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vision and goals and describe how the primary components of the plan connect to one another. (5,000 characters maximum)

plan, 2 Comparable Model, as a foundational piece in moving us toward our vision,

[f Red Qak Community School District implements 2 system of tsacher leadership that

focuses on improved student }earnin_g and measurable results of growth,

feverages professional fearning communities for stronger teacher collaboration;

expands the influence of effective teachers on their peers through

additional opportunities for ecilaboration, mentoring, and peer coaching;

strengthens integration and systematization of our distriet>s key schoot improvement initiatives;

promotes im;ovation and integraticn of technology in the ¢lassroom;

provides multiple and differentiazted pathways with appropriate compensation; and builds camaraderie by allowing teachers to be policy making
partners ins the district,

then..,

teachers will have opportunity to broaden and deepen the use of diverse and effective instructional strategies and practices,

move effective teachers will be retained,

student ment and achi t will increase,
students will fzave the school district valuing learning and ready 1o serve as successful partners in the global community, and
Red Oule CSD wilf be 2 district of educational excelience,
Goals:
* To increase student engagement
* To increase student achievernent
* To attract and increass retention of effective teachers
* To create more opportunities for teachers to learn and lead tirough differentiated rofes and fitling compensation

* Toimprove systematization and integration of district-wide work through increased collaboration

Model Tenchers
Model teachers will demonsirate best practices, field test innovations, host other teachers, and engage in ongoing professional tearning, ($31000 + 2 days)

Mentor Feacher

foraative and summative assessment, and reflecting on practice. {82000 + 4 days)

Eestenctional Conck

teachers in reflective practice, and facilitaie and support the collection and analysis of data. ($2000 + 4 days)

https://www.iowagrants.gov/getApplicationProposal.do?documentPk=1414723060634 &

Abstract/Executive Summary - Please provide a brief overview of the school district’s proposed TLC plan. This suummary shouid highlight your

Red Oak CSD envisions al of its nearly §200 students across 5 attendance centers engaged and achieving at high levels. Marzano (2003) notes that students who experienced the “most
effective” teachers saw achieverents gains of $3 percentage points over the course of 1 academic year, while those in classrooms with “least effective™ teachers averaged gains of only
14 percentage points. Although pockets of excellence exist within our system, we want 2 more cohesive, systemic approach to leading, teaching, and learning. We want all students to
realize gains assooisted with the most effective teachers, and we want afl educators to share in 3 tich understanding of our students” pre-K. - 12 experience. We are excited to submit this

Our planning team, comprised of § teachers, $ administeators, and 1 parent, engaged in 5 full-day meetings over the course of 5 months, We used a consensus building approach to honor
each: team member’s concerns, resufting in the team’s full support for each decision. Our Theory of Action and the goals we established served to anchor our work:

Qur team spent significant time delermining the leadership roles and tesponsibilities that would align tightly to our goals. Rach role integrates with current leadership roles in our district
and together they will provide various levels of support and expertise 1o teachers thereby improving entry into the profession and facilitating professionat learning, These roles offer
meaningful and diverse opportunities for teachers and will serve to strengthen aur key school improvement efforts. Following is a brief description along with budget implications,

Mentors will support ist and 2nd year teachers in operationalizing the lowa Teaching Standards, analyzing student achievement data, setting goals, planning instruction, utilizing

Instructional coaches will intcaduce teachers to high-leverage strategies and innovative approaches, design and deliver P aligned to the IPDM, provide nonvevaluative feedbacl, engage
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Technotepy Canch

These leaders will assist in designing PD as needed; identify current and emerging technotogies that support implementation of Iowa Core; support teachers in infusing technology in
their instruction, developing online courses, and facilitating 2 }# century jearning; and provide Jeadership in integration of technology and instruction for deeper criticsl thinking. (82000
+ 4 days) .

ELead Yencher

Lead teachers (reading and math) will demonstrase content-specific stralegies, engage teachers in “unpacking the lowa Core,” facilitate coliection and analysis of student achievement
data, support and participate in the work of the curricilum council, and collaborate with other teacher leaders to design and lead PD that supports implementation of Towa Core and is
aligned to the TPDM. (32000 + 4 days)

Teacher FLeader Coordinator

The teacher Jeader coordinator will serve as a liaison aimong 21] teacher jeaders and administrators, facilitate and monitor the implementation. of the system of teacher leadership, lead
collestion of data regarding impact of the syslem, and partner with administrators 10 facititate PD and support for teacher leaders. (32000 + 4 days)

Teacher feaders will ba selected according 1o a rigorous seleclion process that inchudes in the application component a wrilten response, a teacher leader self-assessment, and references.
The inlerview component involves a performance lask, interview, and the opportunity for the candidate to provide self-selected evidence of efficacy and professional growth, From the
scoring of these components, the site-based couneil wilt make recommendations to the superintendent.

Througl our evaluation process, we will gather data aligned 10 our goals to assess the impact of our TLC program and determine necessary adjustrnents that will enable us fo best serve
the needs of our district,

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

TLE Modei Number Model 3 — Comparable Plan

Narrative

Using Part 1 application narrative from No
Yeari?*

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

Please inchude the following information in your narrative:

a} A description of how the planning grant, if available, and the planning time was used fo develop a high-tuality plar.
by A description of how each stakeholder group (teachers, adminisirators, and parents) engaged in the process and contributed to the development ¢f the plan,

¢) A description of the support for and commitment to the plan from each stakeholder group {teachers, administratots, and parents who are not a member of another
stakeholder group).

Red Cak GCommunity Schools used planning grant funds in & number of ways to support our team in deepening our background knowledge
around teacher leadership so that we could develop and submit a quality plan, approved and supported by cur key stakeholders. First, we
determinad that a facilitator would be able to expediie our process by identifying relevant resources, grounding us in processes and protocols, and
ensuring all voices would be heard. We interviewad Or. Dana Schon via Skype on fwo occasions in May 2014 fo iearn more about the process itself
and how she couid help us meet our planning needs. Our team, comprised of 6 teachers, 5 administrators, and one parent, decided io move forward
with Dana as our facilitator, Dana created & website that housed research and articles pertinent to our work, Google documents and spreadsheets for
our ongeing coliaboration, agendas and talking points so that we could communicate a common message with colleagues regarding our progress,
and all other information necessary to our work. .

Next, we estabiished a fimeline and meeting schedule, We met over 5 full days and utilized grant funds to compensate our teachers for their
time on these days. Because of the flexibility to create teacher leader roles that would best serve the needs of our local scheol community, our team
chose 10 pursue Made! 3-the Comparable Plan Model. Our work included identifying team norms, reviewing and clarifying our district's needs,
establishing goals for our system of teacher teadership in ight of these neads and in akignment with the state’s goals, generating a theory of actior,
reating and reflecting on the best practice related to seacher leadership, dialoguing about the implications of our reading for our planning, and
crealing teacher leader roles that would serve the needs we identified and move us foward our goals, Additionally, we used this fime to document our
current practices and note how {eacher leaders would serve fo deepen understanding around this work and help to implement best practices more
fully.

