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 Narrative

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

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

one another. (5,000 characters maximum)

Northwood-Kensett is a rural district located in the north central part of the state. We are the northernmost district in the Area

Education Agency 267. Our location makes it difficult to participate in professional development offered by the AEA in Cedar

Falls, as it is two hours away. Over the past ten years we have experienced declining enrollment (2004 certified enrollment 550,

2014 certified enrollment 512). Financially, the district is strong with an unspent authorized budget of $1.8 million and $1.1

million cash to back it up.  While the current financial status is stable, a loss of 10 students or continued underfunding by the

state will cause us to reduce staff members.

Currently we are a designated SINA school in elementary reading.  While our proficiency scores are low in the elementary,

these students have shown growth towards being college and career ready. For the 2013-2014 school year, 71.4% of the

elementary students tested showed growth; this is 15.5% higher than the state average of 55.9%. Implementation of the

Teacher Leadership and Compensation (TLC) grant will enhance this growth by supporting teachers and students. All other

grade levels at both the middle school and high school met their Annual Yearly Progress in reading. For math all grade levels at

the elementary, middle school, and high school met their Annual Yearly Progress. We believe that the TLC grant will increase

and strengthen support for teachers and students.

In the discussions leading up to the decision to pursue the Teacher Leadership and Compensation grant, one of our teachers

reflected on the benefits the grant would provide, saying, “When teachers are provided with more guidance and time for

reflection on best teaching practices, those teachers are able to better serve and reach more students.  If our goal is to educate

EVERY student, then why would we use a system that settles with educating only some students?”

The Teacher Leadership and Compensation system will allow 25% of our teaching staff to serve their peers and grow as

teacher-leaders, providing vigorous support and guidance through observation, demonstration, and collaboration with their

colleagues and administration.

Our comparable plan model includes an improved mentoring and induction program and four distinct teacher leadership roles:

Mentor teachers--these teachers will be responsible for reflecting on teaching, analyzing student performance, and providing

additional support for the teachers they are mentoring

1.

Model teachers--these teachers will be providing opportunities for new and veteran teachers to observe, collaborate, and

reflect on best practices in the model teachers’ classrooms

2.

Instructional Coach--being fully released from the classroom, this person will lead all work, programming and instruction

related to effective instruction, with an emphasis on literacy since our student achievement data indicates this is our area of

greatest need

3.

Director of Curriculum and Innovation--another full-release position, this educator will devote their day to curriculum and

professional development work, as well as supporting teachers with their use of instructional methods and strategies. The

Director of Curriculum and Innovation will be a driving force behind professional development in the district.

4.

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

TLC Model Number  Model 3  Comparable Plan 

 

 Narrative



Using Part 1 application narrative from previous application?  No 

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

 Please include the following information in your narrative:

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

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

the development of the plan.

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

who are not a member of another stakeholder group).



Upon receiving the planning grant for the Teacher Leadership and Compensation (TLC) system, the Northwood-Kensett

Community School District (NKCSD) assembled a planning committee comprised of three administrators, three teachers, and

three parents.  The local education association, in cooperation with the superintendent, appointed the three teachers.  

Name Role

Michael Crozier Superintendent

Brian Costello Elementary Principal

Keith Fritz Secondary Principal

Monte DeArmoun Secondary Social Studies Teacher

Jake Urbatsch Second Grade Teacher

Deb Nagle K-12 Talented and Gifted and Elementary Reading Teacher

Leanne Stoneking Parent of Senior, Freshman, and Sixth Grader

Stephanie Hengesteg Parent of a Sophomore and Sixth Grader

Ryan Welch Parent of an Eighth and Sixth Grader

The committee met every two weeks for two hours per session from August through October.

Date Time Members Present Task

7/28/2014 4:00 PM – 5:00 PM 9 Organizational meeting

8/20/2014 4:00 PM – 6:00 PM 9 Formulate parts 1 and 2

9/3/2014 4:00 PM – 6:00 PM 8 Review writing of parts 1 and 2

and formulate parts 3 and 4

9/17/2014 4:00 PM – 6:00 PM 8 Review writing of parts 3 and 4

and formulate parts 5 and 6

10/1/2014 4:00 PM – 6:00 PM 9 Review writing of parts 5 and 6

and formulate parts 7, 8 and 9;

administration tasked with

formulation of part 10

10/8/2014 4:00 PM – 6:00 PM 7 Review entire document

3/25/2015 4:00 PM – 6:00 PM 7 Re-write of document

4/9/2015 4:00 PM – 6:00 PM 7 Re-write of document

Committee members were paid $20 per hour for their time outside of the school day. We were allotted $6852.77 for the

planning grant. To date we have expended $3940.50.

Prior to the committee convening, the administrators and teachers studied the three TLC options, attended AEA workshops,

and contacted other schools for input, eventually settling on the “Comparable Plan” option, since it is customizable to suit the

particular needs of the district.  The planning committee studied and discussed background information on House File 215 and

the intended goals of the Teacher Leadership and Compensation system as well as the how the funding for the planning grant

was awarded. The application process was also discussed along with the timeline for completion.

