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Abstract/ Executive Summary

Pravide an everview of the school district's proposed Teacher Leadership and Compensation (TLC) plan. This summary should highlight your vision and goals and
describe how the primary compoenents of the pan connect to one another, (5,000 characters maximumy

Located in Humboldt County in nesth central lowa, the Mumboldt Community School District {HCSD) and Twin Rivers Schools (TR) have
stable school pepulations of 1391 and 71 respectively, and an increasing number of at-risk, special education, English Language Learner, and
low socioeconomic status students. Both districts srive to have high-performing schools fike Humboldt's Taft Elementary, which was recently
awarded 2013 Blue Ribbon Schools recognition. In 2011, the districts began a 6-12 Whole Grade Sharing Agreement focused on improving
student achievement through positive relationship building and data-driven decision-making. Their partnership includes sharing staff,
stakeholders, professional development initiatives, and curriculum. Therefore, they decided to apply for the Teacher Leadership arx
Compensation (TLC) grant as a consortium in arder to expand and enhance their parinership with shared feacher-leaders.

Student achievement at HCSD-TR is consistently above the state average, due in large part to a committed staff and district initiatives that
have been successful. Teacher-leaders are already embedded info the disiricts’ professional development (PD): ten teacher curriculsm
lzaders and four teacher Authentic Intellectuat Work (ARY) coaches help plan and facilitate PD despite state funding losses in both areas.
Onaoing Teacher Quality sessions, led by teachers, provide additional growth opportunities for teachers and also demonstrate their
commitment {o leadership and learning.

Even so, there is a sense of urgency for additional leadership roles and enhancements because of the foliowing teacher support neads:
+ 1A Core implementation

+ 1:1 technology (the MS will be 1:1 next year, with the other buildings phased in until 2017}

* Reversing the slight decline in IHeracy scores

* Needs for differentiation due to changing demographics

* Developing conceptuat units to improve tasks, student work, and instruction using AIW

To focus its endeavors, the consortium’s TLC commitiee decided to use Madel 3-Comparable Plan, set goais, and sought stakehclder input.
The goals are as follows: . ‘

+ To write a comprehensive TLC plan tied to the districts’ vision and goals that enhances the current P system, aligns with the lowa
Professional Development Model, and improves the quality of instruction to increase student achievement

+ To assure a minimum salary of $33,500 for ali HCSDYTR teachers

« To collect information: from alt stakeholders in order to develop and prioritize a list of district needs, as well as measure the success of the
program

» To utilize qualitative and quantitative data to establish differentiated, meaningful teacher leadarship roles that meet teachers’ professionat
needs at TR, Mease, and Taft Elementary; Humboidt Middle School; Humbeldt High School; and the Allernative Learning Program for
the Humboldt Area

= To provide a quality teacher leadership system enabling HCSD and TR to recruit, retain, and promote excellent teachers

« To create a TLC system that would provide compensation commensurate with teacher-leaders’ responsibilities and extended contract
days

« To create a rigorous selection process, streamlined renewal process, and accompanying evaluation system io monitor the
implementation of the TLC plan

+ Ta enhance current teacher leadership roles and add additional teacher-leader positions

The TLC committee's efforts resuited in 30 HCSD—TR new or enhanced teacher-leader rotes: 10 Curriculum Leaders, 5 Technology
Inteqrationists, 5 Mentors, 4 General Instructional Coaches (well-versed in AW, differentiation, and generat best ractice), 3 Liferacy Coaches,
1C Specialized instructional Coach (strong in strategies weli-suited for at-risk, low SES, and ELL students), 1 Data Ceach, and 1 Mentor

aordinator, ’ .

The 30 leadership positions will be offered to the consortium’s 110 teachers. A TLC Site-Based Review Council will consider candidates
based on their past practice, leadership experience, and propensity for professional growth in a rigorous selection nrocess. Teacher leader
evaluations will be based on five essential leadership fraits aligned to the lowa Teaching Standards: content knowledge and pedagogy,
facilitation skilfs, use of implementation data and analysis, dispositions and core beliefs, and reflective capacity.

Compensétion far the teacher-leader roles will be commensurate with their responsibifities. The consortium’s budget allots 2% for the
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salary increase of HCSD {eachers on the lowest two stepsfianes of the salary schedule (TR already meets minimum salary}, 23% for salary
teacherdeader supplements; 70% for fuil/part-time replacement staff compensation; 1% for related expenses; and 4% for PD opportunities
aligned with annuat feacher ieadership goals.

The TL.C Commities will determine the effectiveness of the TLC plan and make annual adjustments based on the qualitative and
guantifative data collecied. the current needs and initiatives of the district, the impact on student achievement and feedback from stakeholders.
The HCSD-TR Comparable Plar Model is designed to promote collaboration through the creation of an interconnecied teacher-leader
structure. The teacher-leaders need o collaborate with ohe another to ensure that the districts’ teachers are getfing the support they need to
improve their instructional practices; each has a different area of expertise that will contribute to the success of the whole. This TLC ptan puts
the structures in place for the HCSD-TR schools to aftract and retain effective teachers, provide and reward professional growth, develop
iéltemal Iefacigrﬂsh:‘p capacity, and improve instructional practice, ulfimately leading 1o increased student achievement and “Learning and

uccess for All"

Please sefect the TLE model number that most closely resembies your district plan.

TLC Model Number Model 3 — Comparable Plan

Narrative

Part 1) Describe the planning process used by the district to develop your Teacher Leadership and Compensation (TLC) plan. (5,000
characters maximum) Please include the following information in your narrative:

a) Bescription of how the planning grant and available planning time was used to develop a high-quality plan
b) Description of how sach stakeholder group {teachers, administrators, and parents) engaged in the process and contributed to the development of the plan
¢} Description of the support for and cemmitment (o the plan from each stakehoider group (teachers, administrators, and parents)

The Humboeldt Commurnity School District (MCSD) and Twin Rivers District {TR) have a whole-grade sharing agreement and are applying for
the Teacher Leadership and Compensation (TCL) grant as a consortium. Both districis share staff, professional development, curriculum, and
a superintendent. Although the districts already have strong teacher leadership {fen curriculur leadars, four AIW coaches, four Teacher
Quality leaders, and humerous committee members), they know that increasing the number of teacher-leaders results in improved sfudent
achievement, As evidenced by year-end surveys, meeting minutes, and verbal feedback, the districts’ teachers respond welt to teacher-
leaders, Brenda Rush, teacher and former president of the Humboldi Education Association, stated, “Who is belfer served fo understand the
complexity and art of teaching than teachers? During the schoot day, feachers bear the greatest responsibility for, and are closest {o, the
instructional process - making them the ideal choice for helping fellow teachers improve instructien and transform students’ learning.”

The process began on Sepiember 5, 2013, when Superintendent Greg Darling presented the grant to the Humboldt District Leadership
Team (DLT), a group comprised of administrators and teachers from each building that meets monthly. In October, the DLT reviewed four
teacher leadership articles while considering district teacher leadership expansion. Ryan Wise, an lowa Department of Education TL.C
consuliant, provided personai insights and answered questions about the grant at that meeting.

To determine readiness and recruit TLC comimittes members, the superintendent met with staff to provide grant details, committee member
expectations, and a general outiine of the planning and writing process. Teachers then volunteered or were nominated for TLC commitiee
consideration. The DLT approved the following members:

Greg Darling, HCSDITR Superintendent/parent
George Bruder, Taft and Mease Elem Principai/parent
Don Hasenkamp, TR Elem Principal/teacher

Brenda Geitzenauer, MS Principal

Lori Westhoff, HS Principal

Tameia Johnson, Curricuium Director

Jenny Boswell, Elem Teacher/parent

Sherri Bomhoft, Elem/MS Media Specialist and Technolegy Teacher
Jennifer Savery, MS Language Arts Teacher/parent
l.ucinda Boyd, Elern/MS Music Teacher/parent

Ryan Bowman, HS Science Teacher

Cassie Smith, HS Special Education Teacher

Sharon Berie, TR Scheol Board Member/parent
Janell Smith, Humboldi School Board Member/parent
Sue Kuehnast, parent

Trina Carda, parent

Jennifer Skow, parent

LI R N O L T T T T S S T S )

On October 25th, the first TLC commitiee meeting, HCSD members reviewed grant parameters, decided to meet weekly, and determined
their first task: to identify feacher, building, and district needs through staff discussions in each building. Jenny Bosweil, teacher and TLC
committee member, said, “This process provided another opportunily for us to take a critical look at our classroom needs.”

