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TLC Application Confact
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Narrative

Abstract/Executive Summary - Please provide a brief overview of the school district’s proposed TLC plan. This summary should highfight
your vision and goals and describe how the primary components of the plan connect to one another. (5,000 characters maximum)

The key to improving student achievemenit is having effective, caring teachers. lowa’s Teacher Leadership and Compensation (TLC)
pian focuses on teachers with unparailelfed opportunity for collaboration, ieadership, and growth, Indianola Community School District
(ICSD) educators are proud to have been part of TLC from its inception, atending a 2013 legislative advocacy day in Des Moines. iICSD
was the only district to have current teacher feaders at the legislative process on this day, advocating flexibility in implementation with key
legislators. As a result of educators’ voices, the final Bill allowed schodl districts to develop implementation modeis tailorad fo local needs.

The goal of the ICSD is “to provide the best possibie apporiunities for its students in order to maximize their learning.” ICSD has a
culture of teacher leadership with 2 instructional coaches, 33 lead teachers, and 2 mentor coordinators. This proposal was created by more
than 26 individuals and will allow more teachers to fead. The committee developed a vision early in its work:

“The Indianola School District will create a teacher leadership systemn with multiple pathways that allow teachers to colfaborate, mode,
mentor, and have a voice in decision-making for the purpose of teacher and student growth. To make that systern work, teacher leaders wilf
be passionate, goal-oriented learners with a growth mindset focused on inspiring improvement. They will respect and trust the aexpertise,
professionalism, and individual circumstances of the teachers in our district, offering non-evaluative, confidential, and collaborative
opportunities for individual leachers fo work toward their own goals. Teacher leaders will expect to learn from the feachers they work with as
ruch as they aim to hefp.” - ‘ ‘

This reflects ICSDY's TLC goals:

» Recruitment and retention of fop educators through mentoring

+ Provision of authentic, meaningfui PD and integrated supparis through coaching

+ Development of multiple pathways for leadership opportunities for teachers, with adequate compensation

* Promotion and sustention of professianal learning communifies {PLCs), enabling learning from others

+ Collaborative, continuous improvement of instruction in all K-12 classrooms, with systemic increases in student improvement

After analyzing leadership models from other states and lowa's TLC legistation with the needs of siudents, staff and community in mind, the

team concluded the Comparable Plan model would best build upen the teacher leadership in place. The resulting plan was influenced by the
scholarship of Steve Barkiey, Rick and Rebecca DuFour, Robert Eaker, Joellen Killion, Jim Knight, and Melinda Mangin, and will focus on
many aspects of teacher feadership with a variety of full-time, part-time, and classroom-based teacher lzadership roles. |n addition to the
current 33 fead teachers and 2 instructional coaches, the plan includes: '

+ 1 teacher leadership coordinator - The coordinator traing and mentors teacher leaders angd coordinates roles, The coordinator will have
extensive background in adulf learning, instructional coaching, curficulum/assessment leadership, and best practices, This persen works
with the curriculurs director and is responsible for the success of the remaining 60 teacher leaders.

6 added instructional coaches (fotal of 8) - nstructional coaches assist teachers with individual professienal devetopment and application
of research-based best practices/instructionat strategies threugh the use of Jim Knight's (2007) parinership principies and coaching
roufines.

3 half-time AIW mentors - AIW mentors support teachers’ study and implementation of Authentic Inteliectual Work processes and
provide AIW training. :

2 half-time raentor coordinators - Mentor coordinaters coach/mentor new teachers as they teach during the day and coordinate induction
activities for 1st/2nd-year teachers and their mentors, :

»

10 teacher mentors - Teacher mentors will be assigned to 1st/2nd-year teachers from simitar instructional areas and support content,
school acclimation, and development of skills needed for teaching success.

+

4 haif-time teacher partners - Teacher partners enhance instructional skills of veteran teachers, helping to analyze practice through
observation, data collection, and modeling. They may occasionaily cover classrooms to allow veteran teachers to observe other teachers
and facilitate changes based on these observations. :

.

33 lead teachers wilt support PLCs by serving as model teachers, opening their classrooms for observation of practices that elicit high
levels of student tearning. Lead teachers will receive targeled professional development and work with others to develop instructional
practices at high capacity. Lead teachers will serve as a part of the District Leadership Team and facilitate collaboration among K-12
leacher feams and administraiion on disirictwide work. .

The selection process involves 2 committees of teachers/administrators. Positions require internal candidates and most reguire 3 years
of experience. Teacher leaders will be evaiuated by principals, using rubrics with job duties aligned to the lowa Teaching Standards.,
Formative, non-evaluative feedback will be given by the teacher leadership coordinator, who leads professionat leamning for these individuals
on a weekly to monthly basis. Funding will ensure teacher feaders are In-house experts; instructional coaches will partner with lead teachers to
provide large-scale PD as neaded. :
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This plan is woven inte existing sfrucfures of leadership; therefore, implementation and sustention is easier, drawing from the existing
knowledge base. The plan places its emphasis on people. Should state funding cease, ICSD would maintain the most effective rofes in a

limited capacity.

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

TLC Mode! Number Madel 3 ~ Comparable Plan
Narrative
Using Part 1 application narrative from Year 17 No

Part 1 ~ Describe the planning process used by the district to devetop your TLC plan. {5,000 characters maximuin)

Please inciude the following information in your narrative:
a} A description of how the pfanning grant, if available, and the planning time was used {o develop a high-guality plan.
b} A description of how each stakeholder group {teachers, administrators, and parernts) engaged in the process and contributed o the development of the plan.

¢} A description of the support for and commitment to the plan from each stakehoider group {teachers, administrators, and parents who are not a member of anather
stakeholder graup). i .

TLC planning grant funding allowed ICSD to develop a comprehensive teacher leadership program specific fo local needs. Money
from the planning grant paid for substitute teachers, which allowed the committee to meet ¢uring the school day, Funding was also
used to compensate those who worked on the application beyond the contract day between meeting times. This included a subgroup
of ihe TLC committee that reviewed the final grant application, incorporated feedback from the full commitee, and polished the draft
for final submission. Finally, funds were used to send committee members to instructionat coaching workshops at the University of
Kansas. In all, the TLC process included 5 meetings of the whole commitiee, 4 webinars, attendance at 2 conferences, and 4 work
days for subcommittee members. In all, well over 100 hours of time were invested in this process.

The TLC commities of 27 individuals met severai imes during the fall semester. All members held equal status in contributing to the
plan. .

Etementary

J. Tadsen, Art

R. Strub, 5th

K. Schiomer, Inst. Coach
D. Reinert, 4th

K. Sorensen, 2nd

S. Shaw, GIT

K. Scolt, 5th

Secondary

K. Grissom, LA

G. Southall, LA/IEA Union Pres.
M. Carroli, Sped

M. Richardson, Band

L. Msuya, Literacy Coach
B. Damman, Sped

M. Clutter, Music

D, Dubczak, Tech

J. Oliver, Math

C. Stanley, LA

8. Darrah, LA

K. Tumball, Soc. Studies

Adminisiration/Community

B. Carico, HS Principal

M. Teigland, Supt.

R. Lorenz, HR

D, Moetier, Business Mgr.

M. Tucker, School Board Member
0. Gabel, Parent

M. Monigomery, AEA PLLC
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C. Slauson, Curric. Dir.

The committee examined national models of teacher leadership and discussed the benefits of each one. This included the work of
well-known researchers Jim Knight and Joellen Killion, Knight's partnership principles were a particularly strong fit with the culture of
IC8D. A mission statement emerged from this work: The Indianola School District will develop differentiated teacher leadershin rofes
within a collaborative culture that encourages trust, respect, and excellence. .