Once the committee met, additional information on the TLC grant was shared with teaching staff via principals’ meetings,

shared articles and FAQs from the Department of Education, and an all-staff meeting on August 27, 2014, with the TLC

planning committee.  A follow up survey determining the level of interest in serving in a leadership capacity and gauging the

degree of support for the district moving to this new system was administered. The survey consisted of two questions: 1. Are

you in favor of implementing a Teacher Leadership Program in our district? 2. Would you be interested in taking on a leadership

role within the Teacher Leadership Program if implemented? 100% of respondents indicated support for the new

leadership structure, and 73% of respondents expressed a desire to serve as a teacher-leader.  The range of teaching

experience varied greatly among teachers expressing interest in serving as a teacher-leader, a testament of shared ownership

and collaborative decision-making at Northwood-Kensett.  Teachers at all levels of experience are comfortable serving in a

leadership capacity.

The committee sent a letter to all of our students’ families to help them understand the TLC system and the benefits their

children would receive if this were put into place.  The local newspaper also ran an article relaying the same information to the

community.



The planning committee sought guidance and input on the TLC Plan from our District Advisory Committee at our meeting on

September 25, 2014.  This committee is made up of students, staff, parents and community members. The Administrative

Team presented the TLC program to the school board on September 11, 2014. Information from the Iowa Department of

Education regarding the Grant guidelines and frequently asked questions was shared.

 

 Narrative

Using Part 2 application narrative from previous submission?  No 

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

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

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

(5,000 characters maximum)

State Goals:

 -attract able/promising new teachers;

 -retain effective teachers;

 -promote collaboration among teachers;

 -reward professional growth and effective teaching; and

 -improve student achievement.



Northwood-Kensett has developed a Strategic Plan for the district's future.The development of this plan included the Board of Education,administrative team, teaching staff, and the SIAC. The Board of Educationparticipated in a collaborative workshop with administrators to define thedistrict’s Long Term Goals. The administrative team developed the actionplan to determine how these goals will be achieved, who will be responsiblefor implementation of these goals, and how these goals will be measured.The teaching staff developed value and belief statements that the district willoperate within.Northwood-Kensett Long Term Goals

We will increase the percentage of students at Northwood-Kensett who are

performing at the proficient level each year in reading, mathematics, and

science.  

•

Create and sustain a working atmosphere where innovative thinking and

risk taking is encouraged and innovation is an expectation of employees.

•

Promote a culture that focuses on student achievement, district initiatives

and accomplishments, which are communicated between the staff,

administration, board and stakeholders.

•

Sustain a healthy financial status while providing a quality education and

providing top quality facilities and access to technology.

•

Establishing high-functioning Professional Learning Communities (PLC) hasbeen the district’s primary professional development plan for the past twoyears.  While we are learning quickly how best to do this work, we havemuch more to learn about the most effective ways to improve studentlearning.  So, the district invested the resources needed to take 20 teachersand administrators to a Solution Tree PLC Summit last June in Minneapolis. These teachers are now the driving force behind all of our ongoingprofessional development.  Functioning in small building level teams andcoming together regularly as a full planning team, these teacher-leadersserve as mentors within their PLC groups.   An element of effective instruction that our committee identified as needingstrengthening in our district is a continuous system of peer-basedobservation, coaching and feedback.  This work occurs within our PLCgroups, but those groups meet only twice monthly and are either grade-levelor content-area specific--having a dedicated team of master, model, andmentor teachers will allow this collaboratively-developed work to saturatethe day-to-day activities that occur in our classrooms. N-K’s Teacher Leadership and Compensation (TLC) plan aligns with thestate Theory of Action in the following ways: State Theory of Action Northwood-Kensett TLC Plan
“If we effectively compensateteachers; recruit and promoteexcellent teachers and providesupport as they collaboratereflectively to refine their practice; In our district, the TLC plan is theonly way that we can compensateexcellent teachers beyond the mastercontract.  The combination of anincreased base salary, a strongmentoring system, and an effectiveteacher leadership structure willattract and retain effective teachersin our district.
create the political will andunderstanding necessary to remakethe status of the teaching profession;

