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Abstract/ Executive Summary

Provide an averview of the school district's proposad Teacher Leadership and Compensation (T1.C) pian, This summary should highlight your vision and goals and
describe how the primary components of the plan connect fo one another. (5,000 characters maximurm)

The Ottumwa Community School District has made great strides in increasing rigor and alignment with lowa Core, while simultaneousty improving acadernic achievement and
significantly lowering the number of dropouts from 133 to 33 over the past five years. Therefore, this Teacher Leadership System framework represents the perfect vehicle for
us to continue this momentam and build upon what has already proven successfut here, Increasing the nusber and availability of Teacher Leaders in our schools at any given
time will provide teachers with additional levels of support to assess strengths and concems and provide real-time, job-embedded learning for their colleagues as they address
their particular and individualized challenges.

Although Ottumwa Schools places a high priority on instructional feadership with our principals, we realize that scheols of the 2 1st éentury should not be run by principals afone.
This framewaork atlows us to distribute that leadership throughout the system and encourages teachers to take a greater role in both their own professional development and the
district school improvement pracess. Our rigorous selection process will astract the best and brightest among s to be school leaders and give each and every student the high
quality education they deserve and need to succeed in society. By creating a differentiated plan and an integrated system of teacher leaders, teachers will fee supported and
have greater access to the most overtooked and important resource in the educational field: ether colleagues.

This plan will not be replacing current leadership positions becanse we place great vatue in what principals, curriculum specialists, and area education staff provide to our
district. Instead, the Ottumiwa Schools Teacher Leadership System plan creates multiple, meaningful, and differentiated teacher feadership roles and bolsters the structure we
already have established in terms of schoe! improvement. it also allowed us a much-needed opportunity to review and re-design our mentoring and induction program to better
respond to beginning educators end provide more collaboration time before school bagins.

To best meet our local context and current needs, our plan allocates for the following additional Instructional Coaches - approximatsly one per 600 students:
* Preschoo! and Douma (the entire southside K-1 popufation)
* Liberty Elementary (the endre southside 2-5 population)
* Horace Mann/James Elementaries {split position)
*+ Eisenhower/Wilson Elementaries (split position)
+ Evans Middle School {1 conch)
= Ottumwa High School (2 conches)

In addition, we anticipate selecting 45 Mentors for first- and second-year teachers; 15 Model Classroom Teachers; 15 Department Heads, two Instructional Technology Coaches,
and up to three additional Curriculum Leaders ~ with the intent of focusing on thase with strong STEM (Science Technology Engineering and Math) hackground to complement
the extensive literacy knowledge and skifls of our existing evaluators.

These roles, which have been designed to provide systemic support, fit together to create a coflaborative, coherent, and sustainable improvement strategy that will strengthen
instruction throughout the district. A brief description of the various hierarchical rofes is found below:

) Curriculurn Leader: collaborates with prineipals and School Improvement Leaders to plan, develop, and/or deliver professional development; serves as an instructiona
resource for principals, Coaches, Model Teachers, and Mentors; collaborates with School Improvement Leaders to analyze district student achievement data and teacher survey
feedback; abserves and supports coaches and teachers with professional reading and medeling of research-based strategtes,

b} Instructienal Coach: plans with School Improvement Leader to design and implement professional development; serves as an, instructional resource for teachers through
classroom chservations, descriptive feedback, and general support to promote professioral development work and district improvement goals; works intensively with the Model
Classroom Teachers to assure that their classrooms provide effective demonstration sites for other teachers; and collaborates with mentoring teachers to nurture and reinforce
the school improvement initiatives in beginning educators.

c) Model Classroom Teacher: collaborates with Instructional Coaches and School Improvement Leader to implement school and district improvement initiatives; opens
classroom to colleague and administrative chservations to demonstrate professionat development work and best practice in action; meets with cofleagues andfor administrators
to enhance and strengthen district inftiatives.

d) Mentor: collaborates and consults with Cusriculun Leaders, Instructionzl Coaches and Model Teachers to facilitate school improvement initiatives; works individuaily with
beginning educators to support professional and personal growth and instructional pragtice; works individually with designated teachers with specific instructional needs,

¢) Deparanent Head: collaborates and consults with Instructional coaches, School Improvement Leader and administrative team; serves as & privary means of communication
between the administrative team and department members; serves as business coordinator for the department (budget, textbook orders, etc.).

Throughout our planning process, we have built in several quantitative and qualitative checks to monitor and adjust the design and delivery of our Teacher Leadership System.
As most progressive schoels in the state, Ottumwa finds izself in the midst of second-order change with the higher expectations the Jowa Core demands. The additional funds
and greater supports in our TLS application are critical to achieving long-jasting success toward our 1nission of a quality education for each and every student.

Please select the TLC model number that most ciésely resembies your district plan.
TLC Model Nurber Model 3 ~ Comparable Plan
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Narrative

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

) Description of how the planning grant and available planning time was used o develop a high-guality ptan
b} Description of how each stakeholder group {{eachers, administrators, and parents) engaged in the process and contributed fo the deveiopment of the plan

¢} Description of the support for and commitment te the plan from sach stakeholder group {teachers, adrministrators, and parenis)
TA)} A description of how the planning grant and available planning time was used to develop a high-quality plan;

Our Teacher Leadership System team met in a variety of settings, including the Arca Education Agency (October 29), during the school day with substitutes covering (December
2, December 17, January 0), and after school (November 25 and January 28). We spent our initial time learning about the legisiation, analyzing our current school
improvement structie, and reflecting on gaps and/or overtaps to reach a more desived state.  The planning grast funds allowed us to pay for travel expenses to leamn more about
the TLS process, secure substitute teachers for our meetings during the day, and pay an hourly rate for fime outside contract hours,

[3ased on our mutual desire 1o betier support teacher and student Jearning, we quickly came to conseasus by determining the need to ereate new roles of Curriculum Leader and
Model Classroom Teacher and expand the number of instructional coaches employed within the district. After that, we speat Uime reviewing the qualifications and current job
deseriptions for such positions, adding to, revising, and asking clarifying questions. For Madel Classroam teacher, we utilized portions of our current departient head
descriptions as well as resources from the Parmership for Comprehensive Literacy through the University of Northern lowa and adapted their literacy-focused description to one
that fit throughout our K-12 spectrum.