The team voted to develop a local plan under Model 3, allowing a fit tailored to district schoo improvement plans, including PLC’s,
AW, instructional coaching, and iPL. The team met four more times to review information from the AEA and the DOE, as well as refine
the vision, roles, and job descriptions built info the plan. During a visit to the Teaching, Learning, Coaching Conference in Kansas,
instructional coaches visited with Dr. Knight to clarify points in the committee’s pian. Representatives of the TLC committee attended
every planning day sponsored by Heartland AEA, including the grant review day for feedback from other districts. Finally,
collaboration with the business manager ensured that a pian was developed which would fit within the boundaries of allocated funds
and be sustainable over the long term:

Engagement and communication was an important part of the TLC committee’s process. Each stakeholder group was engaged as described
betow.

+ K-12 Teaching Staff - A “Top 10 Q & A about the TLC Program and Committee” was shared to all staff members. Additicnally,
the TLC committee provided updates fo district Lead Teachers at DLT and sought feedback from these individuals. Lead
Teachers aiso presented the plan to every PLC within the district and sent writien feedback to the TLC team. This feedback
resulied in creation of the Teacher Partner position. Additionaily, a survey was deveioped and sent to all new teachers and new
teacher mentors from the past 3 years. The survey indicated more support during classroom teaching time would make an
impact on student learning, so two teacher mentor coordinators were added to the TLC plan.

.

Community/Parent Input - Parents, community members, and administrators discussed the TLO plan and provided feedback
at reqularly scheduled SIAC (School Improvement Advisory Council) meetings.

-

Administration/School Board - The TLC planning committee included a board member. The School Board Curricutum
Committee was updated regularly and provided insight and suggestions for improvement. Additionally, district K-12
administrators were apprised of plan developments and provided feedback during their reguiarly scheduled administrative
meetings. Administrator insights helped clarify job responsibiiities for teacher leaders.

input from alt of these groups shaped the pian that ICSD submitied for approval.

! have enjoyed being a part of the planning stages of something that is going to positively affect myself and our district, | have grown
professionally throughout this process. - Gori Stanley, ICSD Teacher :

ICSD stakeholders are committed to this plan for teacher leadership.

+ Excitement is evident among TLC committee members, DLT Lead Teachers, and educators in the district. Teachers express
active interest in these roles, which are natural extensions of ICSD's strong commitment to professional learning through PLCs.

* Release time for teachers to complete the grant was supported by principats, who are excited about the possibiiities. Principais
have expressed support for teacher leadership within their buildings because the increased capacity will allow more teachers to
be supported instructionally and diversity the leadership base.

* School board members have voiced support for this pian, which will increase teacher job satisfaction, teaching quality, and
student achievernent,

+ Parents have seen the resuits of teacher sadership in increased student achievement in mathematics and reading.

¢ The community has steadfastly supported weekly early dismissals for several years allowing for teacher cellaboration and
growth.

Gur District Leadership Team has given its suppor, and ICS$D is ready o impact student achievement through expanded teacher
leadership!
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Marrative

Using Part 2 application narrative from Year 17 No

Bart 2 - Describe the vision and goals your school district hopes to achieve through the implemantation of the FLC plan. In your description,
please explain the local context (including relevant student achievement data and existing goals) and how the plan will be tailored to that
context while also working toward the statewide goals of the system, {5,000 characters maximum)

State Goals:

-attract ablefpromising new teachers;

-retain effective teachers;

-promote collaboration among {eachers;

reward prefessional growth and effective teaching; and
-improve student achigvement.

District Vision: "Proud Traditions. . . Unlimited Possibililies”
TLC Vision: “The Indiancia School District will create a teacher leadership system with multiple pathways thet allow feachers fo
collaborate, model, mentor, and have & voice in decision-making for the purpose of teacher and student growth.
ICSD’s TLC Goals
1, Attract and retain promising new teachers through compensation™ and mentoring
2. Provide authentic, meaningfui individualized professional development through coaching
3. Provide multiple pathways for leadership opportunities for teachers
4. Promote and sustain professional leaming communities
§. Increase student achievement
*The minimum salary required by the lowa Task Force on Teacher Leadership and Compensation was met. ICSD currently pays
beginning teachers $38,014 per year.
District Academic Goals
The imgplementation of the TLC plan will positively impact the district's academic achievement goais.
The following goals will be reported to the State of lowa on the Indianola CSD Annual Progress Report (AYP).
Reading — Grade 4
During the 2014-15 school year the indianola CSD will increase the number of students who are proficient in grade 4 by 1,8% on the
lowa Assessment reading test when compared to the number of proficient students in grade 3 during the 2013-14 school year.
Science — Grade 8
During the 2014-15 school year the Indiancla CSD will increase the number of students who are proficient in grade 8 by 1% on the
lowa Assessment science test when compared to the numper of proficient students in grade 7 during the 2013-14 school year,
Math - Grade 11
During the 2014-15 scheol year the Indianola CSD will increase the number of students who are proficient in grade 11 by 1% on the
lowa Assessment math test when compared to the rumber of proficient students in grade 10 during the 2013-14 school year.
All other subject areas and grade levels not reporting to the State of lowa will increase by 1% when compared to the previcus year.
2013-14 Student Achievemenf Dala
The following table indicates high levels of student achievement, which can be attributed to a focus on continuous improvement of
instructional practices in the district.
Grade 4 Reading: 17.2% low; 50.6% intermediate; 32.2% high
Grade 4 Math: 14.2% low; 46.7% intermediate; 39.2% high
Grade 4 Science: 8.3% low; 68.3% intermediate; 23.3% high
Grade 8 Reading: 16.2% low; 17.7% intermediate; 8.2% high
Grade 8 Math: 17.7% low; 49.4% intermediate; 32.8% high
Grade 8 Science: 9.2% low; 67.9% intermediate; 22.9% high
Grade 11 Reading: 12.7% low; 69.2% intermediate; 18.1% high
Grade 11 Math: 10.8% low; 56.5% intermediate; 32.7% high
Grade 11 Science: 11.9% low; 61.2% intermediate; 28.9% high
The Indianola TLC pian expands current teacher leadership positions as described below. These positions are designed to attract and
retain promising new teachers,
provide authentic, meaningful professionat development through coaching, provide multiple pathways for leadership opportunities for teachers,
promote and susiain professional learning communities and ultimately increase coliaboration in order to meet the district achievement
goats,
Teacher Leadership Coordinator - 1CSD believes as teachers move from classrooms to leadership positions, fraining is needed fo
support their new roles.
The Teacher Leadership Coordinator will
« support all teacher leaders.
+ provige training in the art of coaching and adult learning theory.
+ provide overall coordination of the positions.
« faciiitate weekly teacher-leader Professional Learning Communities.
» carry out the TLC vision while working coltaboratively with administration.
Instructionat Coaches - I0SD befieves student outcomes can be improved with additional instructional coaches.
+ At the elemeniary level, additional instructional coaches woukd allow a coach to teacher ratio of 1 to 18. This one-on-one coliaboration
regarding individual teacher goals would focus on increased student learning outcomes.
At the middle school, additional instructional coaches would focus on ensuring all core areas collaborate to deliver instruction following
best practices to increase student learning outcomes,
At the high-school, instructional coaches will collaborate with all core areas to ensure quality use of techinology in 21st century skit
insfruction. :

.
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Mentor Coordinators- ICSD helieves that to.attract and retain new teachers, the current mentoring program should be enhanced o
allow more support for new teachers during the contract day. .
Mentor coordinators will

* provide coaching for new teachars while they are teaching in the classroom.

« teach the state approved teacher induction class. o

= match the new teacher with a mentor that teaches the same content.
AW Coaches- ICSD befieves that practice consistent with AIW standards has shown increased proficiency and reduction of
achievement gaps on standardized tests,
AW coaches will

= provide annual training to ensure all staff be trained within 3 yaars,

- support the transfer of AIW training to classroom practice.