Discussions and data highlighted similar building priorifies. HCSD elementary staff requesied more support with technology, reading and
math strategies, lowa Core curriculum alignment, data, and strategies for specific student populations, Middle schoet staff expressed support
needs for technology, instruction, curriculum, data, and strategies o help at-risk, impoverished, and ELL students. High school staff desired
more support with technology, Authentic intellectual Work (ATW), literacy, curricufum, and strategies for impoverished and at-risk students. TR
teachers desired increased technology and AW support.

After grouping the needs into five focus areas: technology, literacy, data, curriculum, and instruction, the committee developed their pian
using the School Adminisirators of lowa TLC workshop materials, the University of North Carolina September Scaling Up Brief, and Hearfland
AEA TLC materials. Utilizing radio broadcasts, newspaper articles, locat TV beard meeting broadcasts, and emailed minutes to staff, they

https://www.iowagrants.gov/getApplicationProposal.do?documentPk=1389383936512&0...  3/10/2014



lowaGrants _ _ Page 4 of 13

informed stakeholders of the group’s progress and requested additional input. They also solicited input from the Schaot Improvement Advisory
Committee, DLT, and HCSD-TR school boards after presenting the commitiee’s ideas. )

From November 5th-January 15th, the commitiee spent 25 hours in nine large group sessions and at least 12 hours in small groups to
collect data, create the teacher-leader structure, refine ideas, and compose the grant. The parent and school board members, however, did
not attend ali meetings due to scheduling conflicts and time constraints, They atiended once the drafts were in progress. Nancy Schmitt,
Prairie Lakes TILC consuttant, joined the committee twice to provide feedback and had access to committee ideas and drafts via Google Docs.

TLC meetings were facilitated by the superintendent or high school principal; other members rofaied keeping minutes. To ensure all had a
wvoice throughout the process, the committee determined that 70% approval was required for all decisions. Eveniually, the committee created
30 teacher-leader positions in accordance with TLC Comparable Model Three:

+ § Technology integrationists (one per building}
+ 8 Instructional Coaches

3 for fiteracy

4 for AlW/general instruction

1 for specialized strategies
» 10 content-specific Curriculum Leaders
+ 1 Data Coach

» 1 Mentor Coosdinator
« 5 Mentors ’

The HCSD-TR consortium used the $15,130 planning funds for grant writers (85%), substitutes and supplies (12%), and proofreaders (3%).
The time and money provided the resources necessary to create a TLC plan that witl fundarsentally change classroom instruction. HSCD-TR
will continue to monitor data and adjust the plan to retain quality teacher-leaders, knowing that their commitment to the improved teacher-
leadership plan will promote “Learning and Success for All.

Narrative

Part 2) Describe the vision and geals your school district hopes to achieve through the implementation of the TLC plan. {5,000 characters
maximum)

[n your description, please explain the local context (including relevant student achievement data and existing goals} and how the pian will be tailored o that context
while also working toward the statewide goals of the system (attract able/promising new teachers; retain effoctive teachers; promote collaboration amang teachers;
reward professiona growth and effective teaching; improva student achievement).

The Teacher Leadership and Compensation {TLC) plan deveioped by the Humbaoldt Community Schools {HCSD) and Twin Rivers Schoo! {TR} is designed to
improve student achievement through the creation of an enhanced feacher leadership network. In the plan, guality teacher-leaders will collaborate with staff to
improve curriculum and instruction, support technology integration, analyze and ulilize data, and provide meaningful professional development and mentoring.
The plan also provides for competiive salaries and extended career opporiunities for teachers,

tmpreving Currculum and instruction
Current trends indicate that student achievement is high overall, but not alt proficiency targets have been met. Student eaming goals for 2014 entail
increasing student proficiency in math, reading, scientific inquiry, technology, and writing as indicated in these goals for raising proficiencies:

* B6% (HCSD & TR} to 90% in 3rd-5th reading
* 88% (HICSDYVII%{TR) to 93% in 3rd-5th math
* 66% to B5% in 6th-5th reading

= 86% to 87% in 6th-5th math

Providing support to meet those goals, the TLC plan calls for expanded teacherieadesship in the disiricts. At the mement, HCSD-TR has four certified
Authentic intellectua Work (AlW} Coaches on staff and ten content-specific curriculum leaders whe heip pian and facilitate professional development, The AIW
coaches guide improvement on teacher tasks, student work, and instruction. The Curriculum Leaders address the curriculum’s scope and seguence, lowa Core
alignment, complexity, and authenticity according to the distrdcts’ six-year curriculum cycle. Unfortunately neither the Coaches nor Curficidum Leaders have time
for peer observation, collaboration, data analysis, best practice research, and technology integration in their schedules. “The intangible efement of ime o
observe, model, and support the impiementation of best practices while our students are in the classroom is the next step,” said Lucinda Boyd, teacher and AIVY
Coach.

Therefore, the TLC plan will uilize ten Curriculum Leaders and eignt instructional Ceaches to improve teachers’ insiructional practice. Al will work o ¢lose
the widening gap between special ed and non-special ed students, which grew by more than 10% in alt subject areas over the last three years. Three of the
eight instructional coaches {Literacy Coaches) will focus on helping teachers improve literacy irends. Four General Instructional Coaches, with strong
pedagogical knowledge in AIW and differentiation, will work to improve instruction in all subject areas. The plan also inciudes a Specialized Instructional Coach
te help teachers better address the needs of the increasing at-risk, low sccio-economic, and English janguage feamner populations.

Increasing Technology Integration

A significant part of the TLC plan addresses the technology component of the REACH-IT goals developed by the Schoal Impravement Advisory Committee
(SIAC). The goals, closely aligned with the lowa Core's 21st Century Skills, are designed to help students become Responsible and Effective citizens who
Acquire and apply basic knowledge, become Critical and creative thinkers, and be Healthy people, as well as an Information processors and Technology users.
Over the last eight years, HCSD-TR has made significant investrents in technology; by 2016-17, the overall studentcomputer ratio wilt have increased from 5:4
0 111, Unfortunately, integration fraining has been minimal at best; teacher surveys consistently request assisiance with technology integration, Therefore, the
TLC plan includes adding a technology integrationist in each building. This teacher leader would be expected to stay on the cutting edge of technology and be
availabie to share their expertise, research best practices, modei technelogy integration, and plan professional development,

Data-Driven Pecision-Making
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HCSD and TR establish goals to address gaps and trendiines after analyzing numerous types of student achievement data. The districts examine lowa
Assessment, MAP, ACT, DIBELS (Dynamic Indicators of Basic Early Literacy Skills), lowa Youlh Survey, locally developed culture and climate survey, dropout,
attendance, course grade, discipline, career and technical education complefion and competency, and participation rate data, Analysis results are also used to
guide professional development plans and adjust distrct initiatives. Although dala is teacher-accessible, teacher surveys and exit interviews indicate teachers
are often overwhekmed and discouraged by the plethora of distrivt data. Therefore, the TLC plan inciudes a data coach who would work with curriculum leaders,
teachers and principals fo access, understand, and use data to make instructional decisions.