1B) A description of how each stakeholder group (teachers, administrators, and parenis) engaged in the process and contributed to the development of the plan;

District-levet administrators attended both the Great Prairic AEA meeting in Fairfield where Director Brad Buck and Ryan Wise introduced the Iowa Department of Education’s
priorities and addressed initial questions about the Teacher Leadership System and the lowa Association of School Boards (IASE) Employee Relations Conference in Altoona
where Ryan Wise and Peter Ansingh spoke this fall about the application process. Afier listening to the presenters and other Urban Education Network (UEN} districts at the
meeting in Altoona, we decided to use much of our existing leadership structure to esteblish the stakeholder group charged with getting this system off the grouad.

Qur existing school improvement coach, instructional 1echnology coach, and members fom the district’s Comprehensive School Improvement Team (CSIT) that most directly
related to teacher leadership were invited to be a part of this process. We were also cognizant 1o include a representative sample of teachers and administrators ranging from
clementary, middle school, and high school. Finally, we wanted to be sure 0 work closely with our local teachers’ association and invited an individual with years of
negotiations experience and who recently heiped revise Ottumwa's teacher evaluation process. Those invelved in the planping process include:

Missy Carsen-Roark (Principal, Liberty Elementary)

Davis Eidahi (Superintendent of Schools)

Brooke Fischels (Math teacher, QOuumwa High School)

Terd Hudachek (Librasian, Evans Middle School)

Kathie Mason (Kindergarten teacher, Agassiz Elementary)

Kevin McGinity (Science teacher, Qttumwa High School)

Kathy Mobley {School improvement Coach, Evans Middle School)
Krisu Ridgway {Instructional Technology Coach)

Eric Sundermeyer (Associate Superintendent)

Shannon Vesely (School Improvement Leader, grades 7-12)

Ann Weilbrenner (5th prade teacher, Horace Mann Elementary )
Teri King, Loti Reeves, fuliz Thomas (parents on Comnnunity Advisory)

Qur entire feam was invited to participate in our regicnal AEA meeting, led by leadership consultant Anne Morgan, where those in attendance were able to hear a commeon
message about details of the legislation, the availability of three codified models, and the five “must-haves™ that needed 1o be in any proposal.

As soon as we began work, we set up a Google Doc and assigned parts to various committee members. When sections were taking shape, we would share highlights and ask
invite questions and/or additional input. We had productive discussions and writing sessions before winter break, We then spent time in Jasuary roviewing our progress and
strengthening and refining our plan, Once we were able 1o work through some of the “teacherese” and develeped a asore-final-than-rovgh draft, we invited some parents from
our Community Advisory to our January 21 meeting, They leamed more about the opportunity from the legislation, asked some clarifying guestions, and offered their
perspective and input on cur application. We specifically solicited advice on what to include in the abstract that all grant readers would receive and have integrated their ideas
into our plan.

1C) Describe support for and commitment to the plan from cach stakeholder group (feachers, administrators, and parents).

Throughout this entire process, there has been & sense of synergy and excitement about the potential of this application and its expected impact on student achieveinent and
schoo! cuiture, The superintendent met with each building to discuss eur TLS plan and answer any questions staff may have about the plan or the process. In additien to
soliciting input from Community Advisory parents, we also had a newspaper article published, were invited fo two focal radio stetions te share details of the plan with the general
public, and reviewed i with the Jocal school board during a work session. The plar has received overwhelming support, and it fits into our leng-range vision for increased
leadership capacity. To our team’s credit, we have spent almost no time speaking about what can’t be done or what problems we will encounter; rather, we have speat our time
envisioning what's possible and how this opportunity will propel Ottumwa Schools ahead faster and further.  Qverall, it has proven refreshing work, and we welcome the
opportunity {o act as pioneers to Jead larger school distriots in this framewerk to get implemented 28 soon ag practical,

Narrative

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

In your description, piease explain the local context (including refevant student achievement data and existing goals) and how the plan will be tajlored fo that context
whtila also working toward the statewide goals of the system {atfract ablefpromising new teachers; retain effective teachers; promote collaboration among teachers;
reward professionad growth and effeciive teaching; improve student achievement),

Although the Ottumwa Commanity Schoot District places a high priority on instructional leadership with our principals, we realize that schools of the 21st century cannot be run
effectively by principals alone, but our current contractial language places such a premium on seniority that we are not able to attract or invite those internal teacher leaders to
apply without leaving the classroom for administration. This framework changes that and alfows us 10 realize the vision and goals of our district by distribating that leadership
throughout the system and encourages teachers to take a greater rolé in both their own professional development and the district's school improveent process. By crealing a
differentiated plan and network of teacher leaders, teachers will feel more supported, have a high degree of ownership, and allowed greater access to the most overlooked and
imporlant resource in the educational field: other colleagues.
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As part of the district’s continuous improvement stmeture, Ottusswa Schools appoint and convene a Community Advisory {SIAC) of approximately 58 members to four-year
rotating terms that meets quarterly, They review and analyze the student achievement date, get updates on our DINA/SINA plans, and make recommendations to the sehool
board, which for the past several years have centered around six strategies that serve as the foundation for our school improvement. A Comprehensive School Improvement
Team of teachers and admindstrators bas then been charged with monitoring and jmplementing these broad strategies and expanding them into specific and measurable action
plans. Anaually in December, all these groups come together for a half-day to review progress on their goal area and make any revisions to the action plar for the upcoming
school year.

Half of these strategtes directly reflect and align with the vision and goals of the statewide TLC system, inciuding:

1. Emphasize quality teaching
2. Implement evidence-based instructional strategics
3. Use data to make decisions

After our first meeting, we shared many of the TLS documents provided by the Jowa Department of Education with our team. Ore of those frequently accessed and referred to is
“Guidance on the Jowa Teacher Leadership and Compensation System™ dated July 15, 2013, As part of their work, each committee had developed consensas statements which
read very similarly to the “theory of action” outlined by the statewide task force: “If we effectively compensate teachers; recruit and promote excellent teachers and provide
support as they cellaborate reflectively to refine their practice; create the political will and understanding necessary to remake the status of the teaching profession; give highly
effective teachers opportunities to grow, refine, and share their expertise; and develop a clear system with quality implementation, then ... student learning will increase, stadent
outcomes will improve, and students wiil be prepared to succeed in a globally competitive environment.”

Following are the consensus statements we have developed for the three strategies that best align to this teacher leadership work:

“Emphasize guality waching”

We know that leadership and teacher quality have the most significant impact on student achievement. We believe to increase student achicvement we must implement a plan to
recruit and retain quality staff. We want the most highly qualified and effective teachers, administrators, and para-professionals in afl of our buildings.

“mplement evidence-based instructional strategies™

We know there are evidence-based mstructional strategies (EBIS) that have been proven fo increase student achievement for each and every student. We believe that with quality
professional development (workshop and workplace experience) teachers can learn how to implerent these strategies. We want each and every teacher to actively participate in
quality professional development and 1o have workplace support to ensure successful implementation.