« assist in monitoring data on AIW rubrics for improvement. :
Teacher Partners- JCSD believes that to retain effective teachers, veterar téachers need to be abie to collaborate with non-
evaluative peers on classroom practices.
Teacher partners will

+ work as mentors to veteran teachers,

- assimilate veteran teachers new to ICSD to the district’s collaborative models and instructional practices.
Lead Teachers - ICSD believes through the use of a district leadership team, communication between district level administration and
teacher led PLC's will promote increased best instructional practices and increased student iearning outcomes. )
Lead feachers will

* mest with district administration 1 time per month to discuss district level leamning needs

+ facilitate new leaming in their PLC's

* work closely with instructional coaches and other lead teachers to practice and modsl best practices

» promote growth of teachers in each PLC

Using Part 3 application narrative from Year 17 Yas

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 MTSS, Early Literacy Initiative {ELI}, and/or Towa Core implementation. {5,000 characters maximum)-

' ICSD's plan creates varied full-time, pari-time, and classroom-based teacher leadership roles. in addition to the current 33 lead
teachers and two instructional coaches, the plan inciudes;

+ 1 teacher leadership coordinator
+ & additional instructionai coaches
+ 3 haif-time AW mentors

+ 2 half-time mentor coordinators

+ 10 new teacher mentors

* 4 half-fme teacher partners

TLC funding supports develdpment of teacher leadership through a Teacher Leadership Coordinator. This individual will
support professional development of teachers and teacher leaders in ICSD, be a lizison between teachers and administrators, aid
PLC teams, and promote use of data within the district to encourage an environment of learning and growth.

TLC funding supports and enhances use of Professional Learning Communities and Lead Teachers. In 2012, ICSD began
districtwide implementation of teacher-driven teams based on strict adherence to the DuFour model for Professional Learning
Communities (PLCs}. 84% of Indianola teachers have aitended PLC conferenices. Fack PLC meets for 80 minutes during early-
release time on Wednesday afternoons to focus on the district’s 5 guiding questions {based on {he DuFour's four coroflary guestons);

What do we want all students to leam?

How wili we know if a student has fearned it?

How will we teach it?

How will we respond when some students dor’t know it?

How will we extend and enrich the learning for students who have demonstrated proficiency?

Every PLC has a teacher representative known as a lead teacher. These lead teachers meet each month for a day of professional
development and district leadership work. The district will continue to retain these positions and provide training during the summer so
teacher leaders understand the buikding and district focus for instructional practices/padagogy before the schoo! year begins.

TLC funding supports and enhances use of instructional coaching, ICSD currently has two instructional coaches on staff; one
elementary and one middle school. These teacher leaders have helped identify district power standards, deveiopment of common
assessments, modeling of instruction for teachers, planning of School in Need of Assistance {SINA} support, and provision of
professional development. Although good work has resulted, there remains much to be done because of the [arge teacher-to-coach
ratio at these levels. Plus, there is no instrictional coach available for the high school. The TLC grant will place an instructional coach
in every elementary building and two coaches in each secondary building, enhancing current work. Research has shown stich a
position can affect teacher practice (Bush, 1984; Joyce & Showers, 1995; Knight, 2004, 2008, 2007: Truesdale, 2003) and student
achievernent (Allen et al., 2011; Biancarosa, Bryk, & Dexter, 2010; Dempsay, 2007; Redell, 2004).

The positions will be supplemented by teacher pariners. Teacher partners will be analogous to menters for veteran teachers or
any teacher new to the district. Four teacher pariners will be available to work with teachers based on needs, The mentor
coordinators, teacher mentors, teacher partners and instructional coaches wili work together closely to provide the support needed at
each schoot building. ‘

TLC funding supports and enhances use of Authentic inteHiectual Work. Teams of teachers began studying AW in the fall of
2011, a process that has grown each year. Indiariola needs its own in-district trainers to move the initiative forward. The TLC grant will
‘cgeate 3 halftime AW mentor positions to support teachers in sustaining higher-order thinking and authentic learning in the
classroom. . : : T
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TLC funding supports and enhances work with the lowa Core. For several years, 1CSD has been operationalizing the fowa Core
in K-12 classrooms, focusing on alignment of curriculum, instruction, and assessment. Placing instructional coaches and teacher
partners in each school will support K-12 teachers in their curricutum, instruction, and assessment work, Summer training will build
capacity for lead teachers to share content specific learning about the lowa Core with their PLC collaboration igam.

TLC funding supports and enhances work with student supports, such as K-3 literacy and Multi-Tiered Structures of
Support. Indianola teachers develop interventions and supporis for students making minimal progress in colaboration with
instructional coaches or the assigned Heartland consultant. However, a ratio of up to 45 teachers to one coach or consultant makes it
difficult to assist teams during weekly PLC meetings, Additional instructional coaches and teacher partners will allow for increased
collaboration in meeting the needs of students.

TLC funding supports and enhances support of new teachers. ICSD supports a mentoring program that meets the requirements
prescriped by the State of lowa for 1stand 2nd year teachers. An internal survey of mentors and mentees in December 2013 revealed
there is not sufficient fime for mentors and new teachers to meet during the instructional day. This does not allow opportunities to
ohserve their mentee’s teaching or provide feedback.

Qur proposal includes two mentors for every new teacher. One will be a content-alike mentor a in the fraditionai sense for the
purposes of course content, school acctimation, and instruction. The other will be & mentor coordinator on haif-day release to support
1st and 2nd year teachers within their classrooms on instruction and assessment by providing coaching and feedback during
instruction, which has been shown by rumerous studies to improve teacher use of best practices with students (Bush, 1984, Joyce &
Showers, 1985; Knight, 2004, 2006, 2007; Truesdale, 2003). These mentor coordinators will also teach the state-approved new
teacher course and provide support to mentors as well.

{sing Part 4 application narrative from Year 17" Yes

Part 4 - Describe how the TLC plan will utilize teacher leaders and the additienal funding to improve entry into the teaching profession for
new teachers. Include in your response an analysis of the effectiveness of the current induction and mentoring program and the evidence
you used to make this determination, areas of improvement needed in the current program and how your TLC plan will address these gaps.
{5,000 characters maximum)

Indianola CSD currently has a mentoring program that meets the requirements prescribed by the State of lowa for new teachers. The
district program provides for 15 hours of class instruction outside the comtract day covering topics relative to the teaching profession
and specific to ICSD. In the program, the role of the mentor is to serve as a role model, advisor, advocate, colleague, and coach to
the beginning teacher. The mentor assists in the professional devetopment of the new teacher by providing insight, perspective, and
guidance about building and district policies and procedures, lesson design, instructional methods, assessment strategies, classroom
management, effective communication, and other essential teaching functions. The mentor helps the novice teacher solve problems
related to teaching and learning, shares resources and experiences, provides personat and professional support, and *.. guide[s] the
growth of the new teacher through reflection, coliaboration, and shared inquiry,” (Freedman, M. and Jaffe, N (1893). Elder mentors:
Giving schools @ chance, National Association of Secondary School Principals Bulietin.).

Mentor training is consistent with the lowa Professional Development Model (IPDM). Itis: a) based on student data, teacher input and
a systematic needs assessment; b) aligned with district student achievement goals; ¢) focused on instruction, curriculum, and
assessment; and d) predicated o preparing mentors and new feachers to work effectively with diverse learners and to implement
multicultural, gender-fair approaches to the educational program. Mentor training is based on research-based instructional strategies
and will be aligned with the lowa Teaching Standards and Criteria. The training process inciudes theory, demonstration, role-playing,
reflection, coliaboration, and a program evatuation companent.