Mentorship of Novice Teachers and New Hires

The Humboidt and TR districts are fortunate 0 have & wealth of experience and expertise on staff. With an average of over 16 years teaching experience and
approximately 30% of staff with advanced degrees, the district's endeavor to better utilize current teachers’ expertise by strengthening the newly created, AEA-
approved, site-based teacher mendoring program. Under he current program, both first year and career teachers new to the district are assigned mentors. New
teachers attend monthly meetings with their mentors, which are facilitated by district administrators. Not only wilt the TLG plan confinue to provide guality
mentors for those new to the districts in each buiiding, # also shifls the primary responsibility of the prograr: fo & feacher-leader Mentorship Coerdinator. The
coortdinator will manage the program so those new to the districts will have the support needed to become vested and effective feachers.

Part 3) Describe how the TLC pian will connect to, support and strengthen the district’s key school improvement structures, processes, and
initiatives (e.9. RTI, K-3 Literacy, Iowa Core implementation, etc.). (5,000 characters maximum)

The Teacher Leadership and Compensation (TLC) pian developed jointly by the Humboldt Community School District (HCSD) and Twin Rivers {TR)
connects to the following school improvement focuses and initiatives: literacy, data, lowa Core implementation, specialized student populations, Authentic
Inteliectual Work (AIW), technology, and feacher mentoring.

One aspect of the plan addresses the literacy trend from 2008-2013: proficiency scores dropped on the fowa Assessments Jor all students grades 3-11 from
B3.56% to 75.72%; on the Kdg DIBELS from 67% to 61%; and on the 5th grade MAP from 88% fo 67%, Therefore, the TLC plan incorporates a Literacy Coach
to analyze negative trends and provide teacher support fo reverse themn, Currently, K-12 curriculum teams meet monthly (or 13 hours yearly) to kientify trends,
align curticulum, select curriculum materials, and discuss instructional practice to improve student ieaming. Wath fittle time for the in-depth research,
coflaboration, and peer observation necessary to improve instruction, individual teachers and grade-level teams are left to interpret best-practice research and
districts’ goals independently. As a “resident expert,” the Literacy Coach would eliminale the isolated and possibly misaligned approaches impeding students’
tearning through modeling, observation, and coliaborative planning. Media Specialist Sherri Bornhoft stated, “A literacy coach could provide our teachers with
best practices and strafegies in reading instruction to teach the diverse learers in our districts.”

Without a format system in place to heip teachers analyze and make use of data o improve student learning, many HSCD-TR staff are overwheimed and
frustrated by the volumes and complexity of the districls’ data, Avasizble data includes, butis not limited to, Edinsight, NWEA MAP and fowa Assessment reports,
and information on HEART. The TLC plan provides for a Data Coach to work with district personnel to efficiently collect, analyze, and interpret all types of data.

The Data Coach will also work with Curmrictium Leaders as they implement the six-year curriculum cycle focused on the lowa Core, best practice, and
targeted data-analysis. Current content-specific teacher leaders faciitate monthly K-12 curriculum meetings without release time for pianning or coliaborating
with the other teachers. The TLC plan aliows for some release fime to attend conferences, gather resources, research, and mode! and observe best practices. it
also provides summer collaboration time with building administrators and the curriculum director to create focused PD plans.

Since the combined demographics of HCSD-TR include rising sub-populations of Al-Risk (10.5%), ELL (2%), and Low SES students {51%), the TLC plan
also includes a Specialized Instrucional Coach position. Presengly, teachers meet in grade-level groups fo identify students’ needs, but feachers indicated they
would like mare support with specific, research-based strategies fargeted at differentiating for these growing student populations. Data also indicates thaf such
support is necessary; from 2010-2013 the low SES proficiency scores dropped from 76.88% to 65,39% on the lowa Assessments (1A). The minority 1A results
followed the same pattern, dropping from 77.5% to 64.28%. The Specialized Instruction Coach will share and model research-hased straiegies to reverse the
growing gaps and downward trends. Ultimately, the Speciafized Instructional Coach will help HCSD-TR create a culture where at-risk indicators, cuitural
differences, and eccnomic stations do not impede students’ achievement,

Over the last six years, HSCD-TR have dedicated significant resources fo strengthen its AW initiative and develop local capacity. Four teachers serve as
locat coaches who work fo improve the rigor and relevance of teacher tasks, student work, and instruction. Regreffully, the coaches don't have release time, so
they're unabie to collaborate with teachers io create student-centered classrooms characterized by higher-order thinking, subsiantive conversation, and depth of
understanding witk a high value beyond school. With the release fime provided by the TLC plan, Instructional Coaches would be able to engage in that
collzborative work throughout the day.

Ancther HCSD-TR initiative supported through the TLC plan is technology. TR is already a 1:1 district and the HCSD is moving froma 511 toa 111
student/computer ratio by 2017. This change will require a major shift in instructionat practice for most teachers. Without the building Technology Integrationists
that the TLC plan provides, teachers would be expecied to utilize technology without any formalized system of instructionat supports. Inevitably, the technology
wouid become a barrier fo learning instead of a tool for leaming. The proposed Technology Infegrationists would work with teachers to provide fraining, ideas,
and support for technology integration, as welt as with curricuium leaders and the technology director to ensure that fechnological praciices and purchases
support district goals.

Lastly, the TLC plan provides for improvements in the newly-created district teacher mentoring program supporting both first-year and experienced teachers
new to the districts. To retain quality teachers and improve their overalt effectiveness, the plan uses a feacher Mentor Coordinator (rather than administrators) to
facilitate mentor/mentee meetings focusing on the districts’ initiatives, expeciations, and resources, It aiso continues the use of teacher mentors who meet with
mentees on a regular basis and participate in classroom observations and discussions. In addition, the TLC plan includes & provision ensuring that all teachers
will be paid a minimem $33,500.

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, areas of
improvement needed in the current program and how your TLC plan wifl address these gaps. {5,000 characters maximum)

Humbeidt Community School District {MCSD) and Twin Rivers School (TR) are committed to continued improvement of their induction and mentorship
program for both novice teachers and those new fo the districts. Historically, first-year teachers were enrolled in the AEA mentoring program, and alt teachers
new to the districts (regardiess of experience) were assigned mentors, given community tours, and provided with fwo days to work together before school
starled. After getting feedback from the mentors and mentees whe attended the AEA sessions as well as from experienced teachers who transitioned into the
districts, the superintendent and administrators met with Kathy Brenny of AEAS to develop a new in-house program that would better meet new teachers’ specific
needs.

In the newly-developed district mentor program, new first-year and experienced teacher hires continue to be assigned mentors, taken on community tours,
and paid to attend a two-day workshop prior 10 beginning the school year which includes time for setting up classrooms together, The focus of those days is to
acquaint participants with each other, the community, and the districl. At that fime, both mentors and mentees are given the districis’ Mentor/New Professional
Prograrm Guide, a packet that includes a fist of questions to ask, a classroom checklist, helpful hints on classroom discipline, an acronym list, resource links, and
mentor/mentee discussion timelines. During the course of the school year, the mentors and mentees meet regulasdy to discuss the program guide, district
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logistics, and the mentees’ on-going experiences. They also work together to formulate the mentees' individual Career Development Plans and spend time
observing each other teach,

Each month, both first-year teacher mentees and their meniors aftend more formal mestings faciltated by district administrators to address ethics, discipline,
research-based practices, and other ideas as proposed by mentees. Carolyn Kunert, a first year teacher mentee, stated, °| like that we have input into the
mentor meefings. We then talk about useful fopics that help rme with my classroom.”  Some sessions have included role-playing parent-teacher conferences
and question/answer sessions regarding grading and classreom discipline.