“Use data to make decisions”

We know that using data from multiple measures (student achievement and social/emotional dat} can inform teachers, principals and district leadership about what needs to be
examined and adjusted to improve student achievement. We believe that we need to use data from multiple measures to bave a balanced assessment program and to get a clear
picture of how welt students are learning. We want to use data from muitiple sources to make informed decisions to improve student achievement, -

Upon receipt of the funding, we will nest data sources and points within the applicable schaol improvement strategy for added monitoring and adjusting. Specific, measurable
goals for our teacher leadership plan include:

-

increasing the availability of teacher leadars to coach collaborate, and reflect with classroom teachers;

increasing the fidelity of implementation with district professional development practices proven to increase student achievement;
intreasing the retention rates of eduéators in our district;

and, most importantly, increasing student achievement through strengthened and improved instruction

-

Part 3} Describe how the TLGC plan will connect to, support and strengthen the district’s key school improvement structures, processes, and
initiatives (e.q. RTI, K-3 Literacy, Iowa Core implamentation, etc.). {5,000 characters maxitum)

The plan's design will both support and strengthen district initiatives and structures through a consciously unified system of teacher leadership. This system will be vital in
promoting and sustaining lowa Core and leamniag supports work, as well as district-wide professional development. In addition, this system wilt continue its relentless focus on
increasing student achisvement. :

Qur pian provides increased levels of support as we work to fully implement lowa Core in math and literacy as well as science and social studies. Teachers and

administrators have been asking for additional support, but current staffing levels are nof able to keep up with the increasing demand. Not only will these added leadership
positions witl greaty boost our system capacity for professional growth, this plan weuld allow us to bolster cur current foundation, elevate, formalize, and systematize the roles,
and provide appropriate compensation and recognition for our teacher leaders.

*Mathematics.
*History/Sotist Studieg
*SclencesTechnica

bis
“EnglishiLangunge sl
#2417 Contury Sidf

Teacher leaders (more specifically, Curriculum Leaders and Ingtructional Coaches) will:
* collaborate with the School Improvement Leaders to implement and assess lowa Core and learning supports work regarding disciplinary standards and habits of mind,

this work will include, but will not be limited to, Towa Core reading and writing standards, Iowa Core content standards, and the Universal Constructs for 21st Century
Leaming
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s collaborate with the School Improvement Leaders to implement and assess lowa Core and learning supports work regarding instructional pedagogy, this will include, but
will not be limited to, the Characteristics of Effective Instruction and the Gradual Release of Responsibility Framework

» coliaborate with the School Improvement Leaders to implement and assess lowa Core and leamning supports work regarding school culture and climate; this will include,
but will not be limited to, building and district-speeific “standards for suceess”, the Characteristics of Effective Instruction (particularly student-centered classrooms and
teaching for leamer differences) and the Universal Construets for 215t Century Learning {particularly coltaboration and flexibility/adaptability)

Teacher leaders will also:

* participate in training and coliaboration with the School Improvement Leaders and administrators, s well as other instrictional spesialists, to leam professionally, as
well as to premote and implement district professional development initiatives
s clicit and assess data to monitor and evaiuate professional development work regarding Jowa Core implementation and student achievement

At the elementary level, the Instractional Coaches and Curriculum Leader will partner with building principals to provide grade-alike professional development in literacy and
math and be available as a follow-up resource for those needing additionat support or expressing interest in leaming more. At the secondary level, the Instructional Coaches and
Curriculum Leaders will work with buslding principals to provide professional development in format sessions (regular early dismissals and content-specific meetings) as well as
more irformal {prep time and/or team meetings).

The description of how the various teacher leader roles connect to, support, and/or strengthen the most significant district initiatives are further explained in Part 5 of this
application.

Part 4) Describe how the TLC pian will utifize teacher leaders and the additional funding to improve entry into the teaching profession for
new teachers. Include in your response an analysis of the effectiveness of the current induction and mentoring program, areas of
improvement needed in the current program and how your TLC plan will address these gaps. (5,000 characters maximum)

While our district's current Mentoring and Induction (M&I) Program provides a strong structure of accountability, it fails to address the most immediate needs of beginning
teathers, For instance, the program does not detas] iethods for helping new teachess plan for iastruction or how to maintain classroom management. Foousing on these key
areas (Teaching Standards 4 & 6) is crucial for improved entry into the teacher profession for new teachers. We would like to capitalize on our current strengths and also build 2
peogram that will ensure our beginning educators become effective teachers es & result of thedr participation in our M&I Program.

Sur new program will retain the cffective use of technology for engeing communication {Moodle) and accessibility 1o professional resources and be more designed te awsist
beginning educaters before the school year stagts and mamiain intensity through the first semester. Second semester will be used for more individual reflection and goal seiting,
This design will help mentors shepherd beginning educators during the mest criticad times of their career. The TLC plan will assist our district in creating 2 meaningful and
substantial program that will help beginning educators deveiop the necessary skills to become effective educators.

Current evaluations of the M&I Program showed strong support by beginning educators 1o increase collaboration time with their mentor. Beginning educators aleo agked for
additional time at the beginning of the year. Therefore, M&] activities will incinde planning, coliaboratiag as a prefessional leaming community, evaluating student
performance, developing asscssments, contacting parents, providing accommodations to special needs students, and organizing a portfolic of artifacts that address each teaching
standard.

Crtwimwa already has a beginping salary that far exceeds the $33,500 minimum, Therefore, to attract beginning educaioss 1o our district, as well ag provide incentive for teachers
1o become mentors, our district is proposing a M&I Program that pays teachers and beginning educators to prepare for a successful school year prior to school stating.

BBased on best practices found in the March 2006 ACST) article “What New Teachers Really Need” by Scott Mandel and feedback from a cadre of teachers who are experienced
mentors, the following program has been desipned:

» Bepinning educators will cach be assigned a Mentor teacher to work together the first two years of teaching. Mentors and beginning educators would idealiy be in the
same building and teach the same grade fevel or deparoment. Parters could be reassigned, if ngeded.

* Provide 12 hours of collaboration time between first year begitning educator and Mentor teacher, which would be spread out over several days. These twelve hours
should occar in August prior to the beginning of the school year, Mentor teacher and beginning educator will use this time to plan lessens, outline pacing of instruction,
discuss instructional sirategies, and develop classroom management.

s+ All Mentor teachers and Instroctional Coaches will meet for three hours prior fo the beginning of the school year to gef instruction. on whal professional development will
be for beginning educators,

The following is a revised outline of M&] Program activities for the remainder of the school year:

1st YEAR TEACHERS:

September: Beginning educators and mentors will conduct an observation exchange, discuss grading, create formative assessments to monitor student growth, and coliaborate on
strategies fo 1naintain classtoom management as well as effectively gather data.