Our TLC plan provides a definedprocess that strengthens teachers’ability to take on leadership roles indecision-making.  Ourimplementation process had a largeimpact on creating political will. TheTLC leadership presented theprogram to the staff, SIAC committeeand the Board of Education. Thebenefits to student achievement andimproved teaching were conveyed atall of these meetings. The staff wassurveyed regarding their beliefsabout whether implementing theprogram would be beneficial andwhether they were interested intaking on a leadership role. Theresults of that survey wereoverwhelmingly positive.
give highly effective teachersopportunities to grow, refine, andshare their expertise; Teachers will have concrete andcontinuous opportunities tocollaborate with one another aroundthe characteristics of effectiveinstruction through twice-monthlysmall group and individualconferences with the Director ofCurriculum and Innovation and theInstructional Coach, in addition to themodeling and co-teaching they willprovide in each teacher’s classroom.
and develop a clear system withquality implementation, Criteria and responsibilities ofteacher leaders will be clearlyarticulated through a set of jobdescriptions and encouraged throughthe post-evaluation/observationprocess. The building principals willfacilitate this annual process.
then ... student learning will increase, Iowa Assessment results will beanalyzed one-on-one with thestudent and teacher, and setindividual growth targets. It is adistrict goal for each student to showat least one year’s growth in readingand math.
student outcomes will improve, and Using Bloom’s Taxonomy as aguiding force, rigor will increase,resulting in higher levels of studentcreativity and problem solving.
students will be prepared to succeedin a globally competitiveenvironment.”

The number of students who will becareer and college ready willincrease.  While all seniors currentlydemonstrate proficiency in the careerreadiness student standards of theAmerican School CounselorAssociation, in two of the last threeyears our seniors scored below thestate average on all four ACT sub-tests.  Additionally, we plan toimplement National CollegeReadiness Certificate (NCRC) testingto determine a baseline and monitorprogress in a shared format withteachers, students, and parents.  Over the years, like many schools, we at NK have added responsibilities tothe already full plates of our teachers and administrators, in our pursuit ofeducational excellence.  Although morale is high and we work hard to attainour systemic goals, because of the changing needs of our students it is nolonger effective to add more work to those whose time is already spreadthin.  The resources available through the grant will provide for the teacher-leaders, time, and a structure of improvement to focus on student outcomesat a deeper level.
Using Part 3 application narrative from previous submission?  No 

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

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

(5,000 characters maximum)



Northwood-Kensett’s Teacher Leadership and Compensation (TLC) plan will support and strengthen our district’s key school

improvement initiatives, which include a Multi-Tiered System of Supports (MTSS) PK-12, Character Counts PK-12, Iowa Core

Implementation, Improved Reading Comprehension, and Professional Learning Communities.

Multi-Tiered System of Supports (MTSS)•

Our TLC teacher leaders along with our Professional Learning Communities (PLC) district planning teams will help to

implement strategies to improve the effectiveness of our MTSS instructional time.  They will help teachers use

assessment information to plan instruction during MTSS or any other instructional time.   The district leadership team will use

assessment information in PLC planning for implementation in the classroom. The MTSS system of support will allow the

teachers to increase rigor resulting in deeper investigation and a greater depth of knowledge.

Character Counts•

After careful consideration and a year-long study, our district adopted Character Counts as our model for student conduct.

District teachers will infuse the habits and language of Character Counts into lesson plans and classroom routines, and our

TLC teacher leaders will help support teachers in these efforts. The Character Counts Program is a PK-12 initiative.

 Teacher leaders will help teachers infuse the pillars of character within their lessons at all grade levels.

Iowa Core Implementation•

TLC lead teachers will be involved with data analysis with our PLC teams.  After reviewing district-wide, classroom level,

and individual student data, our TLC Instructional Coach and our Director of Curriculum and Innovation will meet with teachers

and discuss what changes can be initiated in planning and instruction to improve learning. Professional development/growth

plans will be designed uniquely by each teacher to meet their current needs based on the lead teachers’ work with each PLC

team and their SMART goal development.

Additionally, where appropriate, our TLC lead teachers will be a part of our district’s curriculum renewal process, helping guide

decision-making about curriculum in light of the requirements of the Iowa Core.

Improved Reading Comprehension•

Data from the last five years demonstrated a need for changes in how we teach reading.  A number of strategies have been

employed to boost achievement, including targeting specific small groups of students for intensive reading instruction, altering

our curriculum to more strongly emphasize the habits and strategies of highly successful readers, and the addition of a reading

recovery program at the elementary level and Second Chance Reading for grades 8-12.

Since one of our two TLC teacher leaders will serve as an Instructional Coach with a reading emphasis, they will

continue to maintain the importance of strong reading comprehension skills as they collaborate with and guide teachers.  

Professional Learning Communities•

Northwood-Kensett recently provided 17 teachers with PLC training at a three-day workshop in Minneapolis, MN. These

selected teachers are now the facilitators of our district-wide PLC work, to use data to make decisions that will benefit student

achievement and identify needs for further professional development. By the summer of 2015, the district’s goal is to train the

remaining teachers, so that we reach a goal of 100% of teachers trained.  The PLC Planning Team works with and trains

teachers to analyze, use, and evaluate data to make instructional decisions to improve student learning. Through this process,

PLCs identify student achievement needs, set goals according to data findings, and establish plans for improving student

achievement.  There will be a crossover between the PLC and TLC leadership teams.  Some of the TLC leadership will also be

PLC leaders but not all of them will automatically be PLC leaders. The TLC leadership will meet with the PLC leadership and

help guide their learning. The TLC leadership will be in charge of planning professional development. Our PLC time is during

our professional development, thus they will guide the PLC teams’ work.