Although the current mentorship program is young, sarly indications are that teachers appreciate the in-house program because it is very relevant to HCSD-
TR and promotes the development of in-diskriot relationships. ™ tike knowing | can go to a network of people for heip when { have a question,” said Katlin Bidne,
another first year participant. Veteran teachers new te the district appreciate having someone to answer logistical questions about district poiicies and
procedures. Mentors who have attended the off-site mentorfmentee sesslons aiso like the new format. Jennifer Savery, a muttipie-year mentor who attended
AEA sessions and is now a part of the district program said, “Not only doss our districts’ program promote batter relationships amongst staff members, but it aso
enables the district o tailor the program fo meet teachers’ district-specific needs...all without removing teachers from their classrooms fo fravel to off-site
meetings.”

Despite the program’s early successes, one potential change plannad for next year is to shift the primary responsibility of the program from the administrators
to & teacher leader who will serve as the mentor cocrdinator, Mentees can then feel more comfortable asking questions and sharing experiences without
worrying that they aré doing s¢ with the paople who will be evaluating thern 2t the end of the year. It's also logical to have a teacher coordinate a program
designed fo support feachers in the district; he or she would be more famifiar with the infermation, programs, and procedures (tilized by teachers on a daily basis
(computer sign-ups, gradebook set-up, -etc). Therefors, the new Teacher Leadership and Compensation (TLC) pian will have a teacher leader who understands
teachers’ needs collaborating with administrators to deliver a wetl-rounded, mentorship experience.

The TLC pian also makes provisions for additional ways of atiracting and retaining quality teachers, Part of the TLC funds will be used to rajse initial teacher
pay to $33,500; hopefully, this will resuft in more than the 2-58 applicants per position the districts are currently experiencing (the overali applicant average is 20}.
Other portions of the TLE fund will provide for instructional and curriculum coaches who will work collaboratively with all new and veteran teachers. These
positions are invaluable to rural districts whose teachers are typically asked to teach a wider variety of classes than their urban counterparts {an average of
almost 4 different classes to prepare a day at HCSD-TR). The extra support and collakoration provided by the proposed technology integrationist would also be
extremely helpful as those new to the district would need to learn all the software and hardware available in addition to new curriculum, The cverall intent of TLC
plan is to provide a network of supparts that will improve the quality and longevity of all veteran and first-year teachers.

i Narrative

Part 5) Describe each of the proposed teacher leadership roles in your plan. (10,000 characters maximum) Please inciude the following
information in your narrative:

a)Description of the responsibilities and duties for each leadership roje as well as the percentage of time each role will spand engaged in student instruction and the
percentage of me sach role will spend performing feacher leader duties,

b)escription of how each of the roles fit together 1o create a coherent instructional improvement strategy that will strengthen instruction and improve student
tearning and student achievement.

Tha Humbeldt Communily School District (HCSD) and Twin Rivers School (TR) are committed to establishing a community of learners where all students are
engaged in an academically chalienging curriculum with value beyond school, Since the goal of both districts is to prepare all students to become responsibie
and productive members of society, the teacher leadership positions outlined in the HGSD-TR Teacher Leadership and Compensation (TLC) plan provide the
resources and support needed for all teachers to improve student learning and achievement,

The teacher leadership positions, developed from stakehoider input and district data anatysis, were the result of prioritizing and addressing the building needs
that could have a lasting impact at the classroom level. Not ali positions detaiied in the plan are new; some are simply enhancements of current teacher
teadership reles, The TLC plan builds on those reles by providing additional time, compensation, and supporis for tedcher leaders. 1t aiso includes provisions for
& mare explicit and coherent teacher leadership network 1o increase collaboration between existing and newly creatad teacher leadership roles, The HCSD-TR
TLC plan includes the following positions: Mentor Coordinator, Mentor, Technalogy Integrationist, Data Coach, Instructionat Coach, Specialized instructional
Coach, and Cusrlcutum Leader, Educaters whe fill the 30 leadership positions detaited in the plan will be expected to apply or reapply for positions yearly, meet
ﬂ;ﬁ TLdC experience requirements developed by the lowa Department of Education, and compiete the HCSD-TR's documentation and reflection regldrements for
a2t leaders.

Mentor Coordinator

in the TLC plan, the primary responsibifity of the district mentorship program will shift from district administrators 10 one Mentor Coordinator, The teacher-leader
i this role will maintain a full teaching schedule with four release days and eight additional contract days for training, research, ang collaboration with mentors,
mentees, administrators, and AEA personnet,

The Mentor Coordinator will be expecied to:

+ Ensure that the districts’ program continues to aliga with the lowa Department of Education Mentor and Induction of Beginning Educators requirements
+ Collaborate with district personnet 1o revise annual mentor taining plans
* Ensure all messages, tocls, and strategies for teacher development are consistent and aligned with district goals
+ Collaborate with administrators to assign mentees 19 mentors
* Cofliaborate with other teacher-leaders to provide new first-year and career teacher supports
* Organize and faciitate mentor/mentee meetings
* Provide access to resources and personnel that will support new-teacher growth
* Collaborate with administrators and the AEA Mentor-Mentee Ceordinator
Mentor
Like the Mentor Coordinator, Mentors will also maintain full teaching schedules. However, they will have four additional contract days for training, research,
collaboration, and mentee support, The five Mentors, cne per building, will also have two release days to participate in mentor/mentee classroom observations

and to collaborate with the Mentor Coordinator,
Mentors will be expecied fo:

= Communicate district policies, procedures, and expectations with mentess
# Share knowledge about district and community resources

» Arrange for technalogy orientation and supports

+ Provide support in day-to-day classroom functions

Participate in mentor/mentee sessions and observations

s Mode! effective instruction

Provide professional development assistance to mentees

*
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° Serve as a lialson between mentees and district personnel

Technology integrationist

As technology becomes more embedded into classroom experiances, teacher requests for assistance in utilizing it effectively o improve student learning
continually increase. Therefore, the TLC plan provides for five Technology Integrationists to teach part of the day and function as integrationists for the
remaining 50% or 20% of their contract days depending on building needs, enrcllment, and the upcoming 1.1 initiative implementation. These leaders will also
have five additional contract days for training, fearning, and research.

Technology Infegrationisis will;

Serve on the districts’ technology committees

Research frends, programs, best practice, and tools for classroom integration

Plan and provide individual and smal! group technology training

Co¥aberate with teachers and other teacher leaders to design lechnology projects, assignments, and activities that promote learning and meet the fowa
Core's 21sf Cenlury Skiiis

Model teaching strategies that infuse technology v all content areas

Demonsirate and promote the appropriate and ethical use of technology

e Model technology integration

o Observe instruction and provide feedback

s Collaborale with |7 Director, administrators, and other district personnel as needed

L

®

E]

e

Data Coach

Because MSCD-TR teachers ase attempling fo use data to make instructional decisions, the need for suppord in identifying trends and interprefing dala has
increased. Therefore, the TLC plan also calls for a Data Coach who wilt spend 75% of their contract time i the classroom and 25% of it analyzing data,
communicating trends 1o stakeholders, and assisting all districl personhel with dala collection, This teachereader will have ten additional contract days for
training, data-analysis, and research,

The Data Coach will:

o Attend data and assessment frainings

e Linderstand nationat and state norm and criterion-referenced assessments

¢ Make data-based recommendations to teachers to enhance student achievement

s Provide PD and assistance with accessing assessment resources, analyzing data, and using data 1o make instructional decisions
* Collaborate with teachers to desiga formative, summative, and commen assessments

s Collaborate with administrators, teacher-leaders and feachers to develop and prioritize intervention goals based on data analysis
* Work with all stakeholders to create a data-driven district

instructional Coach

The TLC plan provides for eight instructional Coach positions to support feachers’ instructionat needs: three literacy coaches, four general instructional coaches,
and one specialized instructionai coach focusing on strategies for specific sub-group populations (atrisk, ELL, and low SES students). All instructional coaches
will engage in coaching dutles for 56% or 20% of their contract day depending upen building needs, initiatives, and enroliment; they will also have five additional
contract days for training and reséarch,

The Literacy, General, and Specialized Insfructional Coaches will:

* Promote quality instructional practices that address diversity and equity and improve classroom rigor and relevance

Aliga professional learning opportunities regarding instructional practice with specific teacher needs and interests

Provide and modei research-based instructional strategies

Assist individual and teacher teams with data-driven decision-making

Facilitate the development of interdiscipiinary teaching opportunities

Collaborate with teachers to support task, student work, and instruction analysis

Plan and facilitate professional fearning opportunities for &l staff fo improve the construction and depth of knowledge, higher order thinking, substantive
conversation, elaborated communication, and value beyond schoot in all units and classroom instruction

Provide support for aligning classroom instruction and assessments

Facilitate positive interactions among other teacher-leaders, colleagues, students, families, and the extended schoot community fo improve student
achievement

°

e

&

*

'3

Curriculum Leader

The ten Curriculum Leaders inciuded in the TLC plan will maintain a full teaching schedule with four release days and five additionat contract days to coliaborate
with the district curriculum ceordinator, attend curiculum meetings, and provide curriculurn impiementation support.