Cctober; Prepare beginning educators for Parenv/Teacher Conferences by hosting a guest speaker to train them on “Fierce Conversations.”

Movember: Celgbrate American Education Week with our district and aljow beginning educatars to network at a teacher mixer. Following the dinner, beginning educators wiil
participate in a gallery walk to view portfolios of former beginning educators,

December: Beginning Fducators attend a panel of second and third year teachers to share their conceims, celebrate their successes, and answer questions.

January: Beginning educators witl reflect on their first semester of teaching, Mentors and beginning educators will also use this time to develop summative assessments (9-12) or
evalugte stadent progress using assessments (PreK-6).

February: lowa Assessment preparation (3-12) or evaluating student progress {PreX-2)

March: Mentors and beginring educators will collaborate to plan lessons and discuss characters of effective instruction.

April: Goal setting for next schoel yearidiscuss end-of-year procedures

May: Survey the effectiveness of M&I Program

2nd YEAR TEACHERS:

September: Beginning cducators and mentors will conduct an observation exchange, discuss grading, create formative assessments to monitor student growth, and coliaborate on
strategies 10 ¢ifectively gather data

Oxctober: Prepare beginning educators for Parent/Teacher Conferences by hosting a guest speaker to train (hem on “Fierce Conversations.”

November: Celebrale American Fducation Week with our disirict and allow beginning educators to network at a teacher mixer. Following the dinner, second year teachers will
receive some inpul on their current porifolio progress,

December: Second year teachers will serve as panelists 1o answer questions, alleviate concerns, and celebrate suceesses with first year teachers.

Tanuary: Reflect on 15t semester/re-gvaluate summative assessments (9-12)/using assessments to evaluate students (PreK-6}

February: lowa Assessment preparation (3-12) or evaluating student progress (PreK-2}

March: Mentors and beginning educators wil) collaborate to pian lessons and discuss characters of effective instruction,

April: Goal setting for next school vear/discuss end-of-year procedures

May: Second year teachers will be sent a survey to evaluate the effectivencss of the M&I Program.

Narrative

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:
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ajDescription of the responsibilities and duties for each leadership role as well as the percentage of time sach role will spend engaged in student instruction and the
parcentage of time each role will spend performing teacher feader duties.

biescription of how each of the rotes fit together {o create a coherent instructional improvement strategy that will strengthen instriction and improve student
learning and student achievement.

a)Description of the responsibilities and duties for each leadership role as well as the percentage of time cach role will spend engaged in student instruction and the
percentage of time ¢ach role will spend performing teacher leader duties.

We believe our plan will improve upon what is already in place in Ottumnwa Schools, This is not to say that we would like to replace the current positions or repurpose the money
spent on them because we place great value in what prineipals, curriculum speciatists, and area cducation staff provide to our district. The Ottumwa Schools Teacher Leadership
System plan creates multiple, meaningfuf, ang differentiated teacher leadership roles and bolsters the structure we already have ostablished in tarms of sehool improvement.

. Increasing the mumber of Teacher Leaders available in any school at any given time, we believe, would provide teachers with a mentor or ieader, indeed a coach, who would be
able to assess their individual strengths and weaknesses and support them as they address their pasticular chalienges. By creating a “differentiated” plan for capitalizing on those
strengths and shoring up the weaknesses, teachers would foel mors support, and would have greater aceess to one of the most important and overlooked resources in the
educational field: feliow colleagues. .

To best meet our focal context and current needs, our plan aliocates for the fotlowing Instructional Coaches - approximately one per 600 students:

* Preschool and Downa {the eatire southside X1 population)
* Liberty Efementary (the entire southside 2-5 population}

* Horace Mann/james Elementaries (split position)

* Eisenhower/Wilson Elementaries (split position)

* Evans Middle School (1 coach)

* Ottunwa High School (2 coaches)

[n addition, we anticipate selecting 45 Mentors for first- and second-year teachers; L5 Model Classroom Teachers; 15 Department Heads, two Instructional Technology Coaches,
and ap to three Curriculum Leaders - hoping for at least a few with a STEM strong background (Science Technology Engineering and Math) 10 complement the extensive
literacy knowledge and skilis with our existing evaluators.

The job descriptions for the vatious soles are listed below. They have been revised by our planning team with additional responsibilities and corresponding stipends and contract
days associated with them.

Curriculum Leader (100 percent of time performing teacher leader duties)

* Provide and demonstrate teaching on an ongoing basis.

Routinely work siratsgicatly with teachers in planning, monitoring, reviewing and implementing best instructionat practice.
Observe and coach teachers in effective instructional practices.

Support teacher growth and reflective prastices.

Plan and deliver professional development astivities desigred to improve instructional steategies.

Engage in development and impiementation of curricular materials.

Lead mectings of grade-level teams andfor content-area teams,

Assist in developing and implementing a plan for school-wide professional development sessions related to instruction, curriculum planning, and assessment,
Support existing model classrootn teachers’ implementation efforts,

Teach struggling learners in daily intervention groups

Complete record keeping or any other paperwork accurately and timely

Attend professional development sessions designed for coaches

Instractional Coach (83 porcent of time performing teacher leader duties: 13 percent engaged in student instruction

Keep abreast of latest research and provides leadership in determining their appropriateness for inclusion in the district educational program.

Work with building principals in the improvement of individual staff competencies.

Work with principals and teacher committees in orgunizing and coordinating professional development practices throughout and across the curriculurn,
Collaborate with principais and teachers to analyze student data and determine next steps,

Provide staff leadership to ensure understanding of and promote the educational goals of the school district.

Provide job-embedded professional development opportunities for staff

Provide one -on-one support for teachers when needed.

Provide classroom instructional modeling and feedback.

Participate in professional growth activities to keep abreast of current and future trends.

Instructional Technology Coach (85 percent of time performing teacher leader duties: 13 percent engaped in stadent fnstruction)

* Keep abreast of developments in technology innovations, and provides leadership in determining their appropriateness for inelusion in the district educationsl programn.
Work with building principals in the inprovement of individual staff competencies,

Work with principals and teacher committees in organizing and coordinating the full integration of rechnology throughout and scross the curriculum,

Provide staff leadership to ensure understanding of ané promote the educational technology goals of the schoo] district.