Team members spent countiess hours in between mesetings reviewing resources, processing together online, and adding contributions to our
shared spreadsheets and Google docs. This allowed us to use our full days o coniinue to discuss which teacher leader roles would serve as the
greatest point of leverage in meeting our needs, the selection process that would help us to identify these leaders, and the way in which this system
of teacher leadership would infegrate with our early literacy work, our multi-tiered system of supports, our professional learning communities, and our
1:1 initiative. We reviewed our current professional development plans - both building and district - and planned for how the work of teacher leaders
would facilitate and enrich this work, We also used this time to review our plan in light of the budgat and to discuss sustainability of our work,

Through protocols like 2-cents worth, whip arounds, small group processing, and think-pair-share, we ensured that 2l members of our team
had equal opporiunity to contribute their thinking. These profocols aiso supporied Us in surfacing multipie perspectives as we weighed our ideas
against the neads of our system and the goals we had established (aligned to the stale's goais). The online collaboration via Google documents,
forms, and spreadsheets provided additional opportunity for every team member to contribute to the design of the plan. Rather than using a majority
vote, our team chose to use a Fist-to-Five Consensus approach to make decisions regarding our plan. This consensus buikding approach honored
each team member's concerns and ensured the full support of the team in finalizing each decision.

To garner additional commitment and support for our plan, we shared it in draft form with our School inprovement Advisory Committee (SIAC)
at their meeting on Oclober 1, 2014, We recsived their informal *vote” of support, and the questions they raised helped us to revise specific aspecis
of our plan for greater clarity. Members of our planning team also presented to our Beard at their meeting on Oct. 13. The Board expressed
enthusiasm for the potential of our teacher leadership plan in meeting the goais we have identified, and they too, offered thelr support,

On Ocleber 15, members of the planning team each presented the plan fo their respective bulldings. After staff had opporturily to ask
guestions, we asked them to complete a brief survey fo indicate their potential interest in a feacher leadership role and to offer any additional
questions they have, Of the 79 whe responded, 24 (30%) indicaled that they waould definifely have interest in applying for a teacher leadership role,
36 (46%) indicated they were uncertain and would fike more information, and only 18 {24%) indicated no interest. Respondents had an opporiunity to
offer a rationale for their answer, Of the 18 who said no, 7 noted they do not have sufficient experience to qualify for a-role, 2 indicated they would be
retiring soon, and several noted they do not work in the general education setting. Additional comments indicated excitement and strong support for
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the blan, Cne teacher noted, “This seems like -a wonderful opportunity to share ideas and researched concepts and strategies, collaborate with other
educators, and energizefre-energize educators, all while improving teaching and learning in our district.”

- The ove:whelmér{g support from SIAC, our Board, and our staff speak to the commitment of the Red Oak Community to our Teacher Leadership and
Compensation plan. L :

Narraftive

Using Part 2 application narrative from No
Year 17*

Part 2 - Describe the vision and goals your schooi district hepes 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
whila also working toward the statewide goals of the system. (5,000 characters maximum)

State Goats:

-aftract ableipromising new teachers;

«retain effective teachars;

-promate collaboration among teachers;

-reward professional growth and effective teaching; and
-improve student achievemant,

Red Ozk CSD envisions all students engaged and achieving at high levels. Marzano (2003) notes that students who experienced the “most
effective” teachers saw achievements gains of 53 percentage points over the course of 1 academic year, while those in classrooms with “least
effective” teachers averaged gains of only 14 percentage points. Although pockets of excellence exist within our systern, we want a more cohesive,
systemic approach fo leading, feaching, and learmning. We want all students to realize gains associated with the most effective teachers, and we want
all educaters to share in a rich understanding of our students’ pre-K - 12 experience. To enact our vision wa know leachers, supporied by teacher
leaders and adminisirators, need dedicated time and opportunity to fearn through collzaboration with their cofleagues. Model 3 - the Comparable
Model - will support us in living our vision.

QOur Theory of Action captures how our TLG plan will move us toward this vision:

- if Red Oak Community Schoot District implements a system of teacher leadership that focuses on improved student learning and measurabie results
of growth, . :

leverages professional learning communities for stronger teacher collaboration;

expands the influence of effective teachers on their peers through additional opportunities for collaboration, mentoring, and peer coaching;
strengthens integration and systematization of our district's key school improvement initiatives;

pramotes innovation and integration of technology in the classroom:

provides multiple and differentiated pathways with appropriate compensation; and

builds camaraderie by allowing teachers to be policy making partners in the district

then... '

teachers will have opporturity to broaden and deepen the use of diverse and effactive instructional strategies and practices,

mere effective ieachers will be retained,
student engagement and achievement will increase,

students wili leave the schoo! district valuing learming and ready to serve as successful partners in the giobal community, and Red Cak CSD will be a
district of educational excellence.

In this context and in alignment with the State’s goals, we have identified the following goals:

#1 To increase student engagement, )
Observation data indicate student engagement varies among teachers. Although the 1:1 initiative has facilitated increased engagement, teachers
confinue to need additional, differentiated support in enhaneing their instructional tooikit to inciude more high-leverage strategies. With the
implementation: of farmalized teacher leadership roles, feachers will be abie to see these strategies modeled; to practice the strategy with the support
of a coach; and to implement and receive feedback. For example, a teacher and an instructional coach can watch & mode! teacher demonstrate a
strategy. Then, the teacher and the coach can process the observation and plan for implementation in the teacher’s classroom. The coach can then
observe the teacher and afterward, support the leacher in reflecting on the implementation. With the support of teacher leaders, we will see less
variability among staff and an increase in student engagement.

- # 2 Ta increase student achievement.
lowa Assessment data indicate variabifity in achievement among subjects and grade levels, and Board goals speak specifically to increasing
achievement in reading and math. Through a student-centered approach, instructionaf coaches will support teachers in identifying desired student
behaviors, which will lead to identifying teacher behaviors necessary 1o impact the changes in student behavior. Model teachers will provide
colleagues opportunities fo see both the student behaviors and instructional moves that influence those behaviors. Working with both instructionat
coaches and mode! teachers, lead teachers witl provide content-spesific support in reading and math. Technology coaches will work with other
teacher leaders as welt as individual teachers and teacher teams to help them integrate technology for deeper leamning ard higher achievement.

Reading Math
Grade . 2013414 201314
2nd 67% 74%
3rdl 7% 85%
4th - © 68% 8%

https://www.iowagrants.gov/ getApplicationProposal.do?documentPk=1414723060634&... 12/15/2014
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5th 7% 82%
6th 70% 7%
Tth 65% 7%
8th 6% 0%
gth 78% 14%
10th 83% 84%
THh 88% 20%

# 3 To attract and increase retention of effective teachers.

Wa have hired 15 new teachers over the past 2 years. Survey data collecled from these staff members indicate they wished their mentor had been
more readily avaitable. Although they were supported by their PLC, they valued the formalized support from the mentor. Cur TLC plan ensures
mentors are more accessible, provides an assigned informal mentor at the grade favel or depariment leve!, and makes available an instructional
coach, technology coach, and lead teacher for additional scaffolded support.

# 4 To creale more opportunities for teachers to learn and lead through differentiated roles and fitting compensation.

We have designed 6 ieacher leader roles. The roles, though distinctly differert, alse overlap to provide scaffolded support. They offer variety in terms
of time in the classroom and time to fulfill feacher leader responsibilities.

# 5 To improve systematization and integration of digtrict-wide work through increased coflaboration,

Our students have the best perspective on their journey through our system, Teacher leaders will serve both the district and individual buildings. In
{his capacity, they will facilitate lhe communication within the organization to ensure teachers know and undersiand what students learned the year
before, what they will learn during current year, and what they will learn the foliowing year. In partnership with our administrative team, our teacher
leaders will help orchestrate the collaboration between and among buiidings.

Marzano, R. J. (2003). What works in schools: Translating research into action. Alexandsia, VA ASCD.