The Curdculun Leaders will:

s Collaborate with the Curriculum Director fo plan curriculum team sessions

* Facilitate ¥-12 curricuium feams with strategies appropriate for adult learners

» Research and share programs, malerials, strategies, technology-based curricuium tocls, and instructional practices
o Help colleagues select resources that align to the lowa Core and promote student ieaming

¢ Collaborate with the Data Coach to facilitate data-based decision making within their content areas

e Assist with the annual curriculum cycie evaluation

e Promote horizontad and verfical curriculum algnment

The success of the TLC plan is contingent upon strong communication and collaboration between zll teacher-leaders. None can function indepandently of
eath other since improving instruction and leaming is such a multi-faceted endeavor. The data coach, for exarple, sets the foundation of a decision-making by
working with all teacher-leaders and stakeholders to ensure that data is the basis for al! decisions. Sharon Berle, a TR School Board Member, stated, "I believe
the data coach position will be incredibly helpful to the teachers, administration, school boards, and most importantly our students. Someocne that can interpret
data and then put into place specific teacher stralegies as heeded wili give our students an incredible learning experience.”

The following scenasio demonsirates the intricacies of the HSCD-TR teacher-leadership network established by the TLC plan. Curriculum Leaders and
teachers present questions to the Daia Coach who gathers data, identifies trends, and assists teachers-leaders with gap-analysis in thelr specific areas. Once
the gaps are identified, the Curricuium Leaders and instructional Coaches step in to maximize professional iearning opportunities and provide instructional
support that target the gaps idenfified, The teachers, with the assistance of an instructional Coach and Technology Integrationis?, tailor their curriculum and
instructior& to address the targeted area, using research-based strategies that follow the scope and sequence established by their curdeulum team and afign to
the lowa Care,

Since technology &lso transcends aff areas, teacher-leaders included in the plan need to understand the techaology tocls available as methods of
commusaication and curriculum supporis. The Technology integrationists will help teacher-leaders create presentations, utilize both new and existing software
and hardware, demonstrate how o use technology for leaming, and much more. This position will be exceptionally important for all stakehoiders as the districts
increase the student/computer ratio to 1:1 by 2017.

Undoubtedly, feachers new 1o the districts will have questions regarding the districts’ professional development, curricsfum, technology, and more. Thereforg,
the Mentor Coordinator and Mentors need to collaborate with the other feacher-teaders 10 ensure that ali aspects of the districts’ educaticnal programming are a
part of the districts’ mentoring program, Collaboration is vital for providing consistent mentee support; without it, they could easily be confused, frustrated, and
completely overwhelmed. Therefore, teacher-leaders must work together to refain and grow quality teachers in both districts,
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This intertwined approach to teacher leadership aligns with the lowa Professional Development Model and aims o create a cuiture of interdependenby that o
wh enhance the learning of a¥ students and staff. With the teacher-leaders’ combined efforts, the HCSD-TR schools will achieve “L.eaming and Success for AlL"

Part &) Describe how teacher leaders will be selected. (5,000 characters maximum) Please include descriptions of how the district will
determine and evajuate the following in selecting teacher leaders:

. 8)Measures of effectiveness

b}Professional growth

in order to ensure the success of the Teacher Leadersiip and Compensation (TLC) plan, it is imperative to have a process for teacher-ieader selecton.
Therefore, the Humbaokit Community School District (HCSD) and Twin Rivers (TR} will determing teacher suitabitity for leadership roles with & TLC Site-Based
Review Council for their consortium, comprised of an equal number of teachers and administrators, Lori Westhoff, HS principal, stated, “Having the right perscn
in the right position will increase teacher investment, That will lead to improved utilization of teacher teaders, implementation of quality instructional strategies,
ard uiimately student achievement.” Therefore, the council witl narrow the list of potentiat candidates tirough insights gained from prior evaluations, qualitative
and guanitative data found in professional development records (including, but not limited to, individual Career Development Plans), chservations, peer
recommendations, and personal inferviews. In addition, they will also review the candidates’ previous district contributions and commitment to professional
growth. After the council’s top candidates are determined, they will submit them to the superintendent.

Teacher-leader job descriptions will be posted to inform HCSD-TR ieachers of available posiions, Interested applicants must have a minimum three years of
effective teaching experience, with at least ane year of experience in either district. To apply, they will submit a resume, credentiais, and responses to the
following questions: Why do you want the position? What are some qualities you possess that will enable you to be an effective leader in this position? What
professional development and leadership background do you have to be successfut in this position?

The interview process will include committee-developed interview questions that align to the required quadifications for each position. Since the teacher-
leaders applicants wiil have already demonstrated evidence of meeting the eight lowa Teaching Standards, the council wilt consider the following:

* Knewledge of Content and Pedagogy in terms of the lowa Core, varied instructionad strategies, the Characteristics of Effective instruction, and classroom
innovation

* Facilitation Skills demonstrated by active participation on district teams, strong verbal and written communication skills, deep thinking, and good listening
skills

* Implementation and Data Analysis evidenced by the use of data for informed decision-making

+ Disnosition and Core Beliefs that promote positive coliegiat relationships, professional growth, professionalism, experimentation, learning, open-minded
consideration of all ideas, and the districts’ goals

+ Self-Reflection by demonsirating a willingness to accept feedback, analyze personal performance, and make adjustments when nesded

+ Resourge and fechnology usage that enhances instructional practice and student ieaming

When evaluating the teacher-leader candidates’ demonsiration of professional growth, the council will seek evidence of,
* Successful participation on district committees, leadership teams, or leaming teams
+ Condinuous learning and professional growth
+ Strong content knowledge
+ Data usage to set and measure goals
= Implementation of PD initflatives and strategies
* Collaboration with colieagues to enhance educational practice

Following the interviews, the TLC Site-Based Review Council wifl complete the Matrix for Reaching Consensus already being used by the district. It empioys a
forced-choice approach {o determine the best candidate(s) for position{s}. The council’s top candidaie(s) will be communicated to the superintendent, who will
make hiring recommendations to the HCSD-TR School Boards. An administrator wili formally offer the yearlong position to the candidate. If the teacher
accepts, an announcement wilt be made to a# staff and administraters will determine what scheduting or personnel changes, if any, will need to be made as a
result of the hire.

Annualy, the site-based council will measure the effectivenass of the teacher-leaders’ performances based on five essential teacher leadership traits directly
tied fo the iowa Teaching Standards:
* Knowledge of Content and Pedagegy (Standards 1, 2 and 4}
+ Facilifation Skilis (Standards 3, 7 and 8}
= implementation Data and Analysis (Standards 1 and 5}
* Dispositions/Core Beliefs (Standard 8)
» Self Reflection (Standard 7)

Teachers demonstrating competence or mastery of these five traits will be considered for reassignment of their teacher leadership role and can complete a
streamlined renawal process.

Chensing the right pecple to be teacher leaders in the district is Imperative. This annual process provides a cyclical evaluation of the TLC tgacher leaders.