Provide professional development opportunities for staff to assist thom with the integration of technology as an effective teaching and learning tool,

Provide one -on-one support for teachers when needed,

Facilitate the development and enforces the district’s policies and procedures for the pse of the district's technology.

Participate in technology professionat growth activities to keep abreast of current and future trends in instructional technology.

Model Classroom Teacher (100 percent of time engaged in student instruction)}

* Model effective teaching that demonstrates best classroom fastructional and management practices

Implement professional development focus as quickly and effectively as possible

Establish and maintain advocacy for distriet- or building-developed school improvement

Provide reievant and meaningful leaming oppertunities that enable teachers to successfully implement instructional practices that impact student achievement

Accept visitors in the classroom during instructional and non-instructonal times :

Work with and accept coaching from the instructional coach, as needed

Commit to full participation in waining, team meetings, and reaching research (i.e. expect time outside of the school day for professional reading and classroom planning)
Assume 2 leadership and mentoring role with other teachers in the school/district

Mentor (300 percent of sime engared in student instrugtion)

= Attend all Mentoring and Induction meetings

-

-

.

.

.

-

-

°

»

+

L3

-

.

https://www . iowagrants.gov/getApplicationProposal.do?documentPk=1390232431312&o0...  3/10/2014



lowaGrants Page 7 of 11

+

Actuire knowledge of and familiarity with Towa’s teaching standards

Assist beginning educators in goal setfing and portfolic development

Act as onc-on-one stafl developer and teacher

Faraifiarize beginning educator with the culture of the school (urwritten rules}

Assist beginning educator in finding resources

Share wisdom and problem selve with beginning cducator

Madel professional behavior and sponsor beginning educator mvolverent in the profession
Counsel and motivate the beginning educator; help him/her feel at ease and valued
Advocate for the beginning educator

Help beginning educator build a network structure within and beyond the sehool distriet

.

+

.

.

Department Head (100 percent of time engased in student instruction)

* Demonsirate a comprehensive knowledge of curricelum, instruction, and assessment within own confent area

= Promote a culture of shared beliefs (coflective group efficacy) and a sense of community and cooperation among the students and staff
Actively promote a sense of self-worth and proactively seek ways to build z sense of belong for 2ll students

Effectively communicate the department chair's role and work

Actively participate in department head meetings

Evafuate and monitor the design and implementation of curriculum, instruction, and assessment practices

Analyze pertinent data for long-range planning

Establish and maintain strong lines of positive communication with department and through the school conumuity

Coordinate budget and scheduling for depaziment

b} Description of how each of the roles fit together to create a coherent instructional improvement strategy that will strengthen instruction and improve student
Fearning and student achievement.

These roles, which have been designed 1o provide systemic and hierachical support, fit together to ¢reate a coherent and sustainable improvement strategy that will strengtben
instruction throughout the district,

Curriculum Leader: coliaborates with principals and School Improvement Leaders to phan, develop, and/or defiver professional development; serves an instructiona] resonrce
for principals, coaches, model teachers, and mentors; collaborates with Scheol Improvement leaders to analyze district student achievement data and teacher survey feedback;
observes and supports coaches and teachers with professional reading and modeling of research-based strategics.

Instructional Coach: serves as an instructional resource for teachers through classroom observations, descriptive feedback, and general support to promote professional
development work and district improvement goals; coliaborates with School Improvement Leader, Curriculum Leaders and administrative team to analyze building and district
student achievement data; supports building and district schoof improvement through professional reading and implementation of evidence-based strategies. The instructional
coach will work intensively with the modet classroom teaclwers to assure that their classrooms provide effective demonstration sites for other teachers, The instructional coach
will alsa collaborate with mentoring teachers to nurture and reinforce the schos! improvement initiatives in beginning educators. They will suppert all content teachers in the
area of the Jowa Core’s Five Characteristics of Effective Instruction,

Model Classroom Teacher: collaborates with instructional coaches and School Improvement Leader to implement school and district improvement initiatives; epens classroom
to colleague and administrative observations to demonstrate professional development work and best practice in action; meets with colleagues and/or administrators to enhance
and strengthen district initiatives, supports building and district school improvement through professional reading ané implementation of researched-based strategies.

Mentor: collaborates and consults with instructional coaches and model teachers to facilitate schoot improvement fnitiatives; works individualy with beginning educators to
support professional and personal growth and instuctional practice; works individually with desiguated teachers with specific instructional needs

Department Head: collaborates and consults with instructional coaches, School Improvement Leader and administrative team; serves as a primary means of comnmanication
between the administrative team and department members; serves as the business manager for the dept (budget, textbook orders, ete.) Promotes a culture of shared beliefs
{collective-group efficacy) and a sense of community and cooperation amang the students and staff. Effectively communicates, in a positive fashion, the $IT's roles , work and
maintains strong lines of comrmugication with department and throughout the school community.

Although our district cusrently supports most of these teacher leadership roles to some degree, this plan would aflow us to bolster our current foundation, elevate, formalize, and
systematize the roles, and provide appropriate compensation and recognition for our teacher leaders, The two new roles to our system: that wilt enbance our current system are
the Curricoium Leader and the Model Classroom Teacher. The addition of these positions will ereate a more cohesive, effective system through which we can better suppost our
staff and students in fmproved performance.

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:

aiMeasures of effectiveness

biProfessional growth

The applications submitted by teachers for leadership positions will include essay questions that address cffectiveness and professional growth of the applicant. Some of the
prompts we are plarning to imclude are:

* Describe your professional development experiences , including membership, presertations, attendance at conferences, projects and/or futere professional
goals, (aligned to assess profession growth)

* $elect an initiative or research-based strategy that you implemented in your classroom and how you evaluated the effectiveness of that strategy on student leaming.
(aligned to assess professional growth and effectiveness)

= What experiences have you had successfully leading and facilitating adult learning teams? How did you measure your cffecﬂvcncss and the team's effectivencss?
(aligned to assess effectivencss)

In addition, the applicant will be required to sabmit two Jetters of recommendations: one fom a teaching peer and one from an administrater. The recommendation must include
information regarding the applicant’s effectivencss and professional growth. The form for recommendations will include the foliowing guidance:

+ What qualities do you feel that this candidate possesses that will make them a successful teacher leader?
+ How effective do you feel the teacher leader candidate is in teaching their primary area of responsibility?
« What professional growth opportunities has the applicant been a part of in recent years? How has this professional growth been intzgrated into their teaching practices?