The average teacher retention rate for ICSD is 95.3% over a three-year period. Of the 22 teachers new to the profession hired at
Indianola since 2010, 21 (95%) are still teaching here, indicating 2 welcoming climate for new teachers, In order to gather data about
the effectiveness of the program, a survey was created last month using an online survey and sent to recent participants (within the
last 5 years). Results were analyzed using statistical software. 44 current and past mentors and mentees (new teachers) gave
anonymous responses. 22 items were requested for comparison such as: years of teaching experience, status in the program (rew
teacher or mentor), and number of meetings with the mentor/mentee. 14 guestions used a Likert-type scale from 1 as "totally agree”
to 5 as "totally disagree” to measure levels of agreement with statements about the mentoring for examination of themes. The focus of
the findings was placed on average times met, feedback provided, implementation of best practices and in general, meeting of the
needs of a new teacher,

Restlts confirmed that time available for coliaboration during the workday is thin, with the survey indicating as few as 4 contact fimes
since August 1, 2013. 20% of respondents reported meeting 10 times or less in the first semester, which is less than oncefweek.
Widespread diversity was reperted, with one response of 104 confacts in the first semester. Therefore, it can be concluded there is
not an equitable level of support. Even though survey resuits said 77 3% of respondents had a positive experience, many areas were
not adequately addressed. Although 66.7% of respondents agreed the mentoring program in its current state enables the use of best
practices within a new teacher's ciassroom, only 37.8% of respondents believed the current program meets all the needs of a new
teacher. This is likely because mentors do not have many opportunities to observe their mentees teaching and provide feedback on a
consistent basis. :

Subsequently, our proposal includes 2 mentors for every new teacher with the ability to provide additional support in the classtoom
setting. One would be a mentor in the traditional sense, such as a feliow third-grade or secondary science teacher, for the purposes
of course content, scheol acclimation, and instruction, These mentors will be trained by the mentor coordinator. This proposal request
provides us with the ability to have additional training in the summer for new teacher mentors, During the summer training new
teacher mentors will learn what they can de to connect to new teachers by listening and honoring their concerns. Mentors will also be
given ideas and suggestions for new teachers to feel comfortable and ensure that they have all the resources they need, During
summer training mentors will also be taught on how to use the self-reflection rubrics that can be used when conducting seff-reffection
observations. Schedules for ongoing support, observing veteran teachers, and frequent check-ins wilt be made and reviewed by
rmentor coordinator,

The other position created in this proposal would be a mentor cocrdinator on haif-day release to work specifically during the day on
instruction and assessment, in addition to teaching a reguired ciass for new teachers. The plan would be for mentor coordinators on
hali-day release to work with an average of 2-7 new teachers each, supporting these teachers within their own classrooms during the
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contract'déy. This would provide a bridge between the instruction that the mentor coordinator weuld be giving in scheduled required
coursework and implementation in the classroom of the skills being addressed. It will also allow coaching and feedback during
instruction, which has been shown by numerous studies to improve teacher application of best practices with students (Bush, 1984,
Joyce & Showers, 1995; Knight, 2004, 2008, 2007; Truesdale, 2003), -

Narrative

Using Part § application narrative from Year 17* Yes
Part 5 - Describe each of the proposed teacher feadership roles in your plan. (10,000 characters maximum)

Piease include the following information in your narrative:

a} A description of the responsibilities and duties for each new leadership role as well as the percentage of time each role wil spend engaged in student instruction
and the percentage of time each role wilt spend performing teacher leader duties.

b} A description of how each of the new roles fit together, as well as with any existing teacher leadership roles, o create a coherent instructional improvement
strategy that wili strengthen instruction and improve student learting and student achievement throughout the district,

Indiancla Schools propose the following 61 teacher leacership positions to enhance teaching and learning, which reprasents the good-faith
requirement of identifying 25% of certified teaching staff for leadership positions. The positions were developed by the Teacher Leadership
Committee and reviewed with feedback given by all staff, parents and community.

% of ime 1% oftime

Position Responsibilties and Duties Teacher Student

. . Leader Instruction
This position is an intensive resource for teacher leaders (instructional coaches, new teacher
mentors, teacher pariners and AIW mentors) and will ensure the success of teacher leaders in
1CSD. :
" Provide training and mentoring for teacher teaders
" Ceordinate differentiated district professional development 1 position
R _— . S o

Teacher Support district and curricular initiatives 100%

Leadership « ; : 0%
cordinator Support teacher leaders in the use of aQUIt learning theory

* Be available to model teaching and coaching routines for other teacher leaders 15 additional
days

" This role will involve collaborative work with building principals, the curricuium director, other

administrators, teacher leaders, and teacher feams to coordinate district efforts.

The TLC committee believes that this position is vital to the succass of all other teacher

leadership positions in the district and is a "must have”. Although this is & new position it has

emerged as the highest priority.
& positions

. . A . . 100% 0%

Assist teacher i implementing individualized professional development through effective,

researched best practices/instructional sirategies. : 10 additional

"~ Research and study strategies that will meet the needs of classroom teachers days

" Assist teachers in differentiating instruction and selection the best strategies for leaming

Instructional

Coach * Ca-teach or collaborate to problem—_scive
* Model effective teaching strategies 2 postions
0
* Observation - provide non-evaluate feedback 50%
" . i _— - ) . 5 additional
The additional coaching positions will strengthen the current pesitions we have in the district. days 50%
Mentor These individuals will train teacher mentors and new (1stand 2nd year) teachers. 2 positions  [50%
[Coordinators
" Be a resource and support for new teacher mentors 50%
" Work with new teachers during the schoo! day, providing coaching and feedback during 5 additional
ingtruction days
" Facilitate observations with mentors or mentees which may include occasional class coverage.
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These positions wilt strengthen the current mentoring program we have in the district.

New teacher mentors are a resource for content-alike teachers.

10 positions
* Increase content-specific insfructional skills of the novice teacher
New Teacher ' 0% 100%
Merntor *Assist with entry to the profession and adjustment to school environment - °
1 additional

Funding from this grant will provide for a full day of training for mentors specific to working with  iday
new teachers

The leacher partner is & specific resousce to veteran teachers new to the district, as well as ay
other feacher that wishes to collaborate on classroom practices.

« Aid experienced teachers with adjustment to ICSD

* Enhance instructiona! skills of veteran teachers

* Encourage veteran teachers to anaiyze their own practice through obsesvalion, data coliection 4 positions
and modeling 509
Teacher Partner © 50%
« Assist veteran teachers with implementing alternative, research-based strategies and 5 additional
assessments to improve learner oulcomes days
+ Guide veleran teachers in data collection and analysis and coliaboratively determine a
response fo the data
The district does not currently have teacher pariners but believes that this position will haip us
retain "new” veteran teachers and improve the pedagogy of other veleran teachers. These
positions will work closely with the instructional coaches in each buikling.
The AW coach trains staff in the use of Authentic Inteliachual Work (AIW) and sustains it in the
district.
* Support teachers in the work of reflecting and defining more explicitly the critereia for 3 positions
onstruction of knowledge, disciplined inguiry, and value beyond schoot so instruction will P
demonstrate higher-prder thinking and high levels of studant engagement 50%
IAIW Coach 50%
« Provide all essential training according to AIW protocols = additional
* Ensure through coaching that new teacher learning ransfers to practice days
This position will enhance the work of the district. Currently, the district has heen involved with
AW for four years.
Lead Teachers support the PLG process by collaborating with the administration on design,
impiementation and assessment of schoot change. They ensure alignment and focus on school
and district intended results.
* Clarify what students are expected fo leam
* Coltaboratively plan instruction to promote student learning
* Monitor student achievement through the development of common assessments . 33 positions
* Use student achievment data to identify the individual student learning needs and design 5% (1 day a
l.ead Teachers intervantions month) 35%
* Monitor the effectiveness of the PLC process and team outcomes 1 additional
day

* Promote reguiar dialogue between PLC teams members and other school leaders

* L earn new instructional technigues and with the insiructional coaches, teacher partners, and
others promote the use within each PLC. This will invoive serving as a madet classroom for
others to observe.

The district currently has 33 lead teacher positions. This funding will allow us fo provide training
each summer.

