strategies for identified mentoring activities. '

2. Builds relationships with new teachers in the district for the purpose of establishing an envirenment of trust and collaboration.

3. Coaches and assists new teachers with teaching strategies, lesson planning, classroom management and identification of curricutum

resources for the purpese of improving instruction and helping new teachers become successful.

4. Collaborate with other menters and instructional coaches for the purpose of constructing exemplary lessons; identifying professionat
development needs of staff, and planning and coordinating professicnal development opporiunities linked to changes in curricuium and
teacher needs.

. Models professionalism at all times for the purpose of demonstrating expectad behaviors and actions of teachers.

. Crients new teachers to mentor program such as responsibifities, schedules, and policies with regard to involvement with students,

7. Participates in meelings, workshops, trainings, and seminars for the purpose of conveying andf/or gathering information required to perform

functions.

8. Prepares a variety of written materials (e.9. newsletters, brochures, lesson plans, memos, lefters, etc.) for the purpose of documenting

activities and/or conveying information.

9. Prepares lesson plans on a variety of subject maiter, models and teaches lessons for the purpose of demonstrating best practices in

instruction, planning and classroom management,

Our district’s bellef is that quality professional development supporis “best teaching practices,” which franslates into improved student [earning in
all areas. In order {o deliver quality professional development to our sta¥, we feel collaboration in the planning and delivery between our
Instructional Coaches, Lead Teachers, and Mentor Teachers is not only beneficial, but crucial. Professionai development needs are created under
the umbrella of district goals and {eadership {as per the Comprehensive School Improvement Plan, C-Plan).

Using Part § application narrative from No
Year 17*

Part 6 - Bescribe 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,

k) Prior demonstrated prefessional growth.
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For a successful plan, effective teacher leaders (instructional coaches, lead teachers, and mentors) must be & top priority. The Edgewood-
Colesburg selection team will be made up of four teachers (iwo from each building) and three administrators that will accept, review and score
applications for assignment/reassigrment to alf teacher leadership roles and make recommendations to the superintendent. This will be done
using a district-developed rubric. Teachers assigned to a leadership role must have at least three years of teaching experience and at least one
year of experience in the schoo! district.

The sefection process will consist of a completed application and an inferview with the selection team focusing on Teacher Effectiveness and
Professional Growih. The completed application will include: a letter highlighting candidate’s accomplishments with teaching and why they are
seeking this position, a current resume, the past two years of their individual Professional Development Plan, updated staff profile, and their most
recent feacher evaluation completed by district administralor based on the lowa Teaching Standards.

Criteria for Teacher Effectiveness

1. Lesson Planning: Lesson indicales several dimensions of insiructional effectiveness including engagement strategies, formative
assessments, flexibility and responsiveness providing an appropriate leve! of cognifive challenge.

2. Engagement of Students: Students are inlellectually engaged in chailengmg content and can clearly amcuiate what {hey are iearning and
why it's important.

3. Responsive and Flexible Teaching Strategies: Teacher enhances {earing by ad;ustzng Instruction when needed and implemeﬂtat
closely aligned with the MTSS model.

4. Assessing Student Learning: Formative assessments are used regularly to dlagnose avidence of Iearnlng and instruction is adjusted and
differentiated fo address individual student misunderstandings.

5. Clear Communication: The teacher links the instructional purposes of the fesson to student interests; the directions and procedures are
ciear and anticipate possible student misunderstanding.