Through the use of a three-step process outlined below, rubrics will be used fo determine suitable candidates to §ilk cach teacher leadership role, Ali applicants must have at least
three years of successful teaching experience and have taught at least one year in Ottamwa, Our process is largely based upon ISEA's procedures as outlined in the VIVA
report, "Reimagining School Leadership for the 21st Century
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Step 1: The district will establish a Teacher Advisory Committee {TAC) consisting of five (5) teachers and two (2) alternates. This comunittes wilt, for at least the first year, be
comprised of the teachers carrently serving on Teacher Leadership System {TLS) team. We decided that the membership of this team is a representative sample of teachers from
across all educational levels in the distict, and they will possess most working knowledge of the application process, the positions created within the plan, and the overall goals
within the TLS system. This TAC would review applications from classreom teachers who have an interest in one of the Teacher Leadership roles established in this plan, We
believe this to be a critical first step because Teacher Leaders who do rot have the support of the other faculty in the building cannot be as effective as those who do,

_ Applicants who achieve consensus of the TAC would move on to Step 2.

Step 2: An equal group of five (5) administrators and two (2) alternates will be selected to review the approved candidates’ materials from the TAC. The administrative
vommittee will consist of K-12 representation, The Admiénistrative Application Commitiee (AAC) will reach a consensus on applicants that will receive a “yed” vote.

Step 37 Any applicant who has both “yes” votes will be eligible for appeintment in a teacher leadership role. A smaller sub-committes made up of equal representation from the
TAC ard the AAC would conduct interviews to determine who and how many would serve as Teacher Leaders and in what role.

The interview process will alse include questions of applicants that will assist in determining their effectivencss and professional growth, Questions wili include, but not be
Timited to: .

= Can you tell us about an innovation, new approach, or strategy that required you to substantially change your ¢lassroom practice in gn effort to improve students®
pesformance? How did it impact your beliefs about improving leamning for students? What changed and how did it affect your subsequent thinking and practice?

* Give a specific example of a time when 2 team you were leading a team or you were a member of a team that had to work together to reach a goal, What did you do 1o
move the teamn forward? In your response, please discuss the team’s objective or goal.

The applicants with the highest scores and best fits for each position wifl be forwarded to the Superintendent for his personnel recommendation.

An abbreviated process will be followed to determine reassignment for the following school year, This shall also include self-evaluation and peer Feedback on the effectiveness
of the performance related 10 the duties specific to the teacher leader's role,

Ous rigorous selection process has been designed to evaluate the effectivencss and professional growth of potential teacher feaders through an application, interview, and
recommendation process. The process kas been designed around the domains of the Teacher Lead Mode] Standards developed by the Teacher Leader Exploratory Consortium
(2009). The three components of the selection process will provide a comprehensive picture of a candidate’s potential effectiveness as a teacher leader. Candidates will be
cvaluated using three dimensions of teacher leadership: 1) fostering and Jeading a collaborative culture; 2) promoting professional leaming for continuous improvement; and 3)
facilitating improvements in instruction and student learning.

Narrative

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

a)jPescription of the role teacher leaders will play in the creation and delivery of professional development,

biRescription of how the district’s TLC plan aligns with and incorporates the key sfements of the jowa Professional Development Model {{POM).

Click hare To access the Jowa Professional Development Mode! page.

a) Description of the role teacher leaders will play in the creation and defivery of professional development
The Curriculum Leaders, Instructional Coaches, and Model Classroom Teachers will play critical roles in the professional growth of teachers, and we enthusiastically weicome
this added input and experience.

Curriculum Leaders are integrally involved in both the desipn and the delivery of PD. They work with our School hnprovement Leaders and principals and other administrators
charged with responsibility for PD in determining appropriate goals, topies, and processes related to student achievement. Their preparation inclndes study of the characteristics
of effective PD, as well as ficldwork in which they design and deliver PI based on these characteristics. The Curriculum Leader in consultation with the School improvement
Leaders will ensure alignment through oversight and monitoring in the varied PD settings.

Iastructional Coaches will suurture the professional growth of teachers through professional leaming communities, one-on-one and smatl-group coaching cycles, embedded
iearning that ocowrs during grade-level and data analysis meetings. Instuctional Coaches wilk teach a smal? intervention group daily and observe students in core instruction,
providing the classroor teacher additional support in responding to student need,

Model Classroom Teachers open their classrooms to other teachers for observation for critical collaborative inguiry. The modsl classtoorn is a Jearning Jaboratory in which
teachers continually examine and refloct on practice, resulting in a formative process of improvement. The Model Classroom Teacher shares their practice with school facuitics,
often in collaboration with the instructional coach, These sessions may result in the formation of study groups with support and guidance from the instructionai Coach.

b} Description of how the district’s TLC plan aligns with and incorperates the key elements of the IPDM.

Collecting and Analyzing Student Data

Teacher ieaders wiil lead analysis of multiple sousces of data, They wilt coordinate the asssgsment wall process with each grade lovel team, the principal, and intervention team,
They witt collaborate with intervention teams in order to coordinate and integrate the school’s MTSS (Multi-Tier System of Supports) processes across care classrooms and
intervention settings.

Goal Setting for Professional Development

Teacher Leaders witl collaborate and plan with School Improvement Leaders, principals and other administrators to determine appropriate P goals, topics, and processes
aligned to building and district poals. Teacher Leaders will provide domonstrations of the distriot’s professional development practices and conduet coaching cycles with
teachers across the grade levels that focus on improving core instruction for all leamers.

Selecting Content
Teacher Leaders will collaborate with School Improvement Leaders, principals and other administrators to develop PD focus from analysis of the data and instructionai needs of
ali stadents. Teacher feedback surveys are used fellowing PD as a data source to assess effectivencss and plan the focus of professional development.

Design

Teacher Leaders will have an active role in the design and content of professionat development in collaboration with School Improvement Leaders, principals and other
administrators. The design includes theory, demonstration, practice, and collaboration. To enhance and provide on-going professional development, technology is utitized.
Ongoing PD for all teachers, core and intervention, throughout the school year Is provided by Teachers Leaders in grade tevel team meetings, coliaborative intervention team
meetings, and PI sessions.

Orgoing Cyele
Teacher Leaders will provide training and learning opportunities for al} teachers responsible for instruction. Opportunities inchude coflaboration, reflection, and on-going
professional development. Demonstrations will be pars of the PD eycle to improve core instruction for al} learners,

Tratnnefearnine onporamides :
Training epportunities are adjusted and refined based on data and feedback from teachers, School Improvement Leaders, principals and other administraters. Opportunities wilt
be provided to all core and intervention teachers to ensure continuoas professional growth throughout the year,
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Collaboration
Collalorative team meetings are structured into learning communities throughout the school across grade ievels and intervention teams, preparing classroom teachers to
adininister and analyze assessments as well 25 planning instruction and intervention focused on improving stedent leaming and achievement.