The Teacher Leadership Coordinator (TLC) position will be the linchpin of the teacher leaders in the district, This person will be
responsible for meeting with building administrators once a menth, During the monthly meeting, the TLC will review with administrators how
they can work more productively with teacher leaders in their building. They will review the district strategic plan goals, student achievement
data;, building SMART goals and progress monitoring 1o ensure teacher leaders are focusing on strategies o help buildings reach academic
goais.

The TLC will also be responsibie for orientation and ongoing training of all teacher leaders. The district TLG will work directly with the
curricuium director to ensure close alignment with the district mission, vision and goals.

Instructional coaches, mentor coordinators, new teacher mentors, teacher partners and AIW coaches will ali have the assignment of
irmproving instruction by helping teachers 1o do their best in the classroom. Although each of these roles may have a different focus, they will
alt work irs synchronization with each other. Instructional coaches will work In classrooms {o enhance and improve feachers” instruction.
Mentor coordinators will make sure new teachers and their mentors have information, materials, and time to ensure guality instruction.
Mentor coordinators wilt aiso teach the state-approved mentoring induction course and provide feedback to new teachers in their clagsrooms.
New teacher mentors will help new teachers meet the challenges and rigor of being a teacher in the {CSD. Teacher partners will work on
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improvement of instructional skills of veleran teachers and be a resource for experienced teachers new to the distict, AIW coaches wilf
support the district focus of Authentic Inteliectual Work by providing guidance using information from teacher tasks, student work, or
instruction. This will improve active engagement in higher-order, real-world thinking. AIW coaches will also provide direct instruction during
training in the fali and site visits during the year.

Al of these teacher leaders will work closely with the building principals and surriculum director, The building principals will collaborate
with teacher leaders fo review building student achievement data and team SMART goals. Teams will quarterly review SMART goals, and
building achievement data is reviewed by the use of benchmarks 3 times a year. This information is collected and analyzed through

‘DataDirector, district student assessment program, Together, they wil determine action steps for coaching, mentaring and partnering to
improve instruction. The curricuium director wili work with teacher leaders to develop a strong vision for support of district professional
development, new curricudum implementation and coordinating training outside the district. Lastly, alf coaching and mentoring positions will
meet on a weekly basis for thelr own professional learning communities with the district Teacher Leadership Coordinator. The district TLC will
work with teacher leaders on developing good coaching skills and will provide and receive feedback from teacher leaders to ensure that all
components of the system are working weil and are functionally integrated.

The final group of teacher leaders in the district plan is the lead teachers. This group has a completely different responsibility for the
district, bul a shared vision--schoc! improvement, Currently, the district has 33 iead teachers in the district that supporis the PLC process.
Each month the district lead teachers meet in the morning as building levet leaders and in the afternoon as a single PK-12 leadership team.
During the monthly meeting, lead teachers work with district administrators to design and implement scheof improvement with the teacher PLC
groups they represent. Feedback te the district levet administration from the schools regarding the instructional improvement strategies beaing
implemented is given at the beginning of the monthly DLT meetings when schools are asked to discuss celebrations and concerns. Indianola
students are dismissed each Wednesday at 2 pm s6 teachers have 80 minutes to work on answering 5 guestions of the indianola PLC
process: :

1) What is it we want all students to leam?

2) How will we know if each student has learned it?

3) How will we teach i1?

4} How will we respond when some students don't know it?

8) How witl we extend and enrich the learning for students who have demonstrated proficiency?

To expand on the current responsibilities of the district, the teacher leaders who serve as district Jead {eachers will be required to attend
summer training. During the summer training district iead teachers wili examine district student achievement data, develop a district focus of
school improverent, and provide feedback about the school change process.

The district currently uses a collaboration log, which teachers use fo ask for help when working with PLC teams. The log allows for
communication with building administraters. We'l! continue to use the coliaboration log for feacher as one way to request help from any coach,
mentor, and teacher pariner by e-maiting the log to the building administrator and disirict feacher leadership coordinator.

The district will survey teacher leaders and teaching staff twice a year to gét feedback in how the district can improve teacher leadership
positions.

ICSD dees not anticipate challenges with covering pasitions i one or more teacher's assignments change to fulfill leadership positions.
Indianola has a history of attracting and retaining highly quatified teachers, with an average retention rate of 95.3%. Typically, }CSD receives
'50-180 applicants for vacancies including fraditionally hard to fill positions such as math and science. Many factors make ICSD a desirable
district for teaching professionals, such as Simpson Coilege, proximity to the Des Moines metro area, a competitive salary schedule,
community support through bond issues fo improve facilities, opportunities for professicnal jearning in collaborative teams, and having a strong
focus on siudent learning. .

Using Part 6 application narrative from Year 17* No

Part 6 - Describe how teacher leaders will be selected. (5,800 characters maximum}

Please include descriptions of how the district will determine and evaluste the following in selecting teacher leaders:
a) Prior demonstrated measures of effectiveness,

k) Prior demonstrated professional growth.

ICSDs plan for recruitment and selection of teacher leaders equally distributes responsibility for hiring across both classroom educators and
- administrators. From teacher mentor coordinators, fo instructional coaches and AIW coaches, to teacher partners, each role is meant to
increase the capacily of educators within ICSD in order to move students to high levels of academic success.

Excitement is building from teachers across the district about these roles and what they mean for the dajly practices of ICSD schools. 1ICSD
has already developed detailed job descriptions, application processes, and screening rubrics for candidates, This information will be shared
with all ICSD staff in the near future, allowing adequate time to prepare applications for these new roles.

Selection Process

ICSD will use the Teacher Leader Mode! Standards in the selection process. The 7 standards inciude:
1. Fostering a Collaborative Culture

. Accessing and Using Research

. Promoting Professional Learning

- Facilitating improvements in Instruction and Learning

. Using Assessments and Data

- Callaborating with Famities and the Community

. Advocating for Student Learning and the Profession

bW N

Step 1. Positions will ba posted through the district's human resources system. All interested applicants wiil
be provided links to information about job descriptions, application criferia, and apptication rubrics. This
information will be available to alf employees as a part of the curriculum office intranet,
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Step 2. Teachers interested in leadership roles will complete an Appiitracks applicaton. Applications wilt be
screened for minimum gualifications, including five years of teaching experience and at least three year of
experience at ICSD.

Step 3. The Director of Student and Staff services will contact all applicants who meet the minimum
qualifications and then direct those applicants to complete the next step in the process which is the
submittal of artifacts and a letter of application.

Step. 4. The Director of Student and Staff Services will give the Teacher Leadership Review Commitiee
(TLRC) the ietter of appiication and artifacts with no name identification.

Step 5. The TLRC, consisting of three teachers and three administrators from & variety of levels, they will
review feacher artifacls and application feters. These artifacts will be scored using a rubric based on the
Teacher Leader Model Standards. Scores will be reported fo the Director of Student and Staff Services and
the highest scoring applicants will be contacled for inferviews.

Step 6. The building principals and teachers wili interview the top-scoring applicanis referred from the
TLRC. Applicants wifl be interviewed using interview questions and rubrics addressing the Teacher Leader
Modei Standards. This committee will make hiring recommendations for each position to the Superintendent
of Schools, who wili make appointments through the Schoot Beard.

Step 7. Those chosen for TL.C roles wilt begin a transition process supported by the Teacher Leadership
Coordinator. Administrators will determine building placements for selected teacher leaders for the foliowing
schoo! year and hiring of new teachers will begin for vacated positions.

No teachers who participate on the TLRC committees member wilt be not be applicants for any TLC
positions.

Measures of Effectiveness and Evidence of Professional Growth

Candidates will demonstrale their effectiveness and professional growth through their letters of application
and artifacts. A scoring guide will determine the level of effectiveness of each candidate:

Each TLRC committee member will score each of the seven standards for an applicant individually, giving a
score of 1-4 as defined below, Resulis will be refurned to the Director of Student and Staff Services,
Artifacts will be scored twice with the final score being an average of the two. Teachers must scofe at least
17.5 poinis out of 28 points to be considered.