6. Strong Questioning/Discussion Techniques: A variety of high qualily questions/prompts are used to chalienge siudents,

Criteria for Professional Growth

i. Engagement as a Teacher Leader: Applicani is an accomplished teacher leader who works in collaboration with other teacher leaders.
Articulation of Effective Teaching: Applicant can effectively communicaie pedagegical effectiveness and practice to varied audiences,
3. Articulation of Teacher Leader: Applicant is insightful about instructional ceaching, demonstrating knowledge of experiences and
responsibilities of current instructional coaches.
4. Knowledge of PLC's work: Applicant is a leader within the current PLC and is aware of PLC’s work in a broader capacity and/or has an
interest in and a willingness to leam more,
5. Ability to Synthesize & Use Evidence: Applicani makes a clear, concise, and compelling case for ideas white utilizing a number of
rescurcas io substanliate ideas.
8, Ability to Balance Diverse Perspectives: Applicant can articulate more than one point of view in an unbiased and thoughtiul manner,
7. Ability to Grow Capacity: Applicant demonstrates a willingness In strengthening a wide variety of skilis and responds positively to
feedback and constructive criticism.
8. Content Knowledge: Applicant displays knowledge, skills, and experience refated to the five district focus topics (curriculum, instruction,
assessment, climaie and technology).
9. Connection of Policy to Practice: Applicant demonstrates commitment to ongeing learning in the five district focus topics, and synthesis
of that leaming with his/her practice as a classroom teacher AND as a teacher leader.
10. Potential to Spread Expertise; Applicant shows a willingness and ability to connect PLC communities and share ideas.
11. Awareness of Network: Applicant is highly conscious of the district's missior/vision and werk as an organization and as a network of
teacher leaders, including by not limited to, the work in the PLCs with he/she is most connected.
12. Efficacy: Applicant has the capacity to make a difference through his work and is willing {o take the responsibility to do so.
13. Craftsmanship: Applicant can continually perfect histher craft, and is wifling to work toward excelience and pursue ongeing learning.
14. Consciousness: Applicant knows what and how hefshe is thinking about hisfher work in the moment and is willing to be aware of his/her
actions and their effects.
15. Interdependence: Applicant knows thai hefshe will benefit from his/her participation in, contributions te and receipt of professional
relationships, and is willing to create and change relationships to benefit histher work.

Annual Review of Assignment:

Once selected, individual plans and goais will be established within individua! professional development plans for each teacher leader. Data will
be collected through refiections, observations, and surveys around the teacher's effectiveness in working with adults, communication,
collaboration, content and pedagogical knowledge, as well as systems thinking in relation to their respective teacher leader position, Student
learning data wil also be colfected and reviewed io determine the teacher ieader’s impact on teacher effectiveness in relation to student learning.
The teacher leader will do quarterly self-evaluation and refiections on histher effectiveness in the assigned position. This information will be used
in coliaboration with the administrator to evaluate the overall effectiveness of the individual in the teacher leader role throughout the year. Reguiar
and timely feedback provided fo the teacher leader by staff and administration: along with personal reflections will help provide the suppert and
ongoing data neaded to perform at the highest level. A teacher who completes the time period of assignment to a leadership role may apply for
assignment in a new leadership role or for reassignmert to that role.

Narrative

Using Part 7 application narrative from N
Year 17* o
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Part 7 - Dascribe how the TLC plan will utilize teacher leaders to lmprove the district’s current professional deveiopment 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 devefopment.
b} A description of how the district's TLC plan aligns with and incorporates the key elements of the fowa Professional Development Mode! (IFDM).

Click hera To access the lowa Professional Development Model page.

One of the operé;ing principles of the lowa Professional Development Model {(IPDM) is that teadership must be distributed if it is to be truly
effective. Our teacher leadership system design takes this pnnmple to heart by making teacher ieaders the backbone of our professicnal
deveiopment system.

Teacher leaders, with guidance from administrators and Building Leadership Tearns, will be primarily responsible for planning and implementing
professional develepment. Although not alt teacher jeaders will be responsible for the delivery of professional development, their input and
expertise will be sought and utilized. They will use the IPDM Cycle of Professional Development in their planning for professional development
and as a guide for their work with feachers.

The District currently uses Professicnal Learning Communities to improve instruction and increase student learning. The teachers value the
collaboration time in the PLCs, therefore we have made the PLC work a priority. Qur current teaching contract has eight days that are devoted o
improving sns%ruchcn and student achievement through PLC participation.

With our current method of professional development, we are getling "peckets of excelience”. By implementing a teacher leader, the success seen
in one group of students can more readily be transferred to other students with the heip of our teacher leaders whe have a bird's eye view of the
district as a whole. The teacher leaders will visit classeooms, debrief fo address teacher questions and implementation strategies with teachers,
analyze data, plan district professional development with administration, as weli as help siaff in their individual ciassrooms.

Along with the additional fime for collaboration that the TLC funding would provide, our staff deiermined there was room for additional
imprevement in classroom instructional fechniques and assisiance could be prov;ded by the additional teacher leader rofes: insiructional coaches,
lead teachers, and mentor teachers.