Using Part 3 application narrative from N
Year17* ©

Part 2 - Describe how the TLE plan will connect to, support and strengthen the district’s key school improvement structures, processes, and
initintives such as MTSS, Early Literacy Initlative {ELI), and/or Xowa Core implementation. (5,000 characters maximum}

Red Oak has cultivated ihe Professional Learning Community (PLC) concept as the means for operationalizing school improvement efforts for
7 years. We continue to clarify what students should know and do, monitor learming, provide interventions, and extend learning. For students to learn
al high levels, adults must also engage in learning. Each PLC uses planning templates and profocols aligned to district goals and initiatives, The
planning templates are used to record weekly minutes and leamning, and protocols suppori analysis of data in light of PLC goats. Our lowa Core
implementation, MTSS, and 1:1 implementation occurs within fhe structure of PLCs.

Although PL.Cs have functioned effectively, we have room to grow. We lack a district-wide, systemic approach to our efforts and inifiatives.
Fach buiiding operates in isolation. Teachers need opportunity to see best practices and processes in action and then fo be supported with coaching
and feedback for us to reach deep levels of implementation. The teacher leader roles we have designed under the Modeal 3- Comparable Plan Model
will halp support and strengthen our school improvement structures and processes moving us toward a maore cohesive, systemic implementation of
key initiatives as ouilined below.

Implemeniation of the lowa Core and Standards Alignment/Curricutum Mapper o
The first question queried by a PLC is What should students know and do? in answer, we have studied the lowa Core and characleristics of effective

instruction. With administrative suppot, teachers have afigned instruction to the Core. To document cursiculum, share resources, and house data to
support cur PLCs in respording not only to the question of what students should know and da, but also to the subsequent questions of how we will
know they have learned and how we will respond when they struggle or have mastered intended cutcomeas, we invested in Cursiculum Mapper.
Eventuaily, al! units of insfruction, iesson plans, instructional resources, commaon formative assessments, and assessment resul{s will be accessible
via Mapper, Aithough Mapper has the potential to be & powerful tool to support improvement efforts, absent designated, coordinated support, each
building is currently in a differert place.

The teacher leader roles we have created will help strengthen this work. Mode! feachers will be skilled in practicing Characteristics of Effective
Instruction and imptementing the Core. They will demonstrate how to access the new lowa Core website and model how Mapper can be used to
monitor student progress, share assessments and lessons, and facilitats data analysis. In collabaration with model teachers, instruclional coaches
will also use resources from the lowa Core site to plan for and support ongoing professional learning that gets to deeper implementation. Lead
teachers will focus on reading and math. Working with content area teachers and in coliaboration with model teachers and instructional coaches, they
wiil facilitate the "unpacking” of standards K-12 in reading and math. Techhology coaches will help identify technology resources, that when in the
hands of students, best support their access to and achievement of lowa Core, The teacher leader coordinator will facilitate and coordinate this work
K-12 so we have a systemic, cohesive approach; and buildings will have knowledge of each other's work, The ongoing coliaboration of alt teacher
leaders will serve to systematize our work.

Multi-Tiered Support Systems (MTSS)

Theugh we serve individuat studenis at individual buildings through Rtl, we need lo move from the practice of Rtl and its student-problem focus 1o
MTSS, a systems approach focused on system, school, and student probtem-solving. Our PLC mindset--acceleration of lzamning at high levels for ali
learners—establishes a foundation as does our work with PBIS, We neead to integrale academic and behavioral approaches and continue to move to
systems level implementation of response with a greater focus on Tier 1. Systemically, we need te identify additional tiers of varying intensity based
upon student need. We also need broader data systems and advanced probiem-solving models. Our feacher leader roles will help us address these
needs, All teacher leaders in partnership with administrators will learn about MTSS. Lead teachers and instructional coaches will suppert {eachers in
using datla to identify student neads, 1o determine appropriate instructional response {fier), and fo integrate instruction and intervention fo move all
students io high levels of achievement. They wili help facilitate the collection and analysis of data. Model teachers will demonsirate how they have
responded to student data and model instruction and intervention. They will help deepen this learning in their PLCs as well as mode! the problem-
solving processes they will learn from and with the instructional coaches. Techrology coaches will work with teacher leaders as well as individual
teachers and feacher teams to help them use technology as a tool in facilitating MTSS. Qur teacher leader coordinator will model use of protocols

and support collection of intervention data.

1:1 Technolo

hitps://www.iowagrants.gov/ getApplicationProposal.do?documentPk=1414723060634&... 12/15/2014
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Cur mission is to facilitate integration of existing and emerging technologies fo enhance learning opportunities for all students and promote lifelong
learaing. The school board demonstrated commitment to this mission in 2012 when they supported the faunching of our 1:1. Each student in 6%-12"
grade received a faptop. Since teachers are along a learning continuum in their efforts to integrate technology, all staff will banefit from additionat
support in feveraging technolegy as a tearning and teaching tool. Al teacher leaders will be versed in technology. Two technology coaches wili
consuit with other teacher leaders to amplify the use of technology by both staff and students across the district, .

Using Part 4 application narrative from N
Year t7* ’ ¢

Part 4 - Describe how the TLC plan 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 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)

Research indicates that over 50% new teachers leave the profassion after only several years. Adthough we have not seen this dramatic a
departure in Red Ozk, we are stilt challenged 1o recruit and retaln the best teachers, We know the value of a quality mentoring and induction process
in supporting new teachers such that they grow in their sense of self-efficacy, which can fead to their long-term commitment {o the profession,

Red Qak’s Current Mentoring and Inducton: :

Since 2008, we have been using the Journey to Excellence program developed jointly by ISEA and the lowa Department of Education. Qur goal for
new teachers is to develop their sense of self-efficacy and self-confidence in their ability to implement evidenced-based and best practices.

We have a staff member qualified to provide in-house training for mentors who function as consultants, collaborators, and coaches. Mentors suppert
new teachers in developing professionat diatogue and refationships, unpacking the lowa Teaching Standards, and understanding professional ethics
and licensure. They work with new teachers 1o support their learning in assessing student needs, planning for instruction, implementing high-leverage
strategies, evaluating the impact of the instruction, and determining adjustments based upon student feedback. Research and reflection are critical
components. The program engages mentors and new leachers in action research grounded in the lowa Teaching Standards and aligned to the lowa
Professional Deveiopment Model. :

Gurrent Program Effectiveness:
In addition to infarmal, anecdotal data we collest abaut our meniforing and induction program, we also administer a short survey o both the mentor

and the mentee at the end of each year. The survey solicits opinions regarding the level of support for both the mentor and mentee, the resources
available to each, and the relevancy of the fraining and learning, for example. Respondents have repeatedly identified concerns about accessibility of
the mentor--sometimes the mentor, whe has a full teaching assignment, is at a different building and not readily available to the mentee. Both
mentors and mentees have indicated that they are challenged to find fime to meet regularly. Although funding is available to secure substitutes for
observation leave, it is rarely used because both mentor and mentee are immersed in the day-fo-day work of fuil ime teaching. Usually, observations
are scheduled during the mentor's prep time, which may not coincide with the new teacher’s schedule and the time pefiod for which he/she would like
feadback. Athough, new teachers feel supported, their comments and the quantitative survey data suggest thai the current level of support is
insufficient in meeting their needs and helping them acclimate to our school and district.
We also recognize that our current mentoring program does net address the needs of experienced teachers new to our district, Each buiiding has its
own plan to help those teachers iearn about the district's initiatives such as MTSS, lowa Core implementation, Character Counts, PBIS, 1:1 and
Schoology, but we do not have a systematized, coordinated approach for inducting experienced teachers new fo our district.
Making Improvements with our TLC Plan;
Our TLC plan will help us address the shoricomings of our current approach, We have created a reduced teaching assignment for the mentor, which
will allow for flexdbifity in the time a mentor can meet with or observe their mentee. Mentors will cantinue te be frained in the Journeys to Excelience
model and will engage new and second year teachers in understanding how to operationatize the lowa Teaching Standards as described above.
Additionaily, new teachers and teachers new to Red Oak will be paired with an-in house, informal menter who, along with the teacher’s professional
teamning community, will assist the teacher in learning the cuiture of the building and basic policies and procedures,
The other teacher ieader roles defined in this plan provide for additional layers of support for both leachers new to the profession and new o Red
Oak. Modet teachers' classrooms will serve as observaiories where new teachers and their mentors can view effective teaching and learning in
action, Model teachers will demonstrate high-impact strategies and best practices related to-student engagement and increased student learning and
achievement. Mentors can facilitate reflection and assist new teachers in growing and refining their practice. Instructionai coaches wili connect with