. 4 Extensive evidence of effectiveness includes ieadership roles at the buliding or district level. This is
generally work that is accomplished beyond the classroom or PLG level. There is an effort {o impact
others in the building or district. The defining characteristic of this leve! is that it invoives visible
leadership meant {o impact others. Simply being a member of a committee is not enough, evidence
must be presented that the teacher fakes an initiative to impact others and this will likely require time
peyond regular meeting fimes.

3 Above average evidence of effecliveness might include simpie commitiee membership at the
building or district level and/or effective application of concepts within a PLC,

-

2 Average evidence of effectiveness might include effective application of concepis within a
candidate’s awn clasgroom. Though helshe might show individual mastery, there is limited or no
evidence of efforts to impact others within the school community.

1 Limited evidence of effectiveness includes any content provided by the candidate that the TLRC
committee determines does not meet the average, above average, or extensive criteria above.

The Teacher Leader Model Standards require a high level of professional growth and effecliveness.
Requiring teachers to provide artifacts for each standard in the selection process ensures that any teacher
who scores high enough for an interview has demonsirated a high level of professional expertise in their
careers.

Annual Review of Performance

Anaual review of teacher leaders will be completed by the Director of Curriculum and Instruction. This
review will inclide Input from administrators and survey information from classroom teachers. Teacher
leaders will seif-refiect based on data they colfect about their own work and individual professicnat
development plans. Finally, teacher leaders will maintain a portiolio of work using the Teacher Leader Model
Standards, crosswalked 10 the lowa Teaching Standards. Each May, teacher leaders may elect o reapply
for anather year of service or refurh to the classroom.

Narrative

Using Part 7 application narrative from Year 17 Yes

Part 7 - Describe how the TLC plan will utilize teacher leaders to improve the district’s current professional development program. {5,000
characters maximum) L
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Piease include the following information in your narrative:

a) A description of the role teacher teaders will play in the creation and delivary of profassional development.

b} A description of how the district's TLC plan aligns with and incorporates the key elements of the lowa Professional Development Model {HPDM).

Click frere To access the lowa Professional Development Mode! page.

ndianola CSD functions as a professional learning community and is committed to the belief that its fundamentat purpose is learning. Rather
than through mass district professional development, professional learning takes place weekly during 80 minutes of team collaboration where
teams examine the five district established questions.

1. What do we want all studenis to leam?

2. How will we know if each student has leamed it?

3. How will we teach it?

4. How wiil we respond when studenis dont know it?

5. How will we extend and enrich the learning of those who already demonstrated proficiency?

Lead teachers meet the second Tuesday of each month for a full day with building principals, the curriculum director and coaches (o receive
and to plan how o support the professional development for each PLC team. The 33 lead teachers work with the collaborative teams about
what is non-negotiable in indianola. :

+ Lead teachers ensure their teams have maiched the lowa Core/National Standards to enacted curricuium, determine essential learning
fargets and translate them into student-friendly fanguage (I Can statements), create proficiency level descriptors for essential learning
targets, and determined sequencing and pacing of curriculum--all work that falis under PLC question 1.

+ Lead teachers also work with collaborative team members 1o create and analyze commen assessments, which is PLC question 2.

+ Itts & non-negotiable in indianota CSD that all teachers provide an envirgnment that is aclively engaged in higher order thinking using
authentic work (AIW). Lead teachers help collaborative teams examine teaching methods/strategies for effectiveness, focus discussions
about use of best practices, and assist with differentiation. This work represents PLC question 3.

+ Finally, lead teachers help their ieams pian for students who need infervention, PLC question 4 and extension PLC question 5.
This proposal would aliow district lead teachers additional training during summer months while not being pulled from the classroom.

instructional coaches, teacher partners, and new teacher mentors would be trained to ensure district expectations are being implemented with
fidelity in each classroom, This team of teachers will also help teachers review student achievement data (SMART goals, benchmark
assessments) on a guarterly basis to determine if a change in teaching is needed, Instructional coaches, teacher partners, mentor
coordinators, and ANV mentors will have their own weekly PLC meetings during times when district PLCS do not meet. This will ailow for
professional growth and develepment of adult learning skilis, Monthly, these groups will meet as one PLC to facilitate common understanding.
The teacher leadership coordinator, an instructional coach, a teacher pariner, a mentor coordinater, and an AIW mentor will aiso participate in
District Leadership Team with lead teachers to enable consistent communication,

The above process will be used for all work throughout the scheal year because it is more effective than mass professional development
sessions, However, during the times that whele-group training is necassary, the TLC coordinator will arrange 1o deliver new learning with
instructional coaches and lead teachers. This wili distribute each session across buildings and grade levels and allow for differentiation as
needed. Teacher partners and mentors will defiver individualized work with teachers new fo Indianola and support district initiatives in
classrooms where teachers may lack prior knowiedge needed for implementation. This will also aliow professional development to be led by
our own teachers, one of our district goais.

AW {Authentic Intellectual Work) mentors will kick off a fall training by holding a two-tay workshop. AW is a process by which collaborative
groups of teachers review teacher tasks, student work, and teacher instruction by scoring the work using commor: rubrics, Scoring helps
teachers fo arrive at common, agreed-upon understanding of the standards they work toward in the tasks they assign students, in their
evaluation of student parformance, and in the lessons they teach. AIW mentors ensure teams understand how the framework of AW focuses
on instruction. Mentors will have a sife visit three imes during the year with all st and 2nd year teams to check understanding of standards
and processes in scoring. More importantly they will wark with veferan AIW teachers to faliow through after scoring to ensure teacher tasks
and instruction are improved. .

Barkley (2003, p. 24) uses an evajuation/coaching continuum to describe rofes that teacher leaders play in professional development. The
compornents of this continuum include: ‘
* Coaching - In coaching, teachers make their own decision to ask for assistance with new practices. In iCSD's model, a teacher could ask
for assistance from a teacher pariner or instructional coach.
+ Mentoring - Mentoring includes support of new practices autornatically provided without the teacher's request. ICSD's model provides
mentoring through mentor coordinators, new teacher mentors, and AIW mentors. i :
+ Supervisicn - This is the most externally driven and ensures that practices are used effectively, ICSD's model uses instructional
coaches, lead feachers, and AW mentors {o ensure that best practices are used in the most effective manner,
+ Evaluation - This final level is outside ihe scope of teacher leaders. No teacher leader at ICSD will evaluate staff merbers; this remains
the responsibility of building administrators. :

Indianola’s TLC plan aligns with and incorporates the key elements of the lowa Professional Development Model (IPDM), see chart
below.

htps://www.iowagrants.gov/getApplicationProposal.do?documentPk=1412279647748&...  12/15/2014




lowaGrants ' Page 13 of 17

‘voiding Prinipuiy wird baied Trchers wifl colleet sttt achipenment data andd
ppesent i to buildieg staff, Staff will peet back fayers of studient dats, revdes
sulsriug information, do item anstysis o 1t quiiton, ke SRSARCE proals 1t
quarcerly.

FAD Laad vearhers vasvien stedunt dchicyement aps snd see Sivec
sxpestations regarding stadent learing outcomes refoted t Cuestion 2,
“Hwe Wi we kever i ¢ath stadient hat feaemed it

Gnee 3 dite s reviewed, Teacher Leatiarstip Coordinalorns, Principats, and
AR will work vegatlies to feh insrattionst sirteghs 1o blhivemihl it
Gince rasearch-bused instructions! strstegies have been matthed with g,
BD content and providers vl e chooen 16 biing w buliding spatf.

Teacher Lesdersnip Coordinator works with bullding prindpsts and fead
Tenchars to desizn a process that provider wachers adeguate Gpportuniiny
| o benen and imploment e curriculs, instrugtionat stretegies bt
BEEESEMENLS AT suppert learring.