The ultimate role of an instructional coach is to increase the instructional capacity of teachers. An instructional coach is one who supports others
in building thelr teaching skils and assists others in applying new knowledge, The parson chosen for this position wilt pravide ongoing
professionat development to teachers in the areas needing to be developed all white supporting the professional development provided by the
district.

Lead teachers would assist in the delivery, training, implementation and monitoring of the instructionat elements of the professional develepment
structures (embedded professional development and research based professional practices). He/she will be a key piayer in all building
professional development activities in regards to curricufum, instruction, assessment, climate and technology. Lead teachers will assist with using
data fo determine needs, coordinate with instructional coach te design and dehver fraining, and provide opportunities for teachers to practice new
skills.

Mentor teachers promote the growth and development of the beginning teacher o improve student leaming. This is accomplished through
providing support in guiding new teachers to enhance their planning, instruction, and content knowledge. Mentors help orient new teachers to the
schoot community and teaching in general. One avenue to doing this is through professianal development. The support and instruction given by
the teacher mentor will be a director extension of the professional development accurring in the building.

With each of these initiatives, we have evatuation procedures in place that closely align with the lowa Professional Development Model. We
look at a need in our building, set a goal, enact a research-based strategy, analyze our results, then adjust and redefine our goal. In every case,
the district uses a team to analyze these results. A variety of teams from the Building Leadership Teams, MTSS, IS3 team (for culture at the high
school), or the Math/Literacy Team at the elementary make these decisions. The data used ranges from surveys and eiectronic data walis to
meeting agendas/minutes and chservations.

Staff alse improves instruction as individuals or as a team through working towards goals on their Individual Teacher Professional Development
Plan. These SMART goals are based on needs that were determinad from review of student data, results of past professional development as
well as building and district goais,

Using the teacher leaders will enable the district to provide coherent, coordinated, high-quality professional development in a variety of settings
and with a variety of fevels of support to meet the needs of teachers and the high standards lald out in the lowa Professional Development Model.
Our district’s belief is that quality professional development supports “best teaching practices,” which translates into improved siudent lsarning in
alt areas. In order {o deliver quality professional devalopment {o our staff, we feet collaboration in the planning and delivery between our
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Instructionat Coaches and Lead Teachers is not only beneficial, but crucial, Professional development needs are created under the umbrellz of
district goals and leadership {as per the Compreharisive School Improvement Plan).

Using Part 8 application narrative from Mo
Year 17

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

a) A description of haw the district will determine the impactieffectiveness of the TLC plan, including shartterm and the long-term measures.

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

To ensuré fidelity 1o and 10 discem the benelits of the TLC system, Ed-Co designed into our framework a system of evaluation that allows for both the output and outcome data. This data will détermine the
jmpact and effeetiveness of the TLO system on both district and siate TLC poals and atlow for adjestments when necessary.

Goals:

. Attract and rotain highly qualified teachers by offering competitive salaries, robust professional development and a variety of feadership opportunitics.

. Maintain quality teachers in providing isstruction in the classroom,

| Promote coilaboration by developing and supporting opportunities for teachers in schools and scheal disisiets statewide 1o leam from each other.

. Reward professional growth and effective feaching by providing pathways for carcer opportunitics that come with increased feadership sesponsibilities and invoive inoreased compensation.
. Imerease stodent achicvement in 1) roading, 2) math, and 3) scignce through the improvement of curriculom, instruction, assessment, <limate and technology.

[ET NP

€Goal 1 Atract and rewin highly quatificd teachers by offering competitive salarivs, robust professional development aad 2 variety of leadership opportunitics.
Immediale Measures:
« Minimpm salary of $33,500 for aff staff
+ Define role &csmpuons and job deccn;}(ions
+ Teacher leadership positions with d i d ibiditicy for our most cffeerive leachers through a rigorous sclection and feview process.
On-poing Measures:
+ Weckly review of PLC logs
Feedback from monthly memor/mentee moetings
Number of successiul performance evaluations at end of year two
Retention of new teachurs over time
Uy 10 25% of teackers in a leadeship role.
% of teacher leaders and other staff who report an incréase in job satisfaction,

Goal 2: Maintain quality teachers in providing instruction in the classroom,
Tmmediate Measures:

« Ensure highly quatified staff are i all posmonc
Gn-going Mensures;

« Teacher evaluations

+ % of teacher Jeaders and other staff who report an incercase in job satisfaction