- new and second year teachers directly through the coaches' facilitation of professional learning in PLCs and whote staff and indirectly when they
coflaborate with mentors to respond to spedific questions about pedagogy and data analysis. Lead teachers will be responsibie for either elementary
or secondary math curriculum or elementary or secondary reading curriculum and will wark with PLCs to suppert implementation of the lowa Core.
Additionally, the lead teachers will collaborate with instructional coaches and mentors to facilitate literacy across the curriculum. New and second
year teachers will benefit from this support in their PLCs as well as individually, if additionat support is needed.

Technology coaches will help new teachers reach the district-wide technology goals of supporting 21% century learning. Model teachers witl also give
support to new teachers by opening their classrooms for chservation of their technelegy integration. The teacher teader coordinator will support new
leachers indirectly by coliaborating with alf teacher leaders to ensure scaffolded and systematized support for first and second year teachers and
those new to Red Oak. Like a tapestry, our teacher feader roles are designed to weave layers of support around the new teacher to ensure success
in the first twe years and beyond. . : ‘

Narrative

Using Part § application narrative from Year 12* 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 desc}lptinn of how each of the new roles fit tegether, as weli as with any existing teacher Jeadership roles, 1o create & coherent instructional improverient strategy that
wilk strengthen instruction and improve student feaming and student achievement throughout the district.

Red Qak has chosen Model Three-The Comparable Plan Model, The planaing commiltes identified six leacher leader roles to help meet our district goals and
objectives. Each role integrates with current leadership rofes in our district and together they will provide various levels of suppofl and expertise to teachers. These roles
offer meaningful ang diverse opportunities for al teachers in TLC positions. The allocation of time 1o both student instruction and teacher leader duties reflects the high
value the team placed on teacher leaders cortinuing to teach. :

https://www.iowagrants.gov/getApplicationProposal.do?documentPk=1414723060634&... 12/1 5/2014




TowaGrants

Modef Teachers (12)

Key Responsibilities

Model and demenstrate identified strategies and practices

Field test innovations and new siralegies/practices

.

Host other leachersflearners in classroomn

Engage in ongoing professional leaming

Parlicipate in peer review process as requested

+

{nlegrate technology effectively

+

Collaboraie with other teacher leaders to implement professional tearning aligned to the IPDM

.

£romotes the vision of the TLC plan and the district
Student Instruction: 100%
Teacher Leader Duties/Stipend; 2 Additional Contract Days/$1000
Mentor Teagher (2, shared district-wide)
Key Responsibilities
= Supporl first and second year leachers in

« Cperationalizing Jowa Teaching Standards

« Developing their sense of seif-efficacy
» Integrale technology effectively
« Facilitate connection o additional resources
= Engage in ongoing professional learming
+ Collaborate with other teacher ieaders to implement professional fearning aligned to the IPDM
- Promotes the vision of the TLC plan and the disirict
Student Instruction: 75%

Teacher Leader Duties/Stipend: 25% with 4 Additional Contract Days/$2000

Instructional Coach (4, 2 per elementary/2 per secondary)

Key Responsibilities

Facilitate and support the collection and analysls of data (student Ii1 and student )

.

Meded legsons when appropriate

Modei best prackices

Design and deliver professional ieaming

.

Introduce teachers 1o high-leverage suategie's and innovativé approaches

.

Provide non-evaluative feedhack

»

Engage teachers in refieclive practice

.

Guides teachers in differentiating instruction

Support interdiseiplinary approaches

»

Ingerporate a variety of methodologies

Integrate lechnology effecively

Coliabotate with other teacher feaders lo Implament PD aligned to the IPDM

.

Promotes vision of TLC pian and district

Student lnstruction: 50%

Yeacher Leader Duties/Stipend: 50% with 4 Additional Contract Days/32000
Technology Coach (2, 1 each elementary/secondary)

Key Responsibiiities

* AssistfPariner in igning p ional devetopment as needed {(di dio ! needs)

= Analyzing student achievement data, setting goals, planning instruction, wtilizing formative and summative assessment, and reflecting on practice

Page 7 of 15
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.

fdentify current and ging technologies that support imp} tion of lowa Cora

.

Support teschers in inlugsing lechnology in thelr instuction, ping online cousses, and faciltating 215 sentury learning

Collaborate with designated administrator to foad 1:1 Intistive Toam

Faciiltate of 119 1inthe ot {secondazy)

Provide feadership in intogration of qy and i far deeper critical thinking

Cofiaborate with other teacher leaders to implement professiona! learning uligned to the IPDM
* Pramotes vision of TLE plan and district
Student Instruction: 75%

Teacher Leader Dities/Stipend: 25% with 4 Additional Contract Days/$2000

Lead Teacher (4, 2 elementary: { math/1 reading, 2 secondary; 1 math/1 reading)

Key Responsibilities

+ B 4 tent-spocific stiategles and best p

Remain aurrent with regard to Jowa Core and ather conlent/curmiculumsspecific issues

Facifitate colloction and analysls of student achlevomant data

.

Engage teschars in “uapacking the lowa Core”

.

Suppert and participate In the work of the surculurs counsit

.

Uliize model teachers

Collaborate with ether wacher leaders to dasign and lead profassi tenrning that

trmplementation of lowa Core and Is aligned to the IPDM

.

Imegrate technotogy effectively

Promotes vision of TLC plan and district
Student Instruction: 75%

Teacher Leader Duties/Stipend: 25% with 4 Additional Contract Days/$2000

Teacher Leader Coordinator (1)

Key Responsibilities

+ Serve as a liaison among all tleacher leaders and administrators

.

Facliitate and monitor the impiementation of the system of teacher ieadership

.

Lead collection of data regarding the impact of the system of teacher leadership

Provide non-evaluative feedback lo teacher leaders

Pariner with administrators o facilitate professionat learning and support for teacher leaders

.

.

Support matching of mentors to mentees

Intagrate technology effectively

.

Promotes vision of TLC plan and district

Student Instruction: 50%

Teacher Leader DutiesiStipend: 50% with 4 Additional Contract Days/$2006
Integrating Roles for a Cohesive Approach

We designed the teacher teader roles in our TLC plan to integrate with our existing roles to create a coherent instructionat impravement strategy that wilf strengthen
instruction throughout the. district and facilitate the attainment of our qoals;

*+ Increase student engagement.

