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Narrative

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

The Tri-County Community School District's Teacher Leadership and Compensation {TLC) Commities believes that creating teacher
leadership positions where teachers serve as instructional coaches, model teachers, and professional development leaders will be crucial

{o student success. Tri-County has worked diligently to prepare students to be able to have a successfui future post high school. Tri-County
has one of the lowest saiary schedules in the stale. Having a system in place to increase salary will help to attract and refain quality teachers.
In planning this grant the TLC commitiee involved all stakeholder groups. Information the committee received aliowed a plan to be developed
the will allow teachers to become leaders and improve student performance.

Vision: Tri-County believes recruiting, supporting, and retaining effective teachers is paramount for our students to achieve at high levels
preparing for lives beyond high school. Tri-County’s mission is simple and succinet: “A Connecting Web for Life-Long Learning”. The plan
promotes teacher leadership responsibilities, teacher effectivenass and professional growth which, in turn, improves student achievement, The
plar will promote staff collaboration and provide professional development based on student and teacher needs.

Tri-County Goal 1: Attract Teachers.
Tri-County Goal 2: Retain teachers.

Tri-County Goal 2: Collaboration.

Tri-County Goal 4: Reward Teachers.
Tri-County Goals 5: Improve Student Learning.

Tri-County's TLC Plan (Model 3} consists of three differentiated teacher feadership roles; two mentor teachers, two model teacher, and three
professicnal development (PD} leaders. Each teacher in a leadership role will continue to teach in the classroom il tme {100%). Fwenty-five
percent of Tri-County's teaching staff will become teacher leaders under the TLC plan. Mentor teachers will serve an additional 10 days,
model teachers will serve an additionat 13 days, and and PD facilitators will serve an additional 15 days. While model teachers are not
currently in place, teachers model and present strategies during professional development, therefore the new madel teacher position will be
and extension of what is already in ptace. The TLC plan provides for teachers to cbserve model teachers no less than four times a year,
greatly increasing the opportunities to view instructional strategies that advance students’ achievement. Mentors will coach teachers that are
new to the professional and to Tri-County so they become competent instructors and are retained in our system, and PD leaders {with the
assistance of the curriculum coordinator) will continue and sustain collaborative meetings and data analysis efforts that have already begun.
However, the greater support for these efforts that is provided by the TLC will ensure greater chances for success. With the new teacher
leadership roles, current school improvement efforts will be enhanced by confinual learning and refining new skills to improve instructional
quality, which will positively impact student performance. Sustainability of these roles exist because good practice currently in place wiil be
expanded and supported.

Applicants will submit a cover letter, & written application (teacher created) for the desired position, and three references from educators
(cannot be the selection committee members or superintendent). The selection committee wilt accept and review appiications for the
positions. A rubric wilt be used to score the applications and applicants meeting the cut score will receive an interview. Interviews wilt be held
for selected applicants of the teacher leadership positions. After the interview process, successful candidates will be recommended to the
Superintendent.

Each of the teacher leadership roles address continuous school improvement. The mentor teachers will support the development of beginning
teachers new to the profession and new to Tri-County, Through the mentoring and induction program, mentors will assist beginning teachers
to become quality instructors. Model teachers model exemplar teaching practices and through observation and discussions in PLCs, other

il support all teachers in R
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continually working with the four essential questions. The lowa Professional Development Model is & continuous cycle to improve student
learning.

The program evaluation plan is closely alighed to the state goals for the TLC plan. Evaluation includes, but is not imited fo student
achievement data, analysis of individual Professional Development Plans, Peer Review, mid-year survey of ali teachers, self-assessments of
teacher leaders, and peer feedback,

Tri-County Cemmunity School District iooks forward to the opportunity to implement this TLC Plan with vigor and Tidelity as the staff continues
to strive for improved teacher guality and improved student achieversent.

Please select the TLC model number that most closely resembies your district pfan,

TLE Modef Number Model 3 -- Comparable Plan

Narrative

Using Part 1 application narrative from No
Year 7

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

riease include the following information in your narrative:

&1 A description of how the planning grant, ¥ available, and the planning time was used to develop a high-quality plan,
b) A deseription of how each stakehelder group (teachers, administrators, and parents) engaged in the process and ceniributed to the development of the plan,

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

The Tri-County Community School District is a rural school district with a PK-12 population of 260 students. The district involved a wide array
of people throughout the Teacher Leadership and Compensation (TLC} planning process. All teachers were surveyed and censulied in the
proposed teacher leadership framework {0 provide input. One hundred percent of leachers were in favor of the plan. In addition {o staff, the
Schoot Improvement Advisory Commiltes (SIAC), comprised of fwenty-five stakeholders, confributed to the draft application and offered
feedback during two meetings during year one and cne meefing during year two.

A steering commitiee was formed with four teachers (two elementary and two secondary}, two administrators, and one parent. The steering
committee held seven meetings during the first year and five meetings during the second with varied agendas.

Tri-County started the application process by applying for the TLC planning grant funds. This provided $6,005 to the district to plan and create
Tr-County's framework for the grant, The funds were used 10 pay for exira staff time and hire substitute teachers to allow for planning during
the school day.