Goal 3: Promote collaboration by developing and suppozting opporiunities for wachers in schools and school districts statewide to feam from each other.
{mmediate Mensures:

- Struchure in place to accommadats poer observations
Ob-going Measures:

» {Quarterly observations of model teachers

+ Minutes review of PLC mectings

+ Walk-through dala relating to D

Goul 4: Rewwrd professional growth and cffective teaching by providing pathways for career opportunities that come with i d leadership responsibilities and involve § d comp
Taemediale Measnres:
- Ensure that at least 25% of staff are in teacher Joadership positions

On-going Measeres
+ Review pumber of stafl in leadership roles
+ Promote professional opportanities that develop jeadership skills

Goai 5: Inczease studem achiovement in 1) reading, 2) math, and 3} seience through the inprovement of cuviculum, instruction, assessment, climate and technoloy.
Immediate Measures:
+ MAP Testing
v Fowa ASsossments
FAST assessments !
+ Common formative nssessments,

On-going Measures:

"Trends and results in MAP Tosting, Jowa A , tod FAST asse

Cemmon formative nssessments

Swdent perecplion surveys

Suspension, office {discipline) refermls, dropoul, graduation, and bullying prevestion data.

Monitoring spd Adjusting the Plan:
Momhl\ meetings and on+ 0ing data cottection will ensurc TLC goals ars aligned with changing nceds, Manitoring will take place through ongmng comerunication between teachers, teacher leaders, and

's. District ad wil] monitor the needs of leacher leaders and pm\'lde SUppORts to easure their sucess, I H e and type of colleboration with tcachers and mentces
will drive fiese data-based conversations steng with reflection, chservations and conlinuts dialogus wgarding the effectiveness of the TLC ;;!an Annual p:rfurmanu cvaiuations will measure teachers’ effectivencss

and growth,

1ot Byt di

TLE system goaks will be analyzed annually based on data gathered from student achiovement, solCassissments, recruitment and retention data, surveys, and minates from ings with
Teadership wams will revise job descriptions and responsibilities for wwacher leador roles based on identified needs.
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$rolierld

Faedback received from informal conversations, surveys, and schedufed tings with cd and will provide data 10 measure the impact and effectiveness of the TLC program,
¥ : P prog

Using Part 9 application narrative from No
Year 174

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 systemicatly as a part of the district’s schoot
improvement efforts including descriptions of the roles and responsihifities of district personnel responsible for ensaring the success of the
plan. (5,000 characters maximum}) .

Qur district has a strong belief that all teachers are leaders at various time during each school year. One way this is evident is in our weekly
Professional Learning Community (PLC} work. The teachers value the collaboration time in the PLCs, therefore we have made PLCs a priority.
Cur current teaching confract has eight full days that are devoted fo improving instruction as well as the weekly PLC participation focused on
student achievement, .

Current Infrastructure

Pi.Cs are in place for coliaborative fearning

50% of staff have attended three day national PLC Institute during the past two summers
98% of staff wish to participate in the additionat coliaboration time ‘

51% are wiliing to fulfifl the lead teacher responsibiiities

24% are inferested in the instructionai coaching positions

Multiple committees afready devaioped and utilized in the shared decision making process in both buildings as well as district

Capacity to lmplement Plan (based on past successes)
The TLC plan will support current initiatives - MTSS, PBIS, SWVPP, 1:1 technology, standard based grading and lowa CORE atignment.

Qur building leadership teams are on a rotation every two years which increases staff understanding and helps build the team approach to all our
initiatives.

Qur PLC's share learning enhancing the implementation in other classrooms.

Systematic Approach

In sustaining the TLC plan, the analysis of data will be crucial. The AEA currently provides support in Building Leadership Teams. The ouside
evaluation and influence of the AEA will provide guidance to selecting and reviewing the most valuable data. The lowa Professionad Development
Model currently quides our professicnal development and cur PLC process is the vehicle for continuous improvement. Our PLCs evalate
student data, seek collaborative solutions, learn and implement researched based sirategies and reevaluate. This process will also aIEow us to
evaluate if our TLC plan is being successtully implemented or if there needs to be modifications

The data found by the teacher leaders will be reportad out to PLC and PD teams in each building regularly, school board members quarterly and
the SIAC community group annually. Annual surveys will be administered 1o initial and career teachers, mentors and mentees, administrators, and
Building Leadership Teams for the purpose of collecting feedback on the success of the TLC plan. The selection committee will annually review
data to determine the productivity of each coach, menior and lead teacher before recommending {eachers for leadership positions for the next
year. This includes but is not limited to;