« Increase student achievement

* Aftract and increase refention of effective teachers

* Create more oppostunities for teacher to lears and iead through differentiated rofes and fitting compensation

* Improve systematization and integration of district-wide work through increased collaboration
Currently, we have 5 attendance centers, creating multiple transitions for students and at imes, resulling in disjointed improvement efforis. By creating both bullding-
specific and district-wide feadershig roles for teachers and biending them with our existing roles, we expect not only {o be more cohesive in our work, but also to amplify

the talent in our district such that all students benefit from the power of effective teaching. Marzane (2003} notes that students who experienced the *most effective”
leachers saw achievements gains of 53 percertage peints over the course of 1 acadersic year, while those in classrooms with “least effective” teachers averaged gains

https://www.iowagrants.gov/ getAppIicationProposél.do_‘?documenthm 1414723060634&... 12/15/2014
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of anly 14 percentage points. We want all students 1o realize gains assoclated with the most effective teachers, and we want 2l educators o share in a rich
understanding of our students’ pre-K - 12 experience.

Under our present structure, each building has a building teadership team {BLT). These teams, led by the administrator, plan and organize professional leaming. BLT
mempers support their PLCs in implementing the learning and analyzing the dala. Teachers will continue fo serve on these teams; and with the newly articulated roles,
some of these BLT representatives may also hold another teacher leadership role. For exampie, & current BLT member may apply for ang assume the role of Model
Teacher and confinue to serve on the BLT, Additionally, instructional coaches will engage with the BLTs in planning, designing, defivering, and analyzing the impact
of PD on student achievement. Instructional coaches will provide modeling and feedback as the leaming is implemented, The power of infusing our new teacher
leaders info this current structure is the district-wide perspective they will provide, the additional experiise and insight they will offer, and the opportunity to Build even
greater capacity for us fo attain our goals. Continuing to honor our current BLT structure while providing additional oppertunities for feachers o assume greater
responsibifity will empower even more teachers, ampilfy their talent as they share their experiise with others, and result in greater capacity for the district to reach its
goals.

The current Curriculizm Team will be reorganized to leverage the leadership of teachers newly hired as lead teachers. Two lead teachers wili support math - one at
the elementary and one at the secondary; and two lead teachers will suppont reading - one at the elementary and one at the secondary, Lead teachers will coliaborate
with the currculurs director to support the ongoing review of curriculum and assessment data related to reading ané math since these two areas are district goal
areas. They will heip organize and facitate the work of the Curriculum Team and other teachers to “unpack” iowa Core standards in reading and math, create formative
and summative assessments, and support implementation of Characleristics of Effective Instruction, Lead teachers will collaborate wilh instructional coaches and
ather teacher leaders to design and deliver professional learming aligned to the IPDM that supports effective implementation of the lowa Core. We recognize that
reading extends across the curriculumn, consequently lead teachers will pariner with instructional coaches and modet teachers fo support their use of best practices
in reading and math, During the curriculum review process, technology coaches wili support the work of the Curriculum Team by identifying ways in which technoiogy
can be used o support and implement curriculum and currictium resources.

The current Technology Team will also be reorganized to empower the leadership of the two technology coaches. Our two technology coaches will work in
parinership wilh our Technology Team Leader (administrater) to co-lead the work of the Technology Team. Technology coaches will aiso partner with instructional
coaches, lead teachers, and model teachers 1o identify ways in which teachers can most effectively integrale lechnology as they implement the lowa Core and pul
into practice those high-leverage instructional strategies that they will confinue to add o thekr reperioire through professional learning. Technology coaches will also
work 1-on-1 with teachers and with groups of teachers to provide feedback and support.

All teacher leaders will be supported by the administralive t¢am, who in pariner with the teacher leader coordinator, will coordinate their efforts. The teacher leader
coordinator will collaborate with adminisirators to support the learning and growth of teacher leaders. Addilionally, the teacher leader coordinator will collaborate
with teacher leaders to facilitate, design, and when fitling, deliver professional learning. In this capacity, the teacher leader coordinator will be instrumental in heiping
our district 1o be more cohesive and systemic in our work. The teacher leader coordinator will also work with the Teacher Quality Committee Lo facilitate the collection
of data regarding the summalive evaluation of the professional learning and engage in the monitoring of the building professional development plans.

Wih the implementation of formalized teacher leadership roles, feachers will have opportunities to chserve high leverage strategies and best practice, inciuding
strategies that support integration of tachnology; 1o practice the sirategy or toof with the support of a coach; and 1o receive on-fime, on.demand feedback during
implementation. For example, a leacher, accompanied by an instructionat coach, can walch a model teacher demonstrate a sirategy. Then, the teacher and the
coach can process the observation and plan for implementation i the {eacher's classroom. The coach can then observe the teacher using the strategy and afterward,
sepport the teacher in reflecting on the implementation.

The integration of existing teacher leader roles with our newly articulated and differentiated teacher leader roles will create a systemic, cohesive approach to our school
improvement efforts while providing teachers mulliple and varied layers of support. This plan supports the highest levels of achievement at Red Oak 935100

Using Part 6 application narrative from Year 12¢ No
Part 6 - Describe how teacher leaders will be selfected. (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.

Red Oak Community Schools recognizes that a critical compenent lo the success of its teacher leadership system s the quality of the teacher leaders in each of the {eadership positions identified. Ci Hy, we have
igned 2 rigorous selection p that will provide ws evidence of |dates’ prior offecti s and Invel t i pr iohal grawth.

Per jnglisiation, an initial requirement refates to experience. Cantidetes will have 3 years tenching experience 2nd atleast 1 year experience in the fled Gak Commuynity Schoei Dislrict, The foflowing chart speaks 10 our
fication, i tecllon process:

op inderview, en

Process Rationaie and Alignment to Scoring Rubric

of £ APY Form, created by district, 1o include [rhe general application wii provide us with evid of the didate’s prior In' n

brofessional growth and histher experience in leadership, which wilf be evaiuated according to a
bubric. The form wit alfow &6 applicant 10 apply for multiple poshtlons via & single process by indicaling
breferred position and then interes! in other positions as noted.

¢ Genersd: Nante, years in dhairiey, current role

s Indication of position/s desired

b Leadership axperience

e Coursework/professional Jenning, highust depree

o Tenching it with aduits i coutses taight, facilitation of PRCY

Kubmission of Written Resy to Situation-based g e wanl to gain Understanding as (o how each candidate thinks and how hefshe weotid approach

hroblam-solving, corching, andfor colfaboreting vith a teacher or teachurs. The scoring rubric, which wiﬂl
b consittent across positions, will refiect these attributes. Candidates applying for multiple posiions will
{tbmit & single wilting sample based upon the preferted position. Model teacher applicants will not be
Fequired to complete & witien response 313 £2]

fvorking vith Human Resources, our stie-hased counc will create witing prompts ditierentlated by
bosition that will inveive the candidate’s analysis of and sesponse to 2 siluation related to the particuiar
eacher feader role.