Implementation . .
Toacher Leaders will have an aotive role in the design and content of professional development in collaboration with School Improvement Leaders, principals and other

administrators, The design includes theory, demonstration, practice, and collaboration. To enhance and expand opportunity for ongoing professional development, technology
will be utilized. Teacher Leaders will provide coaching, learning and coilaboration opportunities for all teachers, core and intervention throughout the year during grade level
and intervention team meetings. Implementation data will be collected and analyzed to determine professional development needs and supports,

Formative Evaluation ) )
Teacher Leaders, in collaboration with School fmprovement Leaders and adiministrators, will use formative siudent data to plan training and supports for teachers and students.

The data will be used 10 make necessary adjustments throughout the year,

Program BEvaluation
Summative data are used to plan the next oycle of professional development and adjust plans. Feedback survey is collected from ali faculty, Faculty and stakeholders are

informed about the cutcomes of the evaluation of professional Sevelopment and this data is used to plan professional development and next steps.

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

a)Description of how the district will determine the impact/effectiveness of the TLE Plan, including short-term and the jong-term measures.

b)Bescription of how e district witt monitor and adjust the TLC plan based on the results of these measures.,

3) Description of how the district will determine the impact/effectiveness of the TLC Plan, including short-term and the long-term measures.

Determining and evaluating the fmpact and effectiveness of our district’s plan is crucial te owr mission to provide a quality education to cach and every student. From our days as
a Reading First district, we have instituted the following four data questions as the respective school improvement teams analyze all student achievement and program data and
use the results to guide and plan future actions:

1. What did he data tell you?

2. What questions do you have about the data?

3. What are the implications for curriculum, instrection and assessment at the building level?
4. What are the implications for district-wide improvement planning?

(ae means through which our district will determine the impact and effectiveness of our TLS plan is by increasing the availability of teacher leaders to coach collaborate, and
refiect with classtoom teachers. Data we will collect include:

+ Hours spent in professional development desigred for teacher leaders

* MNamber of comacts in coaching logs via Google Calendar

+ axendance of weacher leader(s) at team coliaboration meetings

. Nuamber of teacher leader applicants afler fixst year of implementation

+ Percentage of teachers successfully meeting ali eight Jowa Teaching Standards

The second goal is o increase the fidelity of implementation with district professional development practices proven to increase student achievement. To this end, we will collect
the following data:

+ Waikthrough and structured observation data from evaluators

+ Number of peer cbservations in Medel Teachers’ Classrooms

*+ Professional development survey results

* Percentage of teachers successfully meeting Career Development Plan goals and objectives

Increasing the retention rates of educators in our district is yet another lens through which we will evaluate our plan’s impact and effectiveness, ineluding these data:

= Percentage of beginning educators who successfully complete mentoring and induction
* Number of teachers who apply to be mentors
= Retention tate of teacher mentors

Finally, and most importantly, improving student achievement through strengthened and improved instruction will help us detenmine owr plan’s effectiveness. This will include
longitudinal data

° Increase proficiency in Jowa Asscssment and/or other standardized test measures

« Increase percentage of students reading at or above grade Jevel by the end of third grade
* Decrease the number of students refierred to special education, Title |

* Daercase the rumber of dropouts and increase owr graduation Tate

At the elementary level as part of our affiliation with UNT's Jacobson Center, we will continue to use the ESAIL instrament, which is designed to assess a scheol's level of
implementation in a comprehensive literacy model. We use the resalts for a periodic assessment to measure a school's growil over time on one or more literacy criteria,

Car K-12 administrators meet twice a2 monih to collaborate and learn from each other.  During this time, we review progress toward building and district goals, share relevant
data, and problem~solve how to best support the learning process. Cotlectively, we plar on inviting the Curriculum Leaders and Instructienal Coaches at least quarterly to review
the TLS structures and seck any improvements, and building principals wifl meet at least weekly with their respective Curricelum Leaders and monthly with Instructional
Corches to pauge their progress and provide any necessary supports. In addition, central ofice administrators meet with principals three times a year to reflect on their
professional learning, specifically focusing on Jowa Standards for School Leaders 1 and 2. In afl facets of data coliection, the information collected from stakeholders heips s to
continually monitor and evaluate key actions and activities and adjust the overall plan, as needed.

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

Otumwa already has much of the infrastructure and capacity in place to make (his plan successfl and sustzin it over fime. In fact, regardiess of receiving the funds this year,
this plazming process has allowed us to have constructive dialogue with cur local teachers' association about the mutual need for teacher leaders to follow a selection process
different than the seniority-driven procedure as is now required by the master contract.
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Wa also have oversight and coordination of cur school improvement efforts with our K-6 and 7-12 School Improvement Leaders, They are both evaluators and wiil be primarily
sesponsible for the overall design of district-wide and building-level professional development as weli as the direct supervisors of the Curriculum Leaders and Instructional
Coaches. N :

Our K-6 School Improvement Leader is currently involved in training o become a certified Comprehensive Intervention Model {CIM) coach through her work with the Richard
Q. Jacobson Center for Coraprehensive Literacy at the University of Northem Jowa. In addition to the initial year-long preparstion regimen of CLM and CIM coaches, this
support includes ongoing professienal development segsions for coaches, an annual literacy academy, and an online site for disseminating information to coaches and
administrators, and technical assistance as needed, Great Prairic AEA has also provided support with their literacy consultant to become certified as CIM Coach o provide
farther training for CIM intervention teachers. The ongoing coliaboration between the AEA CIM coach, AEA administrators, district administrators, building principats, and
buitding voaches ensures a cobesive model of continuous improvement,

Our 7-12 Sehool improvement Leader has expertise that we rely heavily upon as well. She serves as a contributor to the digital Hbrary resources and a test-question author as
part of the new Smarter Balanced Assessment System, Her skills and experience has helped ns increase both the rigor and writing opportunities in English Language Arts and
Secial Studies classrooms. Through eur continuing focus on full implementation of fowa Core, teachers are helping their stadents become better readers and writers, they are
assessing more through critical thinking and writing and less through rote memorization, and they are designing lessons that include daily opportunities for student collaboration.

In the past, Ottumwa has been part of the Reading First iniative and received a second-round award based upon our implementation and folivw-threngh of our grant proposal.
Recently, we bave alse been approached by MoGraw Hill to be highlighted as one of 25 school districts in the nation for exemplary implementation of Everyday Mathematies.
These are specific examples of how our system is able to successfully plan, implement, moritor, and adjust an action plan aimed at improved student achievement.