Eoanhes i Toncher Partners will help o icherg 2o
friz i veaching swrategles, work put protlems, reinBrse e
mztecials, BHgage in peer cratving add bbeerve each other.

e neede Tor supporting Tebhars wib e cardad out by
e # s st toarhar paringrs.

L
A Y ’%g, : . _—

pric é%?&“géép Coardingsor will ve the snsms disiries gools sh

BgpeTiatiy carrying cut maining for pew teachars and meniorns. Haw

T et Bawe s strong vedermanding of hiow e distiet

3¢ wnd 15 % professional luaring coreminiy.

instrsetions] Coeches and Teather Partmers will
fuetp teuchers veith orpoing dets colleaion of
distrien goady and evaiintion of profasstonst

| devzlopmant.

| Srudent dats from benchiesr assessment 15513 and EMART
pouls are eeslened 344 thves peryesr, Lead wachers, Fuilding
Pringipats, and Témehir Lapdarhin Cotndinmes will frvedt
rogether to logk atdats from SIAART guals, monitor progress,
wrid pacovirmend dharges,

Using Part 8 application narrative from Year 17° Yes

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

a} A description of how the district wilz determine the impactieffectiveness of the TLE plan, including short-term and the long-term measures.
b) A description of how the district will monitar and adjust the TLE plan based on the resuits of these measures.,

ICSD wilt use several measures {0 determine the effectiveness of its TL.C program.

Student Achievement Data - ICSD sets student improvement goals on state standardized fests, which wiil be monitored for
improvement over time. Additionally, the district wilt analyze the number of students showing proficiency on essential standards in each
colrse with common assessments developed by teacher PLC teams. Concurrent with MTSS, we expect 80% of the students in each
K-12 course to show proficiency by the end of the year. itis expected that courses where teachers have collaborated with teacher
teaders will show ever-increasing growth towards 80% proficiency.

Teacher goals - Teacher leaders will maintain a log of their work by leacher, time, and task (Kitlion & Harrison, 2008). This log wiil show
goals sel by individuai teachers with whom they have collaborated; at the end of the semester, teacher leaders will determine how many
teachers met their goals. This raw data wili he available by building io determine if additionat supporl is needed for teacher leaders.
Teacher leader goals - Teacher leaders will develop a portfatio of products of their work, work logs, a reflective anatysis, professionat
development goals, and a plan for development for the following year if they apply again for this position.

Teacher leader scale data - Instructional coaches, tegcher partners, mentor coordinaiors, and AW mentors will determine the best
practices for their positions and create a scale for these practices. Data on teacher interactions will then be collected to determine if
these highest-yield practices are consistertly used. This information will be reviewed guarterly by the district administration and the
feacher leadership coordinator, Based on findings, practices used by each position may be adjusted for maximum effectiveness.
Administrator walk through - A walk through template based on practices consistent with ICSD’s & PLC guesfions will be used by
adminisration: to measure increase in the use of best praciices.

.

.

.

+

.
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+ Evaluation of teacher leaders - tCSD will estabiish standards that explain what positions sound and look like when putinto practice. !
These standards will reflect expectations both the district and principals will hold for each teacher leadership roie. :

+ Formative feedback - The teacher leadership ceordinator will observe teacher leaders in action and provide non evaluative formative’
feedback on an ongoing basis. Additionally, the district's electronic PLC log will docuraent each team’s work with an instructional coach,
teacher partner, mentor coordinator, AMW mentor or iead teacher to improve instruction. ’ o

+ Staff feedback - Staff surveys will be conducted at ieast yearly to gain information about the teacher leadership program. The teacher
leadership coordinator will conduct focus groups to determine whether teachers have the necassary support from teacher leaders in the
;:listné:t. ISh%ﬁ—term goals will be made using the survey and foctis group information about ieacher satisfaction when working with
eacher leaders.

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

Student Achievement Data - Standardized scores wilt be reviewed in the fall and spring while benchmark assessments will be reviewed three
times a year. If It is defermined the district instructionat sirategies are not showing improvements, the leadership coordinator and curriculum
director wili review the fidelity of this implementation or iook to other research based sirategies. The teacher leadership coordinator will be
responsible for training teacher leaders to ensure they are district experts. : . o

Teacher Goals - If data related ‘o teacher goals shows a pattern of need, the TLC plar witl be adjusted to support particutar buildings, teacher
teams, or the disfrict through fargeted professionat developrent. If data shows that few teachers in a building meet their goals, teacher leaders
may be temporarily reassigned fo help with that buifding's rseds,

Teacher Leader Goals - Based on teacher teaders reaching their personal professional goal, action plans will be developed as needed. The
teacher leader coordinator will be responsible for providing professional development for teacher leaders fo address gap areas.

Walk through Data - Administrators and the teacher leadership coordinator will use walk through observation data to maka adjustments to the
amount of teacher leadership support provided 1o particuar buildings, content areas and to the training provided o the teacher leaders.

Staff Feedback- A staff survey and focus group information will be coilected and synthesized by the teacher leadership coordinator and
presented to administrators. This team will determine what improvements need to be be done short-term and fong-term to make positive
adjustments. The teacher leadership coordinator will ensure teacher leaders have the skilis in place to work successfully with teachers.
Adrministration will make certain teacher Jeaders have the resources and suppert they need to be successful,

Consistent with the ICSD's professional learning community belief that failure is not an option, the pian wilt be adjusted if any piece of the
teacher leadership plan is ineffective as indicated by the above measures.

Using Part 9 application narrative from Year 17* Yes

Part 9 - Describe the school district's capacity to implement the TLC plan. Cite an exampie or exampiles of the successful implernentation of
a past district initiative or initiatives. Include how the TLC plan will move ints the future systemically as a part of the district’s school
improvement efforts including descriptions of the roles and responsibilities of district personnel responsibie for ensiring the success of the
plan. (5,000 characters maximum) '

This TLC plan is woven into structures already embedded in the district. implementation: is made easier by the fact that several leadership
roles are already functioning.

Sustainability pfans include;

+ Sending coaches o coaching institute in Lawrence, KS

* Providing curriculum training for teacher isaders

- Communicating with stakeholders and constant review

= Creating a coordinator position to provide support and training to teacher leaders

+ Developing documents that show exampies and non-examples of each role’s duties. These wiil be clearty understood by administrators,
teacher leaders, and teachers, enabiing consistent implementation across the district

» Establishing frust with teachers to encourage voluntary use of supports {i.e. non-evaluative, collaborative roles; working on teacher’s
goals rather than coach's goals)

» Encouraging teachers with coaching and feadership polential to apply

» Evaluating roles and using feedback from stakeholdars to adjust as needed

* Using half-time or full-time roles to ensure efficiency in filing vacated feaching positions

The district will use professional development funding fo ensurs teacher leaders are experts. The teacher leadership coordinator witl be
important in the success of the TLC plan. This individual wil attend the Coaching Coaches conference in Lawrence, KS with Dr. Jim
Knight and AW coaching training provided by Heartland AEA. The district will financially support the professionai development of
otr[}er teacher leader positions. The district partners with Heartland AEA to provide professional development and will continue that
collaboration.

The district is 100% committed to becoming a high furctioning Professional Learning Community (PLC}. “The rise or fali of the professional
leaming community concept depends not on the merits of the concept iself, but on the most important element in the improvement of any
school-the commitment and persistence of the educators within it" (Marzano, 2003). ICSD is committed fo ensuring that all students learn,

The key staff members that provide the infrastructure responsible for the success of this pfan will be the Director of Curriculum and Instruction,
Director of Staff and Student Services, building principals and the teacher leadership coordinator.

The curricuium director wil: )
+ Organize the selection of the Teacher Leadership Review Committee and ensure all committee members understand the responsibilities
in detarmining the candidates interviewed.
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. Work directly with the ieacher leadership coordinator to plan and present professional developmeni for each of the teacher leader groups
(instructional coaches, partner teachers, new teacher coordinatar, new teacher mentors, AIW mentors and lead leachers).