The slie-based counch will blind-score these responses according 1o & rubile,

Teacher Leader Seif-Assessment [The seif-assessment togl from GSTF Is & means fof colfecting data In e area of adull ivaming,
otiaboratlen, pedagagy, systems thinking, and communication-areas which afign 1o the seven areas
dentified n our lowa Framowork of Supports for Teacher Leadersilp. By tweaking this tool to serve owr
eeds, we £an gain insighl not only 10 where our potential loacher leaders are in thefr teacher feadership
laumney, but afso to where we might focus our support far these leadets once hired. This tool will also
rovide additional evidencs of p ional growth,

ising the lool from the Center for Strengthoning the Teaching Profession (CSTP), we will create &
Survey tool thal will provide us ir regerding the comp ies we seek it our feacher leaders
s well Bs a diraction fo! the professionad learning of our leacher feaders once identified.

atirg Scele/feference (3 references i coause the rating scale will be common among ail apphcents, we will be able to make companisons

g v

and find the best fit for each sale. References will alse have te apporunity to add any additenal,
elevant comments 1 the form, We anticipate the comments accompanying the scoring will speak to the

Rather than jetlers of reconwmendstion, we wifl ulliize a reference form that includes a rating seale v " q t
bipplicant’s prior demonstrated measures of effectivencss as related to these atbibutes,

hompenent targating key non-cognaitives that we found I the research o be vital 1o teacher leaders:
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Wtk Ethic (persistent, resourcolud, passionsrs)

Teamwork (build relatonships, engender Lrast)

Leadetship (moetivate, inspire, communioate)

Openress (adaplable, open-minded, creative)

Wigion (seck out opportunities, see the big pieture and how the picces fit}

.
LI T )

Positive Affect (optinistia, enthusiastio, confident)
Risk Taker

Intorview Process Jsing rubtics, the site-based souncit will score the perfarmance-based 1ask of B vigec, Thie
perormance-based requirement will provide e leam insight regarding the candidste's efectiveness in
Farrylag out responsibifilies atigned to the designated teacher leader role.

= ®  Performanee bused tagk - froifitating group svark for the interview commities, OR

ides of effective instruclion {student ) or collaborati iitaton {adult- " panted

by fesson plan; The candidates will share other data at the interview that speak to their competence togarding tho

lowa Teaching Standards, their prier effectivoness, and their invalvement in professicnal growth.
* ® Omher divs slected By the teacher {e.g. student growh dutwlengagementy; snd .

* *  Inerview questions related to rolioction on bnpact of coursewark und sossions tught o

preseptations N
ifhe interviow questions will provide yel anather data point fo help the site-based councit gee the
didate's prior effecti and prier invoh in pr ional growth,
The site-based coundll, sefected by the planni and appointed by he Board, will receive applications, conduct interviews, and make recommendations 1o the superintendent.

We will share 2 district-wide sife-based councit comprised of equal representation of administrators and teachers per legistated requirements. Annually, the site-based
councll wili convene o review feedback from teachers regarding the impact of the teacher leaders who serve them,

Marrative

Using Part 7 appiicati_on narrative from Year 17¢ No

Part 7 « Describe how the TLC plan will utilize teacher leadars to improve the district’s current professional development program. (5,060
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 district's TLC plan aligns with and incorporates the key elements of the lowa Professional Development Model {IPDM}.

Click here To access the lowa Professional Develapment Mode! page.

Professional learning at Red Oak is anchored in the IPDM. However, we have yet fo embed fully the ongoing cycle of professional iearning defined
by the IPDM. One of the responsibilities of teacher teaders in planning, defivering, and supporting professional learning will be to capitalize on the
fools associated with the IPDM, When teacher leaders facilitate use of the IPDM tools and resources, we will move closer to our TLC goal of
irmproving systematization and integration of our work,

Currently, professional learning is designed and delivered.according te each building's needs. At Inman Elementary the Lead Team plans oycles of
professional learning quarterly in response to analysis of student work and achievement data. We generate SMART goals and then identify content
and strategies for teaching and learning. During common plan: time and 2-hous Wednesday early releases, we plan, review student wark, adjust
instruction, and establish new indicators for growth that witl drive core and supplemental instruction, About every 3 weeks, we review SMART goals
and data we have collected to make adjustments.

Similarly at Washington Intermediate, the BLT plans and facifitates professional learning. Our focus is implementation of effective mathematical
practices and reading strategies across the curricufum to mest our goat of increasing student achievement nat anly in reading but all content areas.
Through our PLC structure we engage in cycles of professional learning. We coliect and review data, establish goals, and identify what content
and/or strategies will move us toward our goals.

At the middle school and high schools, planning and designing professional learning oceurs primarily within PLCs. The respective principal also
partners with building leadership teams to support professional leamning targeting MTSS, lowa Core, the Integration of technology, and PBIS. Pratosol
toals at both buildings support the cycle of professional lsaming. They support coliection and analysis of data, which drives teaching and learning.
What we are missing in our current sfructure in al buildings is the opportunity to observe the strategy modeled or demonstrated and the chance to
practice and receive feedback and coaching. We know from the work of Joyce and Showers that 95% transfer of knowledge and skill info praciice
oceurs when modefing and demonstration are coupled with observation and coaching with feedback. Absent ali of these faciors, the percent of
transfer into practice reduces significantly.

Consequently, we have designed teacher leader rofes aligned to the IPDM to address these gaps in our professional learning. Model teachers will
serve as resources for coflecting and using student data. Their classrooms will be “chservalories” where a new teacher working with a mentor, for
exampie, can observe and discuss a strategy or practice. The mentor can then observe the new teacher, provide coaching, assist in setting or
adjusting goals, and reinforce the ongoing cycle of lzarning se that we can achieve that 95% transfer of knowledge and skill into practice. Likewise, a
career {eacher parinering with an instructional coach can cbserve best practice and then implement the sirategy into practice with on-site, on-time
feedback and coaching, '

Not only will instructional coaches support teachers via collaboration in coaching cycles aligned fo the implementation of professional learning, but
they will also provide modeling and demonstration to PLCs, depariment teams, or other groups of teachers. They will help facilitate building-wide
learning related to MTSS, early literacy, and implementation of characteristics of effective instruction and the lowa Core. They will also model and
demonstrate instructional moves related to these initiatives.

Lead teachers, 2 math (elementaryfsecondary} and 2 reading {elementary/secondary), will collaborate with aif teacher leaders 1o design professional
learning to support curriculum implementations. Qur achievement geals specifically targst improvement in reading and math; consequently, we
designed the fead teacher role to offer another layer of suppori to teachers in their specific content areas. Lead teachers assist teachers in navigating
implementation of the lowa Core, “unpacking” the core, identifying high-leverage instructional strategies, designing formative and summative
assessments, and reviewing data to identify curriculum and instructional shifts. Additionally, they will support colfection of data to be analyzed and
used {o establish student goals and select content. Lead teachers will be instrumental in faciiitating the coflection and analysis of district-wide data in
reading and math that will drive our professional learning respective to these goal areas. . - B T e
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Technology coaches will work with instructional coaches and lead teachers to identy ways teachers can effectively integrate technology as they
implement the jowa Core and put info practice high-leverage instructional strategies that they will add to their repertoire through professional learning.
Technology coaches will also work 1-on-1 with feachers and with groups of teachers to provide feedback and support. Because of their experiise in
technology, these coaches will also support the collection, organization, and display of daia to facilitate the analysis process.

The teacher leader coordinator and the administrative team will coordinate professional leaming for teacher leaders aligned fo the IPDM. Additionally,
the teacher leader coordinator will work with all teacher leaders and administrators to facilitate the collection and analysis of data both at the PLC
level and building and district levels for the purpose of summative evaluation. The summative data will be shared with the Teacher Quality Commitiee
whose role includes monitoring building and district PD plans.

Using Par¢ 8 application narrative from Year 12° No

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

a) A description of how the district will determine the impactieffectiveness of the TLE plan, including shori-term and the long-term measures,
b) A description of how the district wilk monitor and adjust the TLC plan hased on the resulis of these measures.