Using Part 4 application narrative from previous submission?  No 

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

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

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

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



In the last five years, 4 of our 4 new teachers have been retained. We credit our strong mentoring program which could be

further developed by a formal program of leadership as connected to state and local district goals.

Mentoring Philosophy

The ultimate aims of a mentoring program should be to provide greater consistency and quality of instruction for our students

and to retain our new professionals, which will result in increased student achievement.  

The goals of a mentoring program, then, should be to provide a positive and successful transition to the Northwood-Kensett

school district, to promote the professional and personal well-being of professionals new to the district, to provide ongoing

guidance and support to these new professionals, to promote excellent instruction to improve student performance, and to

strengthen mutual respect and collaboration among professionals through the mentor/mentee activities.

Past Requirements for Mentoring in our District

All teachers meeting the following criteria are able to apply to their building principal for consideration as a mentor:

Must have been employed as a teacher for at least four years•

When possible and beneficial, the mentor should be from a similar content area and/or grade level as the new professional•

Must demonstrate professional commitment to both the improvement of teaching and learning and the development of

beginning educators

•

 

Monthly seminars are held and discussion covers the following topics, among others:

Discipline and classroom management•

Classroom procedures•

Unfamiliarity with the curriculum•

Organization of content•

Student motivation•

Monitoring learning and adjusting instruction•

 

Additionally, the mentor/mentee pairs, the mentoring coordinator, and principal read and discuss professional literature on a

monthly basis.

 

Currently, the district’s mentoring and induction plan does not have timelines in place and only limited accountability built in for

the mentee/mentor’s expectations. The district has been fortunate to utilize highly effective people in our buildings but needs a

more valid and reliable system. The grant provides funding for time in which the mentor and mentee will collaborate, as well as

compensates staff who take on leadership responsibilities.  

 

Improved Mentoring/Induction Plan

The superintendent will inform eligible staff of the mentor vacancies via posting the vacancies and emailing. This will be posted

by January 15 for the first year and all years thereafter. Interested persons should submit a letter of application to the

superintendent. The Selection Committee that meets annuallywill review and approve a list of mentors, which the building

administrator will place (whenever possible) with mentees who serve in the same building. The superintendent has the right to

reject any or all applications.  Teachers interested in becoming mentorswill go through an application process with the building

administrator. Those teachers considered shall have demonstrated the following:

A minimum of three years of exemplary classroom teaching•

Evidence of commitment to students’ academic success•

Evidence of commitment to teaching excellence•

Strong interpersonal and communication skills•

The ability to effectively work with adults•

Effective coaching skills and scheduling flexibility•

Service as a positive role model•

Exemplifies the Iowa Teaching Standards•

Formally trained and demonstrated work in effective PLC practice•

Expectations of both mentors and mentees:

All mentors, mentees, and administration will meet for one full day prior to the first contract day•



The mentor will be with the mentee during all staff meetings and debrief after each•

During the first two weeks of school, the mentor will have at least daily, informal contact with the mentee•

One formal meeting will take place each week (before/after school or during prep time). Administration will work with both

mentors and mentees to provide coverage as needed for these meetings

•

The mentor and mentee must attend a school board meeting together•

The mentor will observe the mentee in the classroom, followed by a post-observation meeting•

The mentee will observe the mentor in the classroom, followed by a post-observation meeting (These observations should

occur once per quarter, with coverage provided by the administration)

•

The mentor and mentee will keep logs on a Google Doc shared with administration to document contact during the year•

The mentor will guide the mentee on development of the professional teaching portfolio, which is typically due in the spring of a

new teacher’s second year

•

The mentor will work closely with the mentee in the development of formative assessments, data analysis, effective

instructional practice, and classroom management

•

The formal mentor/mentee relationship will be in place for the first two years of a new teacher’s employment with the district•

 

Compensation for mentor teachers:

 

$4,000 for each of four positions•

Seven days beyond the regular contract•

 

Program evaluation will occur annually by the Director of Curriculum and Innovation using a rubric, which is adapted from the

rubric offered for use by AEA267.   

 

 Narrative

Using Part 5 application narrative from previous submission?  No 

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

 Please include the following information in your narrative:

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

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

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

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

throughout the district.



We will develop four new positions to create multiple, meaningful, and differentiated teacher leadership roles. These positions

include the Director of Curriculum and Innovation, the Instructional Coach, the Model Teacher, and the Mentor Teacher.

These positions will collaborate to form our district teacher leadership team, which includes administration, while engaging in

their own individual leadership responsibilities. The district teacher leadership team will collaborate with our Professional

Learning Communities (PLC) Planning Team to provide engaging professional development as well as support that will lead to

increased student achievement.

The Director of Curriculum and Innovation will require full release from the classroom, with 15 extended days. This position

will function as a district leader who coordinates and leads the implementation and sustainability of the Iowa Core and a Multi-

Tiered System of Supports (MTSS). The Director of Curriculum and Innovation will be a driving force behind professional

development in the district. This person will lead all work, programming, and instruction related to effective instruction, with an

emphasis on literacy since our student achievement data indicates this is our area of greatest need.  