Invelving teachers and administrators in the detailed hiring process will ensure that the selection process wi# provide the information needed to hire the best
teachesteaders for each of the 30 leadership positions created by the HCSD-TR TLC plan.

INarrative

Part 7} Describe how the TLC plan will utilize teacher leaders to improve the district’s current professional deveiopment program. (5,000
characters maximum) Please include the following information in your narrative:

a)Bescription of the role teacher leaders will play in the creation and delivery of professional development.
b}Description of how the district’s TLG plan aligns with and incorporates the key elements of the lowa Professional Development Modei (IPDM).

Ciick here To access the lowa Professional Development Modef page.

Both the Humboldt Community Schocls (HCSD) and the Twin Rivers School (TR} currently ulilize teacher-leaders as a part of their professional development
model. Four teacher-leaders serve as Authentic Intellactual Work (AIW) coaches, ten as curricutum leaders, six as Oiweus Bullying Prevention leaders, three as
FBIS leaders, and nine as Iafinite Campus leaders. Bacause this leadership has been well-received and has resuited in district improvements, the HCSD-TR
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Teacher Leadership and Compensation {TL.C) plan expands and enhances teacher leadership roles in both districts. Brenda Rush, teacher and former
Hurmholdt Education Association President, said, “Who is better served lo understand the complexity and art of teaching than teachers? During the school day,
teachers bear the greatest responsibility for, and are cliosest to, the instructional process - making them the ideal choice for helping fellow feachers improve
instruction and transform students’ learning.” Consequently, the plan creates 30 teacher-leadership positions for the HCSD-TR consortium: ten Curriculum
Leaders, eight Instructiona! Coaches, five Technology Integrationists, one Data Coach, one Mentor Coordinator, and five Mentors.

Presently, the District Leadership Team (DLT), comprised of administrators and teachers from ali buildings, uses the lowa Professional Development Model,
district data, and input from teacher-leaders fo set annual goals and create district-wide professional development pfans. The DLT goals are then used as the
basis for all teachers’ Individual Career Development Plans (JCDP), where teachers use diskrict and classroom dafa to establish personal goals and aclion plans,
Since many teachers have limited fime and expertise in using data and finding resources to improve their practice, they will have extra sugport through the
increased teacher-leader collaboration the TLC plan provides.

The plan will also increase feacher-leader involvement in the planning, facilitation, and support of district PD. Currentfy, the AV feam coliects data through
Classroom Implementation Profile walk-throughs, innovation Configuration Maps, scoring session minutes, scoring observations, and task revisions. As a team,
they then plan and faciliiate AIVY professional development for all staff, helping thern improve their tasks, student work, and instruction. The curriculum leaders
meet with curriculum director and factitate content-area curdiculum team meetings monthly as well, utifizing district assessment data and the lowa Core to guide
their teams through the districts’ six-year curticulum cycle, The Olweus, PBIS, and infinite Campus leaders alse plan and facilitete district training in those areas.

Specifically, the HCSD-TR TLC plas will improve teacherdeader involvement in PD by providing release time, extended contract time, and a more transparent
teacher lzadership support network. Not only will this result in more knowiedgeable teacherteaders prepared for the collaborative work expected with the plan, it
will also enable them to participate in peer observations, modeling, and collaborative planning sessions that support the professional development initiatives in
the districts. With their guidance, feachers will become more adept implementing and refining instructional strategies with fidelity, using data fo make informed
instructional decisions, and evaluating their effectiveness of their current practices.

As a part of their contracts, teacher-ieaders will be expected to collaborate with administrators, the DLT, other teacher-leaders, and experts outside the
schoo! distdcts to design and present P that is afigned with district goals and follows the lowa Professional Development Mode!l. They will also be responsible
for cottecting qualitative datz (through personal inferviews, feadback, surveys, and personal observations) as well collaborating with the TLC plan’s new Data
Coach fo analyze district data in their areas of expertise. Their increased knowledge sterming from data analysis, research, professional training, and
collaboration will erhance the overall quality of the districts’ D,

Although the districts” current professional development time is limited to twe days before school starts, two days during the school year, and weekly
Wednesday one-hour early out sessions, the TLC plan's teacher-leader release time enables professional development to become infegrated part of the districts’
daily routines. Teachers and teacher-leaders wil confinuaily be refining instruction through modeling, observation, and data collection and analysis. As a result,
teachers will have timely and specific feedback regarding their progress on thelr [ICDP and district PD goals.

Some of the teacher leaders have been and will continue to be specifically trained in Authentic Intelfectual Work (AlW) the district’'s cusrent PD initlative The
AW standards and instructional strategies are ali based on research and have an impact on the tasks, student work and instruction; other leaders will have
slightiy different focuses based on the districts’ needs. The Technology Integrationists will be especially Imporiant next school year as the district implements
begins phasing in its 1:1 initiative and focuses much of its PD éime on helping teachers use technology for learning.

Essentiaily, the success of the TLC plan relies on the coliaboration between the teacher-deaders, DLT members, adminisirators, and external experts to create
a supporiive, data-based PD plan that follows the cycle of professional development. By working hand-in-hand, these stakeholders will improve the current PD

structure and improve student learning.

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

a)Description of how the district will determine the impactieffectiveness of the TLG Plan, including short-term and the long-term measures,

biDescription of how the district will mopitor and adjust the TLC plan based on the results of these measures,

The Humbeldt Community and Twin Rivers Schoot Districts (HCSD-TR) plan to improve student achievement and leaming through increased teacher
leadership. To that end, their Teacher Leadership and Compensation {TLC} committee created a teacher leadership structure that includes 30 enhanced or new
teacher-leader roles. To measure the TLC plan's effectiveness, the commitiee (fo be known as the T1.C Site-Based Review Councll) will collect gualitative and
guantitative data on siudeni achievement and TLC plan implementation using a program analysis rubric. Data will be collected continuously from cbservations,
surveys, stakehoider feedback, and program documentation. In addition, the TLC will held a budget review mid-March and a year-end review within two weeks
of the tlose of the school year to determine programming and staffing needs.

Below are specific areas of the TLC evaluation;

Hiring and Renewal Process: After using a rigorous hiring process that inciudes an application, interviews, and an assessment of past praciice, the TLC
council will analyze additional interview, survey, retention rate, and teacher-leader documentation to determine the reliability of the hiring and contract renewal

process.

TLC SMART Goak: Teacher-leaders will establish SMART goals based on the five essential leadership traits tied to the lowa Teaching Standards {content
knowledge and pedagogy, facilitation, data implementation and analysis, disposition and core beliefs, and reflective capacity). They will review their goals bi-
annually with district administrators and include SMART gost implementation andfor student-achievement data in their annual teacher-leader reports.

Pata-Driven Action Plans: When multicle sessions for teacher support are necessary, teacher-leaders will use baseling student achievement data,
implementation records, and archived milestone to create data-driven action plans, The TLC committee will use the Program Analysis Rubric to determine the
plan's effectiveness in terms of increased student achievement.

Teacher-Leader Interaction Logs: Implementation data logs will include support session types, focuses, and content. This will enable the TLC commitiee to
determine the sessions’ atignment with PD goals, the frequency of teacher-leader interactions, the number of staff impacted, the content focuses, and the fypes
of interactions most ulilized,

TLC Support Session Feedback Forms: Staff members will submit feedback forms to teacher-leaders after support sessions. Using a five point rubric, the
TLC will assess the leaders’ knowledge, organization, communication, altitude, and support,

Observation Record: Adminisirators will conduct formal teacher-teader observations bi-annually. Similar to the current evaluation process, feacher-leaders and
administrators will meet before and after the observation for support and feedback. While observing, administrators wilt look for evidence of the five essential
teadership traits referenced in the SMART goat section above. They will also review teacher-leader documentation and other gathered data fo defermine the
effectiveness and impact of the teachesieader on student achievement.