Red Oak CSD has identified multiple measures that will support us in drawing conclusions about the impact and effectiveness of our TLC plan. Qur
data collection plan includes both short and long term indicators of impact and effect. While we are willing fo make adjustments as our data may
suggest, we also are aware of the importance of patience and understanding as we embark on a new journey, We want to balance the potential need
for adjustments with the need for sufficient time for the plan to be implemented. The data coflection plan we have created establishes this balance
and will help us to create what Dan Heath has termed as “tripwires” or indicators that will cause us 1o consider more immediate adjustments.
Foliowing is our data collection plan:

Goal Measurelindicator Coilection Window

PBiS Weekly, compiled mid year
Decrease office referrals by 10%
Increase attendance rate to 92%

To increase student engagement.

-

B

Mid-year
+ Increase in engagement as indicated by administrators
walk-through data
Annually
» Reduce drop-ouf rate
To increase student achievement. « lowa Assessments Annually

o Increase percent of students proficient/decrease percert
of students not proficient

s Increase number of students proficient and making 1
year's growth; increase number of students not proficient
making at least 1 year's growth

*

MAP - increase number of students proficient

District Generated Common Formative Assessments -
increase number of student mastering content/skilis

.

.

Grades - decrease number of sfudents with D/F
MTSS data indicating students’ increase in proficiency

.

leveis .
Semi-annually (Dec/Mar)
Mid-year
Mid-year
Mid-year
To atiract and increase retention of effective |- Teacher retention data Annually
teachers. + Increase number of applicants for positions Annually
« Year-end Survey data indicate satisfaction with support and
resources availabie in district Annually
+ Exil Interviews
Annually
To create more opportunities for teacher to - Mid —vear and year-end survey data indicate teacher Dectdune
learn and lead through differentiated roles satisfaction

# of applicants for each position grows
PD requests to TQ involving TL increase Annually
Tt data logs—1.e. how many times do teachers access TL

and fitting compensation.

.

hid-year
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Mid-year
To improve systematization and iitegration of | + PLC Team Logs/Protocols ' Weekly, compiled rid-year
district-wide work through increased + Tl data logs Weekly, compiled mid-year
coifaboration, « Implementation Data Weekly, compiled mid-year
+ IPDM Tools : Mid-year
» Curricuium Mapper Gontent Review ] Mic-year and Annually
* Mid-year and Year-end Survey Data ) Annually
' Dec.dune

Reviewing, Monitoring, and Adjusting:

One of the responsibilities of the teacher leader coordinator wilt be 1o coliaberate with the administrative team to coordinate the mid-year and annual
reviews of data during the Teacher Quality Committee (TQC) meetings in October and June. In June, the TQC will engage in a summative review of
the TLC, which wilt caincide with the summative review of the professional learning plans in each building and the district, The mid-year data will be
collapsed into an annual “snapshot” and reviewed aiongside the data we coliect annually. Additionally, the mid-year and year-end surveys we wili
administer to staff will provide feedback regarding feachers’ level of satisfaction: with our teacher leadership program and their perception of impact
and effect. At this time, the site-based council will also meat and review the TLC program data. In addition, the site-based council will review both
feedback from teachers regarding teacher leaders and each teacher Jeader’s re-application in order {o make recommendations regarding the
continuation: of each {eacher leader's supplemental teacher leader contract,

As we gather this longitudinal data over the course of the next several years, we will be able {o identify frends that wili provide us infarmation
regarding the long term impact and effect of our TLC plan in achieving the goals we have set forth, We also anfici pate adding observational and
anetdotal data to deepen and enrich our convarsation as we seek to understand the impact and effect of our teacher leadership program. Depending
on the conclusicns we draw and the questions we raise at both our mid-yvear and annual reviews, we will examine root cause and determine potentiat
adjustments. If we need to adjust, we will identify any new indicators that will inform the impact and effect of these adjustments.

Using Part 9 application narrative fram Year 17 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 district’s school improvement
efforts including descriptions of the roles and responsibilities of district personnel responsibie for ensuring the success of the plan. (5,000
characters maximum)

Red Ozk CSD has experienced success in implementing and sustaining previous initiatives because of the commiiment and mofivation of our
school scommunity to create the best learning environment with the highest levels of achievement for ALL students. For example, because we hold
collective commitments including the shared responsibility for high levels of learning for all students, our Professional Learning Communities {(PLG)
have been successfully impiemented and sustained for over 7 years. PLCs represent "how we do business.” Our duilding leadership teams,
supported by our principals, were instrumental in leading the implementation of PLCs. Members serving on these teams committed to ongeing
tearning aboui PLCs and to initiating this work in their feams through their use of protocels and processes. Teachers commented feeling empowered
as a result of PLC implementation. Principals committed designated time to engaging with PLCs and facilitating agendas or agenda items as
necessary. Teacher leaders, principals, and the superintendent communicated consistently with alf stakeholders including the Board, SIAC, and
parent advisory groups.

We have aiso been successful in implementing our local mentoring program for new teachers. A teacher leader heads the prograss and has
been skifled in fraining new mentors, supporting the learning of both mentors and mentees, and collaborating with administrators. Furthermare, each
building has also been successful in implementing and sustaining building-specific inliatives. For exampie, Washingten Intermediate has worked with
the AEA reading consultant 1o implement and sustain interventions that have increased reading achievement for students with speciai needs. The
middie school has successfully implemented and sustained PBIS as a result of the leadership of the BLT, the ongoing communication between staff
and adminiskzation, the education and support of the parent community, and the backing of the school board.

We have been successful in the past due to the commitment of key stakeholders to fulfilling their responsivilities, high levels of frust that exist
within anc across our organization, and the strong will and desire our stakeholders have for doing whatever it takes for all of Red Oak students 1o
achieve at high levels. We bring these same strengths to our TLC plan. Although pockets of excellence exist within our system. we want a more
cohesive, systemic approach to feading, teaching, and iearning. We want all students to realize gains associated with the most effective teachers,
and we want all educators fo share in a rich Understanding of our students’ pre-K - 12 experience. We know our TLC plan is the lever to help us
achieve our vision, and we know from experience that we have the capacity to make this happen.

By creating both building-specific and district-wide leadership roles for feachers and blending them with our existing roles, we expect not only
ta be more cohesive in our work, but also to amplify the talent in our district such that all students benefit from the power of effective teaching. With
the implementation of 6 formalized teacher leadership roles, teachers will have opportunities to ohserve high leverage strategies and best practice,
inciuding strategies that support integration of technology; to practice the strategy or too! with the support of a coach; and to receive on-fime, on-
demand feedback during implementation. For example, all feacher leaders wil engage in professional learning, coordinated by the teacher leader
coordinator and administrators, to enhance their own skill sets. Lead teachers will support the teacher leader team in deepening their understanding
of the lowa Core and the Characteristics of Effective Instruction. Therefore, when an instructional coach, for example, accompanies a teacher to
observe a model teacher demonstrate a strategy, that instructional coach brings to the table the perspectives and experiences of all of the teacher
leaders with whom hefshe has leamed. The result is a systemic, cohesive approach fo our school improvement efforts and multiple and varied layers
of support for teachers,

The felfowing chart depicts the roles and responsibilities of key staff who wiil help build capacity to impiement and sustain cur TLC plan such
that we can attain our TLC goals.