 

Responsibilities will include:

Facilitating the instructional leadership team discussions at the building and district level•

Working with teacher leaders and the Instructional Coach to coordinate all professional development activities designed to

improve instructional strategies, observation experiences and peer evaluations, teacher collaboration, and data-based

decision-making

•

Planning, monitoring, reviewing, and implementing best instructional practice, with an emphasis on literacy•

Working with Mentor Teachers to design specific mentor experiences for all new teachers•

Working with the Model Teachers to engage in the development, adoption, and implementation of literacy curriculum and

curricular materials

•

Working with Model Teachers to implement the MTSS across the district and building for optimal implementation and

sustainability

•

Aiding in action planning regarding implementation of the Iowa Core•

Coordinating all district-wide assessments•

Analyzing district data and filtering results to executive leadership team•

Serving as a member of the district’s executive leadership team•

Providing leadership for PLC teams•

Preparing District report for the Department of Education•

The Instructional Coach would also not be assigned regular teaching duties but may be asked to teach when needed for the

purpose of co-teaching or modeling. This teacher leader would devote their day to supporting teachers with their use of

instructional methods and strategies as well as curriculum and professional development work. This position will have 10 days

of extended contract.

Their duties in these areas will include:

Coaching teachers in best instructional practices•

Assuring the implementation of the Iowa Core Curriculum•

Engaging in proficient and excellent instructional practices for observation by other teachers in the district through co-teaching•

Training and helping implement technology practices to improve student achievement•

Engaging in meetings about individual professional development plans with teachers•

Training and helping with implementation of educational interventions for students•

Serving as a member of the district’s executive leadership team•

Providing leadership for PLC teams•

Four Model Teachers, each with 5 extended contract days,will serve as teaching models and be involved in providing frequent

opportunities for observation, feedback and reflection.  The model teacher will be a teacher who has demonstrated past

success in being able to learn and implement new strategies and methods in their classroom and has demonstrated best

practice in differentiation in small and large group instruction. No release time will be provided for these teacher leaders, as

their primary role is to serve as models of excellent teaching in the classroom.  

Their responsibilities include:

Allowing teachers to observe classroom activities and teaching strategies•

Providing opportunities for new and veteran teachers to observe, collaborate, and reflect on best practices in the classroom•



Implementing and providing professional development for staff as needed•

Working in conjunction with the mentor teachers to ensure opportunities for observation and reflection are happening regularly•

Working in conjunction with the district teacher leadership team to plan, implement and provide professional development for

staff

•

Serving as a member of the district’s executive leadership team•

Providing leadership for PLC teams•

Four Mentor Teachers are responsible for supporting improved entry into the profession. To this end, these four will act as

critical friends, listening and supporting the new teachers, but also ensuring their focus is on the teaching and learning cycle.

 The mentor teachers will coordinate opportunities for new staff to observe and collaborate with other teachers.  This position

allows for 10 extended contract days.  

Other responsibilities for the mentor teacher include:

Reflecting on teaching, analyzing student performance, and providing additional support the mentee desires or requires•

Providing assistance in analyzing student performance•

With their mentees, exploring samples of student work•

Engaging mentees in problem solving and decision making by forming problem-solving partnerships, and brainstorming

options and generating solutions

•

Building connections between current theory and classroom practice•

Serving as a member of the district’s executive leadership team•

Providing leadership for PLC teams

Using Part 6 application narrative from previous submission?  Yes 

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

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

a) Prior demonstrated measures of effectiveness.

b) Prior demonstrated professional growth.



The positions will be posted with information about the minimum requirements – including at least three years of teaching

experience and one year of experience in the district. Information will also be included about the duties and responsibilities,

days of extended contract, salary supplements, and the requirement to complete an annual review of the assignment. A site-

based review committee--composed of three administrators, three teachers and three parents--will review applications, conduct

interviews, and make recommendations regarding the final selection of candidates. The selection committee will have the

superintendent take the hiring recommendation to the board of education for approval.

Candidates will be asked to submit two letters of recommendation, their three most recent Individual Career Development

Plans, and a copy of their most recent evaluation. These will be screened for evidence that the individual has continued their

growth as a professional and sought out leadership opportunities in the past. We will look for evidence of professional

development, conferences attended, progress made toward earning additional certifications or degrees, involvement in

professional organizations, and any leadership roles the teacher has previously assumed.

The candidate will also be asked to submit written responses to several questions. These questions will seek to evaluate the

candidate’s written communication skills and to understand their philosophy as an educator and leader.

How do you feel you are qualified?•

In which leadership roles have you most recently served, and how have those prepared you to succeed in a teacher leadership

capacity?

•

How would you, in a teacher leadership role, help other teachers achieve at higher levels?•

The aim is to ensure that each candidate has a strong teaching pedagogy, is a reflective practitioner, and understands the

essential skills of teacher leaders including collaborating, relationship building, and being a positive voice for change.