« Data from lowa Assessmenis, FAST, MAP, MTSS, PBIS, Clarity survey, mentor surveys
+ Logs of PLC team meetings and results of efforts
+ Logs of teacher observations/meetings

All of our district teacher leader roles (instructional coaches, lead teachers, and mentor teachers) will require support through the AEA. We
ptan to work with the AEA and other districts to provide fearning opportunities for our instructional coaches and make it an embedded process in
our district using Jim Knight's Instructional Coaching methodology. The District and AEA work together on improving instruction on many
initiatives afready. The AEA will continue to support and provide the additional experiise to make our initiatives successful.

Grant Allocation

amended budaet witl be submitied if the apotication s spproved,

To erder the district’s certified enrofiment number, selecl "Edit” 2 the {op of the screen. Once the enraliment field is complated, select "Save” to view the Grant Aliocation. Then
erfer the Budget ltems and Other Budget Uses in the space provided.

Certified Enrcliment Number* 414.0
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The distizt enroliment-based allocation is equal (o the cerified enroliment number x $308.82.
District Enraliment-Based Allocation $127,851.48
Total Allocation $127.851.48

Part 10 - Budget ftems

Amount Budgseted
$13.223.28
$53,603 48

Use of TLC Funds
Amounlt used to raise the minimum saiary to $33,500.
Armount designated to fund the salary supplements for leachars in leadership roles.

Amount 1o cover the costs for the time teachers in leadership roles are not providing direct instructionina

classroom and to cover the cosis when teachers are oul of their classroom to observe or codeach wilh $51,024.75
ancther leacher (e.g. biring emeritus, parl-time, or full-time teachers).

Armount used {o provide professionat development related to the leadership pathways,

Amount used lo cover other costs associated with the approved leacher leadership and compensation plan,

These costs must be ifemized and described below and be approved by the lowa Deparfment of Educafion grior $0.00
to implementation of your plan.

$10,000.00

Totals $127,851.48

Other Budgeted Uses - Description
{tem description Amount budgeted
$0.00

Total Aflocation Budgeted

Total Frojected Amount 1o be
Expended $127,851.48

I the amowurd shown below is (negative), he sum lotal of the doltar amounts budgeted exceeds the enroliment-based allocation,

Remaining Allocation to be Budgeted $0.00

Budget Alignment

ising Part 10 application narrative from N
Year 12 ¢

Describe how the TLC budget is aligned to the school district's goals for the proposed TLC system, The budget narrative should make ¢lear connections befween
costs, roles and goals, {5,000 characters maximurrt}

The vision for the Ed-Co Teacher Leadership and Compensations (TLC) plan strengthens and exfends the disérict mission to assisf and ensure thaf
each individual achieves his or her level of educational excellence. Leadership opportunities provided by grant funding will increase the
effectiveness of aligning instructional practices 1o the lowa Core, Multi-Tiered System of Supporis, and early literacy. Implementing the TL.C plan
allows principals and feacher leaders to foster and grow a culiure for teachers and students where learning is pursued, supported, expected, and
celebrated by all. The budget for the Ed-Co TLC will be used to supplement pay of teacher leaders, hire new staff to cover instructionai class time
for teacher leaders removed from fuli-time classroom loads, and fo provide prefessional development for teacher leaders,

The budget illustrated below outlines the plan investing in the Ed-Co TLC program and opportunities for 30% of the teaching staff. The funding will
be used over the 2015-16 fiscal vear. Ed-Co's certified enroliment of 414 generated a budget total of $127 851, Specifically, the TLC budget will
fund Insiructional Ceaches, Lead Teachers, and Mentor Teacher ieaders,

Qur local data with disiict goals determined the leadership positions that are outlined i our proposal. A budget narrative and proposed budget
that aligns with vision and goals outling in the plan are below:
1. $13,223.25 has been estimated to meet one of the five "must haves’ of the Ed-Co TLC plan of ensuring all fuli-time teachers have a

minimum salary of $33,500. Currently, Ed-Co offers full ime {eachers a minimum salary of $28,825.00. This minimum is caloulated by using
our Ed-Co base salary and the addition of Teacher Quality funds. This increase will be ancther incentive for new teachers to join our district.