The PK-12 administrators meet twice 2 month to collaborate and leam from each other, and this includes the School Improvement Leaders. During this time, we review
progress towazd building and district goals, share relevant data, and problem-galve how to best suppert the leamning process. In addition, all teachers are included regularly in
analyzing student achievement data, and input s sought concerning instructional decisions. Intervention plans are also written for students as determined by an Rt team. This
begins with existing leadership teams in each building that are responsible for agsessing and analyzing data and making adjustments based upon that information. )

Collectively, the administeative team plans on inviting the Curriculum Leaders and Instructional Coaches at Jeast quarterly to review the TLS structures and seek any
improvernents, and building principals will meet at least weekly with their respective Curriculum Leaders and monthly with Instructional Coaches to gauge their progress and
provide any necessacy supports. In addition, central office administrators meet with principals three times a year to reflect on their professional leaming, specifically focusing on
Towa Standards for Scheol Leaders 1 and 2. In all facets of dzia collection, the information collected from stakeholders helps us to continually monitor and evaluate key actions
and activities and adjust the overall plan, as needed. Given the success and synergy of our Teacher Leadership System team, we have agreed to meet at Jeast twice annuaily to
review Teacher Leader job descriptions, feedback surveys from staff, data points from Part 8 of this application, and recommend possible revisions to our initial plan.

Grant Allocation

Enter the district enrofiment as reported on Line 7 of the 2013 Certified Enroliment Report. The number entered is subject to verification by the DE. To enter the districl’s certified
emrollment number, select "Edit” at the tap of the screen. Once the enrollment field is completed, select "Save” o view the Grant Allocation, Then enter the Budget lterns and Other
Budgef Uses in the space provided,

Cortified Enroliment Number* A577.4

The diskict enroliment-based aliocalion is equal to the cedified enroliment number x $308.82,

District Enrcllment-Based AHocation $1,413,50267

Total AHocation $1,413,592.67

Part 10 - Budget ltems

Use of TLC Funds ] Amount Budgeted
Amount used te raise the minimum salary to $33,500 $0.00
Approximate amount designated to fund the salary supplements for teachers in leadership roles $276,000.00
Amotint 1o cover the costs for the time teachers in leadership roles are not providing direct instruction in &
ciassroom and to cover the costs when teachers are out of their classroom 10 observe or codeach with $860,000.00
another teacher (e g. hiring emeritus, part-time, or fuli-time teachers) '
Amount used to provide professionat development refated 1o the leadership pathways $177,592.67
Amount used to cover other costs associated with the approved teacher leadership and compensation plan.
These costs must be ifemized and described below and be approved by the lowa Depariment of Education prior $6.60
to implernentation of your plan,

Totals $1,413,582.67

Other Budgeted Uses - Description

ttemn description ' Amount budgeted

$0.00

Total Ailocation Budgeted

"é':ggnlg’:éecied Amount to be $1.413.592.67

I the amount shown below is {regative), the sum fotal of the dollar amounts budgeled excaeds the enroliment-based allocation.
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Remaizwing Allocation fo be Budgeted $6.00

Budget Alignment

Describe how the TLC Budget is aligned to the school distrie!’s goals for the proposed teacher leadership and compensation system. (5,000 characters maximum}

Our budget aligns with the goals of increased avaitability of teacher feaders to coach, collaborate, and reflect with classroom teachers, increased fdelity of implementation with
district professional development practices, increased retention rates of Ottunwa educators, and increased student achievement by strengthen ingtruction.

The table in Part 10 quickly illustrates where our funds will be expended, but they are explained in more detail in the following narrative. We already have a starting salary that
far exceeds the legislated minimum of $33,500, so none of our funds will go toward that line-item.

Under "amount desionated 1o find the salary supplements for teachers in leadership roles,” the District and Otiumwa Education Association agreed to pattern the additional
salary supplement amounts arcund the state’s legislated amounts and responsibilities found in the first two models, The Cuerriculum Leader position will carry the most
responsibility and expertise and be compensated accordingly at an amount of $12,600 for 20 additional days of work. 1f we are able to hire three qualified individuals, this would
amount to $36,000. Instructional Coaches would work an additional 10 days for $5,000 cack. Our plan calls for nine of these - with two focused on technology integration --
and totals $45,000, Next, fificen (15) Model Classroom Feachers will be compensated an additional $3,500 for an extended contract of seven days, egualing 352,500,
Furthermore, Merters will receive an additional $2,500 for five days of contracted time, With forty-five {45) anticipated mentors for first- and second-year teachers, this
amounts 10 $112,500, Finally, fifieen (15) Department Heads sclected through this process will receive $2,006 for an additional four days of contracted time, equal to

$30,000. Therefore, the entire amount budgeted for salary supplements totals $276,000.

‘The vast majority of eur budget, just shy of $1 million, went to "gover the costs for the time teachers in leadership roles sre not providing direct instruction in a classroom and to

cover the costs when teachers ave out of their clagsroom fo observe or co-teach witl another teacher.” This includes annuat salaries for the Instructional Coaches and costs to
fund their full-time classroom replacements.

We allocated just over $175,000 for "professional development related to the leadership pathways." This will include a minimum of additional two days prior to school starting
for first- and second-year cachers to meet and collaborate with their instructional coaches, model classroom teachers, and mentors - key supports identified fom our mentoring
program assessment Tesults. Travel costs and/for supplies for Teacher Leaders as well as substitute costs for teachers, mentorsfbeginning educators to observe and coliaborate

with each other is also included in this line-item.

Assurances

Please checl 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 Satary ~ The schoot district
will kave a minimum salary of $33,500 Yes
for ail full-fime teachers,

Selection Committee ~ The sefection
pracess for teacher leadership roles wili
include a selection committer that
includes teachers and administrators
whe shall accept and review
applications for assignment or
reassignment to a teacher leadership
role and shali make recommendations
regarding the appEcations to the
superintendant of the school district.

Yes

Teacher Leader Percentage -~ The
cistrict will demonstrate a good-faith
effort to attain participation by 25
pereent of the teacher workforca in
teacher leadership roles beyond the
initial and career teachef levels,

Yes

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

receive iess compensation in that Yes
district than the {eascher received in the
school year preceding impiementation

of the district's TLC plan.

Applicability - the framework or
comparable systert shall be applicable

to teachers in every attendance center Yes
operated by the school district,
Return to top
towa.gov — The Official Website of the State of lowa. Dulies Technology Pariners inc.
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