The following selection criteria will be applied, using a three point rubric (1 = not meeting the criteria; 2 = meets the criteria; 3 =

going beyond the criteria) developed by the site-based selection committee:

A deep understanding of the Iowa/Common Core Curriculum Standards•

A deep understanding of evidence-based instructional strategies•

Experience in previous teacher leadership positions: mentor teachers, department chairs, PLC Planning Team member,

etcetera

•

Participation in and implementation from Professional Development•

Recognized as skilled in the use of instructional technology•

Advancing towards mastery of all the Iowa Teaching Standards•

 

 Narrative

Using Part 7 application narrative from previous submission?  No 

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

development program. (5,000 characters maximum)

 Please include the following information in your narrative:

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

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

Model (IPDM).

Click here To access the Iowa Professional Development Model page.

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


Since its inception, Northwood-Kensett has followed the Iowa Professional Development Model, a model for school

improvement that demands the following:

Collect and analyze student data•

Establish goals based on the student data•

Select content that aligns to the students’ and teachers’ needs•

Design how professional learning will occur•

Develop these learning opportunities with a focus on the collaboration of educators and an examination of ongoing formative

and summative student data

•

Repeat the process•

It is an ongoing cycle as we strive for high expectations for teaching and learning.

 

Utilizing teacher leaders

 

One of the lead teachers’ primary roles is, with the administrative team (superintendent and two principals), to analyze student

data and to create and institute an academic achievement plan for the school. Our Teacher Leadership and Compensation

(TLC) lead teachers will collaborate with Professional Learning Communities (PLC)  groups and provide demonstration lessons,

implement coaching and team teaching, identify research-based instructional strategies, and serve as partners with the

administrative team in determining additional necessary professional development.

Mentor teachers are actively involved in enhancing/supporting the teaching experience of teachers new to the profession.

Through the district’s executive leadership team (comprised of three administrators, Director of Curriculum and Innovation,

Instructional Coach, model teachers, and mentor teachers), they participate in analyzing student data and shaping the schools'

academic achievement plan. With oversight and support from the TLC lead teachers, they provide classroom-based follow-up

and feedback on the instructional practices of new teachers.

Model teachers provide support to the system by providing “model classrooms” that the mentor and TLC lead teachers can help

define. Model teachers are not expected to spend additional time coaching their colleagues, but they are expected to be

actively engaged in learning ways to improve instruction to effectively reach students and results in increased achievement.

Professional development extends into each classroom as lead teachers model lessons, observe instruction, and support

teachers to improve their practice. In this way the professional development focuses on instructional strategies and student

achievement data.

Lead, model, and mentor teachers will use group settings (PLC meetings) and individual opportunities (e.g. conferencing,

model teaching) to help teachers build their skills.  The need for specific instructional strategies or tools is identified through

analysis of student work from individual teachers’ classrooms. TLC lead teachers use student achievement data to analyze

areas for improvement across the district; they address these areas of need in PLC groups and in building-wide or district-wide

professional development.

Using Part 8 application narrative from previous submission?  Yes 

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

maximum)

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

measures.

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



As stated earlier, the Northwood-Kensett Board of Education’s Goalsare

to increase the percentage of students at Northwood-Kensett who are

performing at the proficient level each year, in reading, mathematics,

and science.  We will use data, information and best practice to guide

this work.  We will demonstrate that students are showing increased

learning in all subject areas

•

to create and sustain a working atmosphere where innovative thinking

and risk taking is encouraged and innovation is an expectation of

employees

•

to promote a culture that focuses on student achievement, district

initiatives and accomplishments, which are communicated between

the staff, administration, board and stakeholders

•

to sustain a healthy financial status while providing a quality education

and providing top quality facilities and access to technology

•

 The Teacher Leadership and Compensation grant’s goals include

attracting and retaining able and effective teachers with competitive

starting salaries and enhanced leadership opportunities

•

promoting collaboration and rewarding professional growth and

effective teaching

•

improving student achievement by strengthening instruction•
 Given these goals, the Northwood-Kensett School District has a planfor determining the effectiveness of its Teacher Leadership andCompensation plan.
 In the short term, the district’s executive leadership team (threeadministrators, Director of Curriculum and Innovation, InstructionalCoach, model teachers, and mentor teachers) will meet every quarterto review the following elements:

Fidelity of implementation of the TLC Plan•

Identification of aspects that are going well•

Identification of aspects that need to improve•

Creation of an improvement plan for upcoming quarter•

Provides opportunity to quantify the success and impact of our efforts•

Number of teachers/instructional coaches/leadership team members

who engage in classroom observations and the frequency of

observations

•



Number of teachers/instructional coaches/leadership team members

who engage in co-planning and the frequency of co-planning

•

Number of teachers/instructional coaches/leadership team members

who engage in co-teaching and the frequency of co-teaching

•

Allows staff and administration to share more anecdotal information to

help us adjust and improve our efforts on an on-going basis

•

Results and feedback shared with various professional

development/curriculum leadership groups to identify necessary next

steps

•

Collect survey data from beginning teachers regarding mentoring

support

•

Collect survey data from executive leadership team members•

Identify strengths of support from consortium as well as leadership

team members

•

Identify weaknesses and/or additional needed supports•

Address any weaknesses and adjust TLC Plan accordingly for

upcoming quarter

•

Analyze quantitative data regarding frequency of classroom

observations, co-planning, and co-teaching of each lead teacher

•

Analyze beginning, midyear, and end-of-year universal screening data

as well as progress monitoring assessments to guide next steps

following the Iowa Professional Development Model

•

 For assessing progress using long-term measures, the district’sexecutive leadership team will meet annually to discuss answers to thefollowing questions:

How has our professional development aligned to focus on

instructional changes that will help to meet student learning needs?

What data do we have to show this?

•

How have our beginning teachers benefited from the utilization of

master/mentor/model teachers? How have other teachers benefitted?

•



What evidence do we have to show this?•

Have our student learning goals been met?•

What feedback are we getting from staff that indicate positive or

negative results of the TLC program?

•

 The Northwood-Kensett School District will monitor and adjust its TLCplan based on the results of the above-mentioned indicators.Administration will closely monitor the work of the lead teachers and,through individual evaluations, make adjustments as needed to the TLCteacher roles and professional development plans. The district’sexecutive leadership team will determine, at the end of the three-yearprogram, whether or not to continue with the TLC plan.
 The district’s TLC plan will be monitored and adjusted by examiningstudent achievement scores in a variety of formats. Studentachievement success can be measured by monitoring achievementtrends over time on various assessments. N-K’s teacher leaders willreview this data to determine growth, and to realign professionaldevelopment goals for the upcoming school year.
Using Part 9 application narrative from previous submission?  No 

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

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

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

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



The Northwood-Kensett Community School District has the leadership capacity within its teaching staff to successfully

implement the Teacher Leadership Compensation (TLC) program. This has been proven over the past two years in the

development of our Professional Learning Communities (PLCs). PLCs have become a part of the fabric at Northwood-Kensett.

We do business under the assumption of collaboration, data driven decisions, and student achievement. Over the past two

years of implementation of the PLC system, 19 teachers have risen to the challenge of becoming a part of the PLC leadership

team.  This team plans and guides the PLC time for the other teachers.

 

The Teacher Leadership Compensation program will align perfectly with our current professional development and our

Professional Learning Communities. The Teacher Leaders will become part of the PLC planning committee and will help guide

the teachers in professional development and best practices.

 

The TLC planning committee has created a plan to implement the Teacher Leadership and Compensation system with integrity

for the 2015-16 school year. The plan includes:

A rigorous selection process with selection committees in place that include parents, teachers and administrators•

A clear outline of qualifications and responsibilities for each role•

An evaluation system that examines the program’s expectations and effectiveness•

Compensation that is enticing and justified for increased leadership duties and time commitments•

A variety of leadership roles and levels of leadership•

Because we have cultivated an atmosphere of shared leadership and collaborative decision-making, implementing the Teacher

Leadership Compensation system will seem to be just another step in the direction in which we have been headed for a number

of years.

Teacher support of the plan and built-in checks and balances will aid the plan’s sustainability. Checks and balances are

included to assess and evaluate the effectiveness of the plan. This will allow for changes to the system if and when the

following measures warrant it:

The district’s executive leadership team (three administrators, Director of Curriculum and Innovation, Instructional Coach,

model teachers, and mentor teachers) will facilitate a twice-yearly progress update of the implementation of the TLC Plan with

the District Advisory Committee, the school board, and PK-12 teachers through informational presentations and discussions.

•

The administrative team (superintendent and two principals) will facilitate a twice-yearly formative review and an annual

summative review of people filling the leadership positions and recommend additional training, resources, and supports as

necessary for teachers to grow as teacher leaders.

•

The district’s executive leadership team will complete an annual review to determine the effectiveness of the program on

distributive leadership, teacher effectiveness, and student achievement.

•

The district’s executive leadership team will complete an annual review of leadership roles as part of a coherent instructional

improvement strategy. During this review, the team will look at data to determine if other roles are needed to advance district

initiatives and increase leadership capacity among staff or to more directly impact student learning and achievement. The

number and types of roles offered will also be analyzed to see if staffing is commensurate with district needs. The

cohesiveness of the leadership roles will also be examined to ensure that the collaboration between leadership positions is

effectively moving the district toward reaching student achievement goals.

•

Communication with stakeholders is a vital piece to sustainability; therefore, the district will communicate regularly through the

school website, district newsletter, local newspaper, and other public forums to keep all stakeholders informed about plan

implementation and effectiveness.

 

 Part 10 - Budget Items

Use of TLC Funds Amount Budgeted 

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

Amount designated to fund the salary supplements for

teachers in leadership roles.
$41,000.00 



Amount to cover the costs for the time teachers in

leadership roles are not providing direct instruction in a

classroom and to cover the costs when teachers are out of

their classroom to observe or co-teach with

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

teachers).