Self-Reflection: Teacher-leaders wili compiete a four-point qualitative rubric assessing themselves according to the 22 criteria of the five essential leadership
traits. Using data and feedback ‘o determine their own strengths and weaknesses, teacher-leaders will share a summary with administrators and use their

findings adjust their SMART goals.
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Performance Review: Based on SMART Goals, Chservation Records, Data-Driven Action Plans, Support Session Feedback Forms, and interviews,
adrainistrators will complete a teacher-leader Performance Review focusing on the five essential leadership traits and make recommendations for future TLG
position consideration, The TLC Site-Based Review Councit will conduct interviews to determine the effectiveness of the Performance Review Process.

Personal Interviews/Surveys: The TLC will conduct bi-anauat interviews and surveys to determine if buliding needs are being met through the TLC plan,
Students, families, staff, business partners, and community membars will be involved fo ensure the TLC goals afign with the stakeholders’ vision and the reality
of teday's changing student, teacher, leadear, and family nesds.

Data: The TLC plan’s impact on student achievement will be determined through the analysis of the 1A Assessment Building Performance Profiles, specifically
the cognitive levels of essential competencies, conceptual understanding, and extendad reasoning. In addition, data from other content/skil related assessments
and the teacher-leader action plans will be examined, Teacher and teacherleader retention data will also be analyzed.

Scheduling: Twice a year, administrators wilt collaborate io examine building schedules and staffing needs in order to ensure that student and teacher needs
are being served effectively and efficiently by the TLC plan.

Mentoring: The TLC committee will use interviews, surveys, and teacher-longevity data $o determine the effectiveness of the mentor program ouglined in the
plan.

Goal Alignment: The TLC and DLY committees will meet annually to analyze goals, data, and teacher-leaders’ annuai reports to make adjustments as needed.

The HCSD-TR TLC plan’s success is contingenit on a selid data anadysis structure. One of the key responsibilities of teacher-leaders and administrators is
sharing documents through Google and setting short-term and leng term TLC goals, Since data will drive revisions, the committee will continue fo document and
explain adjustments to all stakeholders, continually seeking DE approval and making course corrections when necessary. . .

Part 9) Describe the school district’s capacity to implement the TLC plan and what the district will do to sustain it over time. If you intend to
partner with ancther district or an AEA to impiement your plan, please describe that partnership in this section. (5,000 characters
maximum)

Over the last five years, the Humbold{ (HCSD) and Twin Rivers Schoot (TR) have established a vested interest in the sustainability of partnerships and
programs. The districts share staff members and district PD inftiatives, so forming a Teacher Leadership and Compensation {TLC} Consortium provides the
opportunity for teacher-leaders te be shared as well. Strengthened by distributed leadership and a culture based on inquiry and transparency, over a dozen
commitiees meet regulany to make school improvement decisions and recommendations. Their work has resulted in state-funded preschoots, an Alternative
Learning Program for the Humbold{ Area (ALPHA), and & new middie school. Most district decisions include stakehoider input, so they are typically well-
received. Uttimately, the collaberative efforts of all stakeholders have set the stage for the 30 teacherleader positions created by the districts’ TLC plan.

Establishing the readiness for change has been instrumental in building the foundation and capacity to impiement and sustain an enhanced teacher
leadership structure. To determine the districts’ sense of urgency and commitment, the TLC committee gathered evidence from interviews, P9 feedback
requesting ongoing support in AIW unit development, technology, literacy, and instructional practice, meeting aotes, and formal and informat conversations.
Aithough both districts have established a strong foundation for teacher teadership, data indicates that many of the current teacherleader roles are
shortchanged due to time and scheduling restraints. “The infangible element of time to observe, model and support the implementation of best practices while
our students are in the classroom is the next step in helping us to implement our leadership innovations effectively,” said Lucinda Boyd, ieacher and AIW Coach,

Program sustainability begins with hiring quality teacher-leaders. Lori Westhoff, HS principal, stated, “Having the righf person in the right position wilt increase
teacher investment.” If teachers have positive experiences with teacher-leaders and see their value, they will continue to coliaborate with ther to inprove their
instruction. Right now, teachers are primed for teacher leadership as evidenced by building discussions, informat teacher foedback, and building needs
assessments. Brenda Rush, a HCSD teacher, stated “Who is betier served 1o understand the complexity and art of teaching than teachers? During the school
day, teachers bear the greatest responsibifity for, and are closest to, the instructional process, making them the ideal choice for helping fellow teachers improve
instruction and transform students' feamning.” Therefore, the plan defails a rigorous teacher-leader selection process. A TLC Site-Based Review Counclt will
assess the candidates’ applications, past practice, feadership experience, content knowledge, data usage, and propensity for professional growth before using a
Matrix for Reaching Consensus to make hiring recommendations to the superintendent.

in addition to the rigorous selection process, the TLC plan includes preparing teacherdeaders for their new roles with leadership training and development.
During extended contract days, two “Leadership Camps” will fecus on adult learner pedagogy, TLG accountability pieces, data-driven decision-making, and
organizational tools that will help teacher-leaders be successful. As profassional growth opportunities refated to their roles emerge, teacherteaders will be
provided release time to take advantage of them, They'll also have time te collaborate with colleagues during the scheol day, a component missing from the
disfricts’ current teacher-leadership structure.

The teacher-leaders will be supervised and evafuated by the districts’ administrators, who will conduct twe formai observations, access shared Google docs to
review progress, conduct performance reviews, and gather quatitative feedback on the leacherdsaders’ contributions 1o improving instruction. As evaluators,
administrators will play & key role in creating a path for teacherdeadership sustainabifity; they will provide the tools and recommend programming changes
necessary to perpetuate the TLC pian. :

Manitoring the integrity of the plan will be members of the TLC committes, who will use evidence from feedback forms, interviews, observations, interaction
records, self-assessments, perfarmance reviews, and student data to determine the success of the TLC plan. The fransparency provided through electronic and
print media, radio, and local city and service organization presentations wili enable all stakeholders to keep abreast of the TLC plans implementation progress
and success,

As demonstrated by past practice, the HCSD-TR Schoofs provide the time and funding needed to sustain structures, programs, and initiatives that improve
students’ leaming despite political and financial changes at the state level. Seven years ago, the HS began its Authentic Intetiectuat Wark (AIW) initiative, which
became the focus of district PD two years later. When funding began to wane, HCSD decided to establish local capacity by sending three teachers to the AlW
Local Coach Academy, When state funding ceased alfogether, the district still added two more coaches, To this day, AIW continues to be the main PD for both
districts. :

The cooperative work of the districts and the stakeholder support for the TLC plan provide evidence that the HCSD-TR Schools are developmentally ready to
enhance and sustain an improved teacher leadership structure,

Grant Allocation
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Enler the district enrolment as repored on Ling 7 of the 2013 Cerlified Enrcliment Report. The number enfered is subject to verificalion by the DE. To enter the distict's cerlified
enrolimant number, select "Edit" af the top of the screen. Once the enroliment field is completed, select “Save” fo view the Grant Ailecation. Then enter the Budget ltems and Qther

Budget Uses in the space provided.
Certified Enroliment Number* 1364 .48
The district enroliment-based affocation is equal 1o the cerliffed enroliment number x $308.52.

District Erroliment-Based Allocation $421,378.71
Total Allocation $421,378.71

Part 10 -~ Budget ftems

Amount Budgeted
$40,000,00
$88,750.00

Use of TLC Funds
Amount used to raise the minimum satary fo $33,500
Approximate amount designated o fund the salary supplements for feachers in leadership roles

Amount to cover the costs for the time teachers in leadership roles are not providing direct instruction in a

classroom and 1o cover the costs when teachers are out of their classroom to cbserve or co-teach with $297,000.00
ancther teachsr (e.g. hiring emeritus, parl-time, or fulldime teachers)

Amount used o provide orofessional deveiopment related to he leadership pathways

Amount used {0 cover tther costs associated with the approved teacher leadership and compensation plan.