2. $55,603.48 has been allocated fo fund the salary supplements for teachars in leadership roles. This amount includes salary and benefits.,
Each ieadership position supported through TLC funding will be hired using the rigorous selection process detailed in part 6 of this grant.

The plan includes the following:
1. Instructional Coaches (One at each level: .5 FTE K6 and .5 FTE 7-12). Each coach will receive $6,446 for 10 additional days and

time above the usual contracted time,
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= Support ;mplementa:xon of besteffective pzachce through observation, modeilng co-planning, team teaching, and providing
ongoing support,

= Agsist in professionai development design and delivery with an emphasis on siudent data analysis , identifi catlon of areas for
improvement within core insfruction, investigation of researched-based s!rateg:es to increase student learning and teacher
effectiveness.

« 50% time leadership responshilities and 50% classroom responsibilities.

2. lead Teachers (8} Each Lead Teacher will receive $3,200 for 10 additional days.

.

Serve as a "lead” member facilitating 1 of 8 PLC teams.

Assist in professional development related to implementation of district Inittatives.

Assist in professional development by providing support to initial feachers in district implementation of district initiatives.

Provide individualized mentoring to inifial teachers for two years by supporting quality teaching, improving content and pedagogical
knowledge of initfal teacher.

.

.

.

3. Mentor Teachers (5) Each Mentor Teacher will receive $1,500 for additional time above usual coniracted time.

3. $51,024.75 is earmarked for covering the cosis for the time teachers in leadership roles are not providing direct instruction in 2 classroom
and tc cover the cost when teachers are out of their classroom to observe, and co-igach with ancther teacher,
1. In order to allow the Instruction Coach{es) the time necessary to fulfill the job responsibilities, the district will need to hire an additional
employee fo fill the position vacated by the teachers taking on the Instructional Coach roles, $45,234 is aliocated for this position.
2. $5,790 is allocated for substitute teachers when teachers are out of their classroom to cbserve, model, and mentor with other
teachers. This is the area where additional funding streams or grant funds may be transferred to make program more successful.

4, The approximate amount used to provide professional development related to the leadership pathways wili be $10,000.
1. The district plans to partner with Keystone AEA and neighboring districts to provide feacher leadership fraining using Jim Knight's
Instructional Coaching,
2. The district also plans {o continue with attendance at the natienal PLC Institute in Minnesota. Appfoxlmataiy 50% of our staff have
attended.

5. No furds $0 have been budgeted to cover the other cost asscciated with the approved TL.C plan.

If we have professional development that is aligned, differentiated, and of appropriate intensity, then instruction provided to each student will be
engaging, meaningful, personatized, rigorous, and cognitively demanding. The goal of the proposed teacher leadership maodel is to improve the
quality and responsiveness of professional learning opportunities for staff and improve instruction through the implementation of various district
strategies and initiatives. If we establish distributed leadership opportunities that provide quality P to support personalized fearning, reward
professional growth and effectiva teaching, then we will attract and retain qualily teachers, improve studen{ learning, and make Ed-Co Schools a
learning environment in which everyone wants 1o join. We are committed to providing 2 personalized iearning system at Ed-Co.

Assurances

Please check each of the boxes below, Your plan will not be considered for approval uness each of the boxes are checked, indicating your
agreement to meet these requirements.

Minimum Satary — The school district
will have a minimum salary of $33,500  Yes
for all full-time teachers.”

Selection Committae —~ 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 shali make recommendations
regarding the applications to the
superintendent of the school district”

Yas

Taacher Leader Percentage — The
district will demonstrate a good-faith
effort to attain participation by 25
parcent of the teacher workforce in
teacher leadership rales beyond the
initial and career feacher levels.”

Teacher Compensation — A teacher
employed in a schoal district shall not
receive less compensation in that
disirict than the teacher received in the
school year precading impiementation
of the district’s TLC plan*

Aputicability - the framework or Yas
comparable system shalt be appticable

Yes

Yes

https://www.iowagrants.gov/getApplicationProposal.do?documentPk=1412193401238&...  12/18/2014
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to teachers in every attendanse center ]
operated by fhe school district.* g

Return to tap';:

|
|

lowa.gov — The Official Website of the State of lowa, Dulies Technology Pariners inc,
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