Grant funds enabled time to be spent developing the TLC pian. Stalewide and AEA meetings were attended, surveys were conducted, and
research about other teacher leadership frameworks was conducted. The grant provided time for the leadership positions to be created,
pvaluated and specific job descriptions were formed. To provide consistency and susiainability to the lowa Professionat Development modet in
conjunction with our current district inifiatives, the steering commitiee created other documents for each part of the plan.

The steering committee completed the following during seven meetings the first year and five meetings the second year:
Collaborated with each other

Asked questions and came o consensus throughout the planning process

Reviewed guidance from the DE for the TLC plan

Created Tri-County’s vision for the TLC system

Established and reviewed leadership modeis and chose the one that best fi Tri-County
Created teacher, mentor, mentee, professionai development and SIAC surveys
Reviewed and followed the TLC rubric

Finalized the leadership model/positions that suited the current inifiatives and PLC work
Analyzed survey data

Identified leadership and teacher reies

Created selection criteria

Aligned leadership roles with the lowa Professional Development Model

A non-educater perspeciive was provided to the committee by the parent member
Reported on progress during each meeting

Reviewed the draffed narratives for each section

Continuafly used feedback from all groups to make adjustments to the draft

Kept the Board of Education abreast of progress :

I T T T

-

e
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In total, the steering committee met over a three month period the first year and a two month period the second year for a total of twelve
maetings, consisting of thirty-seven hours of collaborative planning time.

All stakeholders (staff, SIAC, and parents) are one hundred percent committed to the TLC plan. During Year 2, Tri-Ceunty froze its part 5
rating. Teachers, parents, administrators and the Board of Education ail back this plan. ‘

Narrative

Using Part 2 application narrative from N
Year 17* ©

Part 2 - Describe the vision and goals your school district hopes to achieve through the implementation of the TLC ptan. In your description,
please explain the local context (including relevant student achievement data and existing goals) and hew the plan will be tailored to that
context white also working toward the statewide goals of the system, (5,000 characters maximurm)

State Goals:

-attract ablefpromising new teachers;

-retain effective teachers;

-promaie collaboration among teachers;

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

Vision: Tri-County believes recruiting, supporting, and retaining effactive téachers is paramount for our students to achieve at high levels
preparing for fives beyond high school, Tri-County's mission is simple and succinct: A Connecting Web for Life-Long Learning”.

Tri-County Goai 1: Attract Teachers, Tri-County wifl atiract quality and promising new teachers by offering extended contracls and more in-
depth new teacher orientation for professional development aligned to Tri-County's initiatives including PLCs, technology, lowa Core, and
leadership skills as wel! as providing release time during the school day for observations o learn from modei teachers and work with their
mentors. Aligned 1o State Goal 1: Attract high-guality new teachers by offering competitive starting salaries and offering short-term and long-
term professional development and leadership opportunities. We are committed to atfracting new teachers and making Tri-County’s salary
schedule competilive to compete with other schools. Tri-County wilt focus on professional development opportunities for new teachers.

Tri-County Goal 2: Retain Teachers. We want to retain new and keep effective teachers by providing experiences to advance in their
profession. Menter teachers, madet teachers, and PLC leaders will help achieve this goal by providing leadership to ali staff. Afigned to State
Goal 2: “Retain effective teacher by providing enhanced career opportunities.” Both our goals address retaining effective teachers.

Tri-County Goal 3: Collaboration. Tri-County provides a minimum of 36 hours of collaboration time through PLCs with adequate time,
guidanoce and fraining for teachers of varicus grade levels, general/special education, and content areas which involve Tri-County staff and
GPAEA. Aligned to State Goal 3: “Promote collaboration by developing and supperting opportunities for teachers in schoois and school
districts statewide to iearn from each other.” Both our goais realized the need for quality teacher collaboration.

Tri-County Goal 4: Reward Teachers. Teachers who are effective need to be rewarded, so Tri-County must implement a plan with
leadership responsibilities for teachers with increased compensation for extended contracts and these additional responsibiiities. Aligned to
State Goal 4: "Reward professional growth and effective teaching by providing pathways for career opperiunities that come with increased
leadership responsibilities and involve increased compensation.” Both our plans address the need to provide leadership roles for increased -
respansibiliies and increased compensation,

Tri-County Goat §: Improve Student Learning. Improve student learning through the lowa Core {content, strategies, curricutum, and
assessment} with special concentration on mathematics and reading. Aligned to State Geai 5: “Improved student achievement by
strengthening insfruction.” Both our goais focus on student iearning and increasad student achievement.

Local Achievement Data given in peroenis

Grade 3 4 5 6 7 8 g 10 1
Reading 69 75 8 B7 B8 79 95 89 67
Proficient
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Math
Proficient 69 83 &7 83 93 58 86 89 &7

Attract Teachers: Journey fo Excetlence is the current mentoring and induction program and focal meetings are held periodically throughout
the year between mentorfmentee. The TLC plan willincrease fime for new teachers fo be provided with more information on PLCs, data,

screeners/assessments, and lowa Core.