These costs must be itemized and deserbed befow and be approved by the lowa Department of Fducation prior $2,628.71
fo implementation of your plan.

$15,000.00

Totals $421,378.71
Other Budgeted Uses - Description
ltem descripton Amount budgeted
Substitute Cost:30 Leaders:88 Sub days $110 per day-district wilt subsidize $2,628.71
$2,628.71

Total Aliocation Budgefed

Eif:;ﬁ;:éected Amount to be $421,376.71

K the amount shoven below is (negative), the sum tofal of the dollar amounts budgeled exceeds the enrpliment-besed allocalion.

Remaining Aliocation fo be Budgeted $0.00

Budget Alignment

Bescribe how the TLC Budge! is aligned to the school district's goals for the proposed teacher leadership and compensation system. {5,000 characters maximum)

Attracting and refaining excellent teachers, enhancing student achievement data, addressing individua, building and district PD needs and
developing internal capacity through refinement of the current teacher leadership structure are all goals that the TLC Consorfium committee
considered in drafiing the T1.S busdget. The leadership posifions, responsibilities, humber of exira coniract days, and salary supplemenis were
adjusted and narrowed as the committee worked to stay within the budget parameters. Below is the commitiee’s outling of the budget plan and

rationale zlignad with Humboldt-Twin Rivers Consordium’s TLC geals:

TLC GOAL: To assure a minimum salary of $33,500 for ali HCSD-TR {eachers
BUDGET PLAN: Minimum Salary §33,500 for all fuil-time teachers: $10,000

The beginning teacher salary at TR currently meets the minimum, At HCSD $10,000 of the TLS will provide a supplement to teachers on the
iowest two stepsfianes of the salary schedule.

RATICGNALE: This is a TLC ‘must have'. The addition of a competitive starting salary and the family insurance offered by the district are both
incentives in altracting and retaining promising new feachers.

T1.C GOAL: To create a TLE system that wouid encourage teachers to apply for teacher leadership positions with compensation commensurate
with responsibilities of the leadership role and additional contract days for professional leadership growth opportunities,

BUDGET PLAN: Salary Suppiements for Teachers in Leadership Roles: $96,750 (45% of suppiement for new teacher-leader positions and 55%
reserved for the enhancement of current district teacher-leader positions)
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RATIONALE: The district's current teacher leader annual supplements are Curricuium Leader-$1000, AW Coach (Instructional) $1300 and Mentor
$1000. The chari below sutlines the supplements, recommended by the TLC committee, if reflects the additional responsibilities, accountability
and extra contract days outlined In the TLC plan.

Taashor Loater Positlon e Evtre Contract Days Extra Days Supplement Fotel TLS # of Loadors Folal
" (5260 2 day) for Faashor Laador TLS

Curicuhum Leader 1750 5 $1250 $3000 10 Fansan
Mentor 8800 & $1000 $1500 3 § 1500
Mentot Coordinatat ] - 2000 32000 1 $ 2000
Techavlogy Integratianisls 52750 5 250 $4000 & $20,300
Duta Coach S2750 (] 2500 HLL0] H $ 5,260
instructioni} Coaches 51250 E 52180 $4000 ] 22,000

TLC GOAL: To expand cumrent district leadership rofes: 10 Currculum Leaders; 5 Mentors; 4 General instruction {AIW) Coaches. New TLC
Roles - 1 Data Coach; § Technology Integrationists; 1 Mentor Coordinator; 3 Literacy Coaches;1 Specialized Insiructionat Coach

TLC GOAL: To write & comprehensive TLC plan that is tied to vision and goals, enhances the current PD system, and aligns with the lowa PD
Maodel and with the goal to imprave student achievement and enhance the quallty of instruction.

BUDGET PLAN; Costs for time feachers aren’t providing direct instruction-TLLS funds reserved for additional staffing costs for the time teacher
leaders are not providing direct student instruction (hiring emeritus, part time, or fuli time teachers); $297,000

RATIONALE; In order to enhance the current PD system and have the greatest impact on the quatlity of instruction and student achievement the
TLG plan provides teacher-leaders time during the school day to model and observe best practices. The chart below identifies the positions that
include a percentage of the day that the teacher-leader will be out of the classroom to work with colleagues to improve instruction to positively
impact siudent achlevement.

Position tocation % out of classroom Addt't Staf? Salary/Benefits # of pooplt in position TLS Funds
Technology integralionists HEME/Tall Efomontary 50% 330,000 3 $99,000
Technology Integrativnists Haase & TR Glors 20% F12.000 2 324,000

Date Coach Consorticm 25% F15.000 1 $15,000
Literacy Elemms 50% 330,000 ' 3 250,000
Geharal/AMN EfemasSais 0% $12000 4 848,000
Specivlzod Instruction Consertitm 0% £30,000 1 $30,000

TLC GOAL: To provide a system of support {o recruit and support new teachers and promode exceilent teachers at Humboldt CSD and Twin
Rivers Schools,

BUDGET PLAN: Professional Development: $15,000

RATIONALE:Promoting and supporing excellence in teachers through extended PLD opportunities is one way in which teacher-leaders can
enhance their skilis and stay abreast of lowa Core implementation as welt as current trends in education. The TLC commitiee set aside $15,000
for conference fees and other expenses related te attending professional growth opportunities related to their Annual TLC SMART goal.

BUDGET PLAN: Other Expanses-Substitute Pay: $2628.71 The committee's plan outlines the need for funding 88 Sub days @$110. The district
has designated additional funds to subsidize the funding needed for the additionat subsfitutes,

RATICNALE: As a teacher assumes a teacher [eadership role there will be a need for additionai professionaj growth opportunities, coliaboration,
modeling and observing that occurs during the times teacher-leaders are normaily providing direct student insiruction. The following outines the
rationale for hiring substitutes as well as the number of days designated for each posifior.

+ 10 Curricutum Leaders: 4 Sub Days a Yearto mode! best practice, observe curriculum implementation, attend workshops, and/or collaborate
with the Curriculum Coordinator and other teacher-teaders

= 8 Mentars: 2 Sub Days a Year i observe mentees and model effective teaching practices

» 8 Technology Infegrationists 2 Sub Days a Year for professional growth apportunities

+ 1 Data Coach: 2 Sub Days a Year for professional growth opportunilies

+ 8 Insfructional Coaches; 4 Sub Days a Year and 3 Instructional Coaches: 2 Sub Days a Year: model best practices, observe
implementation, attend workshops and/or coliaborate with colieagues

» 1 Menfor Coordinator: 0 Sub Days a Year

Assurances

hitps://www.iowagrants.gov/getApplicationProposal.do?documentPk=1389383936512&0...

Please check each of the boxes below. Your plan will not be considered for approval unless each of the boxes are checked, indicating your
agreement to meet these reguirements.
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will have a minimum salary of $33,500 Yes
for all full-time teachers,

Selection Committee ~ The selection
process for teacher ieadership roles will
include a selection commitiee that
inciudes teachers and administrators
whao shall zccept and review
applications for assignment or
reassignment {o a feather leadership
rode and shall maka recommendations
regarding the applications {0 the
superiniendent of the school district.

Yes

Teacher Leader Percentage — the
disfrict will demunsirate a good-faith
effort to attal participation by 26
percent of the teacher workforce in
teacher leadership roles beyond the
initiat and career teacher levals.

Teacher Compensation - A feacher
employed in a school district shali not

receive less compensation In that
district than the teacher received in the
sehoe! year preceding implementation
of the district's TLC plan.

Yes

Yes

Applicability ~ the framework or
comparable system shall be applicable
to teachers in every attendance center
operated by the school district.

Yes

Return fo top

lowa.gov ~ The QOfficial Websiie of the Siate of lowa. Dulies Technology Pariners Inc.
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