Key Staff Responsibilities

School Board -Approve contracts to fulfill teacher leader positions

-Approve contracts fo sustain current classroom responsibiities not being fulfilied by teacher leaders with additional staff
-Approve adjustment in minimum salary and the effacts on the current pay scale

Approve site-based council

Superintendent | -Communicate the importance of the plan {o staff, parents, and community
-Keep stakeholders informed of research and progress re: the plan
-Aflocate resources to buildings to support ireplementation of TLC
-Navigate and lead the change process
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Principals ~Support implementation and professional deveiopment of teacher leaders
-Allocate resources (time, materials, etc.) fo support feacher leaders
-Serve as a resource for instructional strategies to teacher leaders
-Coflect data and evaiuate the effectiveness of teachers and TLC leaders
-Participate in program evaluation and recommend changes as needed
-Navigate and lead the change process

TLC Leaders -Promote Red Oak's TLC vision

-Fulfill job responsibilities

-Collaborate with each other to create a systemfc cohesive approach

-Share resources to help others build success in their own classrooms

-Focus teacher's aftention to lowa Core, student achievement, and other district initiatives

Teachers -Actively collaborate with TLC leaders to improve instruction and implementation of fowa Core and other district initiatives
-t ftifize teacher leaders In their own capacity 10 make changes that wil! lead to increased student achievement

Grant Allocation

Enter the district enroliment as repored on Line 7 of the 2013 Certifled Envoliment Repert, Agtual funding vill be based on the 2014 CF once ilis approved by {he SBRC. An gmended
butige! witl be submitted If the applicalion is epproved.

To enler the district's certified enrciiment number, select "Egit™ al the top of the soreen. Onoe the enroliment flsld is completed, select "Save™ fo view the Grant Afiocation. Then enler the
Budget tems and Olher Budget Uses in the space provided,

Certified Enrotiment Number* 1166.5

The district enroliment-Dased aliocation is equal 1o the centified envoliment nurmber x $308.82.

District Enrellment-Based Allocation $360,238.63
Total Allocation $360,238.53
Part 10 - Budget ltems
Use of TLC Funds Amourt Budgeted
Amount used to raise the minimum salary lo $33,500. $10,000.00
$38.000,00

Amount designated to fund the salary supplements for teachers in leadership roles.
Amount to cover lhe costs for the time feachers in leadership roles are not providing directinstructionin a

classroom and 1o cover the costs when teachers are out of their classroom to observe or co-teach with $305,368.00
another teacher {e.g. hirlng emeritus, part-time, or full-ime teachers),

Amount used to provide professional development refated to the ieadership pathways, $6,850.53
Amount used to cover ather costs associaled with the approved teacher leadership and compensation plan.
These cosls must be ilemized and described below and be approved by the lowa Depariment of Education prior $0.00
to implementation of your plan.

Totals $350,238,53

Other Budgeted Uses - Descripfion

Amount budgeted

item description
$0.00

Total Allocation Budgeted

Totat Projected Amount to be Expended  $360,238.53
If the amount shown below is (negative), the sum 1ofal of the dollar amounts budgefed exceeds the anrollment-based ailacation,

Remaining Allocation to be Budgeted $0.00

Budget Alignment

Using Part 10 application narrative from Year 17° No

DPescribe howthe TLC budget is atigned to the school distric’s goais for the proposed TLC system. The budget narrative should make clear connections hatween gosts, roles
and goals, (5,000 characters maximum}

The chart above outlines an estimated budget for the use of Teacher Leadership Supplement Funds to implement our TLC plan. We have

allotted $10.000 to raising the minimum salary to $33,500 for beginning educators, We are estimating the hiting of four new teachers for the fo!%owmg
- school year. It will cost $2,500/teacher o raise their salary, This increase will be another incentive for new teachers to join our district, =
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roies and fo allow for additional time for the teacher ieaders to complete their job responsibilities.

Compensation for Teacher Leadership

$38,000.00 covers compensation and additional contract days for 25 leadership rales in the district as described in the chart below. Leadership duties
are fulfilled during professional development tire, before, during or after school hours, or during prep pericds. The salary supplements cover the
additional leadership responsibiliies leaders will be underiaking. The additional contract days are included to irain teachers for their new leadership

Page 14 of 15

Rofe Additional Contract Days " Stipend # of Positions Total
Model Teacher 2 $1,000.00 12 $12,000.00
instructional Coach 4 $2,000.00 4 $8,000.00
Lead Teacher 4 $2,000.60 4 $8,600.00
Mentor Teacher 4 $2,000.00 2 $4,000.00
Teachér Leader Coordinator . 4 $2,000.00 1 $2,000.00
Technology Coach 4 $2,000.00 2 l$4,000.0{}

Il

Filled Pasitions

I order to provide the instructional coaches, lead teachers, mentor teachers, technology coaches, and the teacher leader coordinator the fime necessary to
fuifill their job responsibitities, the district will need 13 employees to fill positions vacated by teachers faking the above referenced positions. We estimate a 567,864
satary for each fuli-lime teacher. The chart below exhibits the percentages spent cutside the classroom and the necessary fill-in time required.

Role # of Positions % out of classroom Salary Total
instructional Coach . 4 50 $67,864.00 $135,728.00
Lead Teacher 4 25 $67,864.00 $67,864.00
Mentor Teacher 2 25 $87,864.00 $33,932.00
Teacher Leader Coordinator 1 50 $67,564.00 $33,932.00
Technology Coach 2 25 $67,864.00 $33,932.00

Distributing compensation in this manner will supporl us in achieving the goals of our TLC glan:
To increase student engagement
To increase student achievement

To attract and increase retention of effective teachers

Fo create more opportunities for teachers to learn and Jead through differentiated roles and fitting compensation
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To improve systematization and integration of district-wide work through

increased collaboration

Because our planning team placed high value on duat leaching/eading roles, we worked 10 achieve a balance among teaching respensibilities, teacher leader dulies,
and fitling cornpensation, Our budgat refiects our commitment fo proviging highly effective teachers opporiunilies to grow by offering 6 meaningful, differentiated
leadership roles to 25 teachers, who will represent 25% of our staff, These roles coupted with the Increase to our minimum salary support our betief that i we recruit,
develop, and promote excellent teachers, we will retain them ia the: profession and, ideally, in our district. Our dedication of release time and compensation to our
meators, in addition to the aliocation funds for the professional learning of mentors (and all teacher teaders), shows our prigritized support for new leachers,

The stipends and allocation of time aligned to the roies of fead teacher, instructional coach, model teacher, technoiogy coach, and teacher leader coordinator
speak to the value we place on the roles these teachers will piay in deepening the implementation of the fowa Core and increasing the use of instruciional praclices that
engage students and lead to gains i student achievernent, Teacher leaders will contribute focused feadership and supporls for providing differentisted, meaningful, and
job-embedded professional development for all stalf. We acknowiedge the need for teachers to receive more frequent training, collaboration and coaching opportunities
in order to result in the 95% transfer of content and skifl inte practice in accordance with the research of Joyce and Showers cited in the IPDM, We accomplish this
through allocation of resources to the areas we believe will have the greatest impact on student leaming and supgort the enactment of our TLC vision,

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 wilf
have a minimum satary of 33,500 ferall  Yes
ful-time teachers.”

- Selection Committee ~ The selection
process for teacher leadership roles will
melude a selection committee that
inciudes teachers and adrsinistrators
who shafl accept and review applications
for assignment or 1 tic a
teacher leadership role and shall make
recommendations regarding the
applications to the superintendent of the
school district*

Teacher E.eader Percentage - The district
will demonstrate a good-fajth effort to

atfain parficipation by 25 percent of the
teacher workfarce in teachert leadership
roles heyond the Initial and career
teacher levels.*

Teacher Compensation — A teacher
employed in a schopl district shali not

receive less compensation In that disteict
than the teacher received in the school
year preceding implementation of the
district’s TLC plan*

Applicabifity — the framewark or
comparable system shail be applicabie to
teachers in every attendance center
operated by the school district.*

Yes

Yes

Yes

Yes

Return to top
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