$107,500.00 

Amount used to provide professional development related

to the leadership pathways.
$0.00 

Amount used to cover other costs associated with the

approved teacher leadership and compensation plan.

These costs must be itemized and described below and

be approved by the Iowa Department of Education prior

to implementation of your plan.

$0.00 

Totals $148,500.00 

 

 Grant Allocation

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

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

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

view the Grant Allocation. Then enter the Budget Items and Other Budget Uses in the space provided.

Certified Enrollment Number  512.0 

The district enrollment-based allocation is equal to the certified enrollment number x $308.82.

District Enrollment-Based Allocation  $158,115.84 

Total Allocation  $158,115.84 

 

 Other Budgeted Uses - Description

Item description  Amount budgeted 

  $0.00 

 

 Total Allocation Budgeted

Total Projected Amount to be Expended  $148,500.00 

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

Remaining Allocation to be Budgeted  $9,615.84 

 

 Budget Alignment

Using Part 10 application narrative from previous application?  Yes 

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

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



Northwood-Kensett has developed the following long-term goals for theschool district.

We will increase the percentage of students at Northwood-Kensett who

are performing at the proficient level each year in reading,

mathematics, and science.  We will use data, information and best

practice to guide this work.  We will demonstrate that students are

showing increased learning in all subject areas

•

Create and sustain a working atmosphere where innovative thinking

and risk taking is encouraged and innovation an expectation of

employees

•

Promote a culture that focuses on student achievement, district

initiatives and accomplishments, which are communicated between

the staff, administration, board and stakeholders

•

Sustain a healthy financial status while providing a quality education

and providing top quality facilities and access to technology

•

 The budgetary components of the Teacher Leadership andCompensation grant support these goals. By implementing the TLCsystem, we will see greater student achievement brought about throughbetter instruction, through effective peer coaching of teachers, andthrough improved use of student achievement data. One of our teacherleadership positions will be a Director of Curriculum and Innovation.This position will support our second goal: Create and sustain aworking atmosphere where innovative thinking and risk taking isencouraged and innovation an expectation of employees.
 Providing more leadership roles within the system will create moreaccountability, which will increase opportunities for communicationamong all staff, administration, and stakeholders. This also promotes aculture that focuses on student achievement (our board’s second long-term goal).  The Teacher Leadership Compensation system providesthe resources for our district to implement a quality teacher leadershipprogram.
 Northwood-Kensett will receive between $160,354.79 and $158,424.66depending on the year’s enrollment. Currently our base salary forbeginning teachers is $33,400.00. We believe it will be above the$33,500.00 for new teachers through normal negotiations at the time ofgrant implementation. Therefore, none of the TLC grant funds will beneeded to bring teacher pay to the minimum salary required. As laid outin the chart below we will need $100,000.00 of the grant monies toreplace classroom teachers for both the Instructional Coach andDirector of Curriculum and Innovation. The four Model Teachers at$2000.00 per teacher will cost $8,000.00. Four mentor teachers at$4,000.00 per teacher will cost $16,000.00.
 The district has budgeted $7,500 for substitutes’ costs for InitialTeacher, Career Teacher and Teacher Leadership positioned people tobe able to observe each other. Any additional dollars will be spent ontraining or carried over to the next year.

TeacherRole Compensation BeyondContract # of Positions Work DaysBeyondContract Contract %Dedicatedto TeachingStudents OtherExpenses Money ForSubstitutes
InitialTeacher $           -   N/A 3 100%

   
CareerTeacher $           -   N/A 0 100%

   Instructional Coach(LiteracyEmphasis) $7,000.00 1 10 0% $ 50,000.00 $   1,000.00
Director ofCurriculumandInnovation $10,000.00 1 15 0% $ 50,000.00 $   1,000.00
ModelTeachers $2,000.00$8,000.00 4 5 100% $           -   $   3,500.00
MentorTeachers $4,000.00$16,000.00 4 7 100% $           -   $   2,000.00

 
$41,000.00

     
$100,000.00 $7,500.00

           
$148,500.00

 

 Assurances

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

checked, indicating your agreement to meet these requirements.

Minimum Salary  The school district will have a minimum salary

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



Selection Committee  The selection process for teacher

leadership roles will include a selection committee that includes

teachers and administrators who shall accept and review

applications for assignment or reassignment to a teacher

leadership role and shall make recommendations regarding the

applications to the superintendent of the school district. 

Yes 

Teacher Leader Percentage  The district will demonstrate a good-

faith effort to attain participation by 25 percent of the teacher

workforce in teacher leadership roles beyond the initial and

career teacher levels. 

Yes 

Teacher Compensation  A teacher employed in a school district

shall not receive less compensation in that district than the

teacher received in the school year preceding implementation of

the districts TLC plan. 

Yes 

Applicability  the framework or comparable system shall be

applicable to teachers in every attendance center operated by the

school district. 
Yes 