« Meet monthly with building principals and teacher leadership coordinator to make sure teacher leaders are meeting district standards.

+ Plan and present professional development at the monthly district lead teacher meetings and plan the summer leaming each year

. Review the standards of the teacher leader positions at biweekly administrative meetings, discuss huilding watkthrough progress, and
lead the review of coilaboration togs with the district agministration

The Director of Student and Staff Services will:
« Ensure all teacher leader candidate applications are screened to meet the qualifications defined in each job description. If the applicant
meets the basic reguirements their materiais will be passed on to the Teacher Leadership Review Commitiee.
- Final names of candidates to be hired in the teacher leadership roles wili be given to the director for superintendent approval.

The building principals will:

Help teachier leaders become part of the building culfure so relationships can be buil

Ensure teacher leadership standards being implemented by consistentiy doirg walkthroughs and providing constructive feedback to
teacher leaders

Meet monthly with the teacher leadership coordinator {o make sure feacher leaders are meeting the position’s expectations

Review the Coliaborative logs each week, The Cotlaborative fogs will indicate the work of the buitding coilaborative teams and how the
teacher leaders are being involved with those teams

Meeat monthiy with lead teachers to review student achievernent data and plan building professional development

Devetop and maintain siructures that promote collaboration

.

.

.

.

The teacher leadership coordinator wil:
+ Maintain the success of teacher leaders by working with the curricuium director, building principals and other teacher leaders fo ensure
district goafs for the program are achieved ‘
- Provide professional development and guidance to all the teachers

This plan invests its funding in people, as ICSD believes this is where maximum impact is achieved. it is anticipated grant funds will cover
the cost of computers for teacher leaders, and collaboration with Parent-Teacher Organizations may oocur {o cover other needs, Should this

funding eventually be phased oui by the state, |CSD would evaluate its pian fo determine which positions showed greatest impact, and these
would be maintained in a limited capacity. The cusricuium director would resume all support for teacher leaders.

Grant Allocation

Enfer the district enroliment as regorted on Line 7 of the 2013 Cerlified Enroliment Report. Actual funding will be based on the 2014 CE once it is approved by the SBRC. An

To enfer the districl's certified enrolimant nurber, sefect "Edit” at the tog of the screen. Once the enroliment field is completed, select "Save" to view Ihe Grant Allocation. Then
enter the Budget ltems and Other Budget Uses in the space provided.

Certified Enroliment Number* 3402.8
The district enroliment-based affocation is equal fo the cerified enrellment humber x $308.82.

District Enroliment-Based Allocation $1,05G,852.70

Tetal Atlocation $1,050,852.70
Part 10 - Budget items

Use of TLC Funds Amount Budgated
Amounl used to raise the minimum salary to $33,500. $0.0¢
Amount designated to fund the salary supplements for teachers in leadership rofes. $97,383.27
Amount 1o 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 ara out of their classroom to observe or co-teach with $213,052.02
another teacher {e.g, Riring emerius, part-time, or full-lime leachers).
Amount used (o provide professionat development related to the leadarship pathways. 40,417 .41
Amount used to cover other costs associated with the approved teacher leadership and compensation plan,
These costs must be itemized and described below and ba approved by the iowa Department of Education prior $0.00
to implementation of your plan.

Tetals $1,050,852.70

Other Budgeted Uses - Description
item description Amount budgeted
$0.00

Total Allocation Budgeted
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Totat Projected Amount to be $4 >(:uS{)jSSé_?‘{)
Expended : ’ P

Ifthe amount shown below is (negative), the sum fotal of the dollar amounts budgeled exceeds the enroliment-based aliocation.

Reraining AHocation fo be Budgeted $0.00

Budget Alignment

Using Part 10 application narrative from

Year 17+ o

Describe how the TLC budget is aligned to the schoof district's goals for the propdéed TLC systern. The budget narrative shaould make clear connections between
costs, roles and goals. (5,000 characters maxirmum)

Qur District TLC Goals
1. lmproved mentering
. Authentic, meaningfui professional development through coaching

. Mudtiple pathways for leadership opporiunities for teachers

A~ W N

. Promote and sustain professionat learing communities

5. Increased student achievement ‘

Budget Narrative
Improved New Teacher Mentor Program {$1,748.70)

Indianola CSD has been able to recruit top educators with a beginning salary that already exceeds the minimum salary required and our retention
rate is 95.3% over a 3-year period. However, we know that we could improve our mentoring program to better immerse new teachers in the
culture and initiatives of ICSD. In order o ensure that cur good hires become excellent teachers as quickly as possible, we want to offer additional
support o them. Currently mentor teachers are funded through the state and the district will continue to distribute this yearly stipend for 10 new
teacher mentors assigned to first and second-year teachers who will provide suppaort for grade-level/content area instruction, school acclimation,
and successful teaching skill development, TLC grantfunding wili aliow us to add one day of summer training for those mentors to aid in

- effectiveness.

New Leadership Roles ($913,052.02)

Our plan aliows for a number of new teacher leadership rofes that will dramatically impact the professional learning and imprevement of teachers
in our district in order to increase student achievement, The TLC grant will be used o fund ihe teachers as they work outside of the classroom.
Stipends will also aliow these teacher leaders additionat contract days for their own professional development as well as duties related to their new
role, such as preparation and delivery of teacher prefessionat development and training.

K-12 Teacher Leadership Coordinator--1 position, $11,658.00 stipend/benefits, 15 additional contracs days. This position will frain and mentor
all other teacher leaders in the district.

Full-time Instructional Ceaches--8 positions, $6,120.45 stipend/benefits each for a fotal of $48,963.60, 10 additional contract days.
Half-time AIW Coach--3 positions, $3,487 46 stipend/benefits each for & total of $10,482.20, 5 additionaf contract days.
Haif-time Mentor Coordinators--2 positions, $3,497.40 stipend/benefits for a total of $6,994.80 each, 5 additional contract days.

Half-time Teacher Partners—4 positions, $3,497 40 stipend/benefits sach for a total of $13,989.60, 5 additional contract days.

Professional Development ($40,417.41)

in order fo ensure suctess of new leaders, we will provide quality professional development in instructionat coaching, aduit iearning,
curriculum/assessment leadership, and best practices in instruction. The budget will allow for materials, tuitionfflees, consultants, and travel to
ensure teacher leaders can attend conferences and training institutes and bring experts 1o the district.

Lead Teachers ($8,285.07)

The district already funds & yearly stipend and substitute coverage for our 33 lead teachers to fulfill thair respensibilities in leading and sustaining
professional leaming communities in the district. Lead teachers facifitate PLC meetings throughout the year, acting as laisons between district
decision-making, building leadership teams, and teachers working toward student achievement, They wil! alse take on the role of modet teachers,
opening their classrooms for their colleagues to abserve. TLE grant funding will add one summer professionat development day for lead teachers
to help support their work during the school year.
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Assurances

please check each of the boxes befow. Your pian will not be considered for approval unless each of the boxes are checked, indicating your
agreement to meet these reguirements.

Minimum Satary - The school district
wilt nave a minimum: salary of $33,50¢  Yes
far a8 fulbtime teachers.*

Selegiion Committee ~ The setection
process for teacher teadership roles
will incluge a selection committee that
tncludes teachers and adrainistrators
who shall accept and review
applications for assigament or
reassignment o a teacher feadership
role and shall make recommendations
regarding the applications to the
superinlendent of the school digtrict”

Yes

Teacher Leader Percentage — The
district will demonstrate a good-faith

effort to attain participation by 25
percent of the teacher workforce in
teacher feadership roies beyordd the
initial and career teacher levels,”

Yes

Teacher Compensation - A teacher
employed in a school district shall not

receive less compensation jn that
district than the teacher received in the
school year preceding implementation
of the districi's TLC plan.”

Yes

Applicability - the framework or
comparable system shall be applicable
fo teachers in every attendance center
operated by the schood district.”

Return to top
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