Retain Teachers: Currently, Tri-County has no opportunities for advancement outside the salary schedule, With the TLC plan, seven teachers
(25% of the facully) will have the opportunity o advance through appointment as mentor teacher, model teacher, or PLC leaders.

Coilaboration: Currently, PLC time provides teachers fime to meet to discuss student needs, analyze data, and find ways to improve student
achievement. The TLC plan wili expand collaboration time among model teachers, mentor teachers, and PLC leaders.

Reward Teachers: Currenily there is no way for rewarding teachers for serving as mode! teachers or PLC leaders, only mentor teachers (and
this is limited). The TLC plan will provide a reward siructure for teachers who are appointed to these new roles.

Improve Student Learning: Cusrently, Tri-County is celebraling our dismissal from the SINA fist. Even though Tri-County has shown
improvement during the past two years, not ali students have improved their skills. The TLC plan will provide teachers the opportunities fo
cbserve model teacher who wiil focus on sound instructional practices of all teachers.

tising Part 3 application nrarrative from N
Year 17* o

Part 3 - Describe how the TLC plan will connect to, support and strengthen the district’s key school improvement structures, processes, and
initiatives such as MTSS, Early Literacy Initiative (ELI), and/or Towa Core implementation. (5,000 characters maximum)

Tri-Counly has several structures and inifiatives in place that will be strengthened through the implementations of the TLC plan. Teacher
leaders will support each initiative,

lowa Core implementation is a district priority, GPAEA has provided professional development in reading, mathematics, science, and the
Characteristics of Effective Instruction. They have provided a more in depth understanding of the core and have supporled implementation
through workshops and providing feedback from classroom observation. Teacher leaders will support this initiative by collaborating with peers,
developing skilis at linking the Core to instruction and sfrengthening rigor.

Tri-County has institufed PLCs te focus on data to enhance teaching and learning, technology, assessment, and student engagement. Each
PLC has a facilitator and brings group needs fo the District Professicnal Development Team meetings in order o coordinate the content and
direction of each group’s work. PLCs promote effective instructional practices, collects and analyzes data, and provides feedback on current
reality. Teacher leaders wilf facilitate PLCs 10 identify students learning needs, determine teachers’ knowledge basefskills, and provide future
learning opportunities. They will guide collaboration, discuss students strengths and areas for improvement, and analyze data.

Literacy is the key school improversent initiative at Tri-County. Tri-County became a School in Need of Assistance {SINA} in the area of
reading during the 2011-2012 school year. Previous interventions had minimal success because supportive services did not pinpoint individual
student needs, With item analysis, the formatien of PLCs, changing the universal screener, and Language Essentials for Teachers of Reading
and Speliing (LETRS) training, Tri-County began to analyze student reading data to diagnose reading deficlencies. Interventions and PLC
time were planned and incorporated during the school day. Root cause analysis determined a lack of commeon formative assessments that
guided instricction and a lack of knowledge how to instruct students with specific reading skill deficits (especially beyond grade 2). Inthe area
of parent invoivement, many facked general parental skilis and did not know how to help their chiidren i the area of reading. In July 2014,
after two years of working hard fo improve and remedy gaps, Tri-County is no longer a School in Need of Assistance.

A gompact between school and parents was formed.

Al teachers will: 1) understand parents need sirategies {o help thefr children become better readers; 2) believe all parents can help their
children become better readers; 3) will provide parents with tips to help their children become better readers; 4) desire ail parents 10 help their
children; and 5) show parents what they can do to help.

AND

Alf parents will; 1) understand how 1o heip their children become better readers; 2) become comforlable helping students and coming fo
school; 3) develop skills to help their children become better readers; 4) desire their children to become better readers; and 5) actively engage
in their childrer’s learning by using feacher tips.

FAST is currently the universal scregner and progress monitor used in grades K-6.
Students struggling in the area of reading work coliectively with the LETRS instructer (Jaci Jarmes), the AEA special education consuitand, Tri-
County’s Response 1o Intervention (Ril) associate, the Title { teacher, and generai education teachers specifically diagnose reading .
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deficiencies, engage in aciivities to strengthen reading skills, and progress menitor to assess progress. PLC meetings aliow staff to analyze
data and decide next steps and inferventions.

New teachers pariicipate in the two year mentoring and induction program provided by GPAEA, Journey to Excellence. The focus is to build
new teachers’ professional knowiedge and support them for their first two years. Mentors and mentees meet joingly throughout the year and
attend district mentor/mentee meetings five times a year. Teacher leaders will support and strengthen this initiative by supporting new
teacher's use of data, promoting reflection, and encouraging growth and change. There will be release time provided for observation and
reflection and they will work together to deveiop a local mentoring program that will support and retain new teachers.

Teachers participate in Peer Review twice a year. The purpose of this review is to engage teachers to learn from one another and support
positive Instructional practices. Forms are provided to guide the observation and to aid in reflection afterwards. Teachers leaders will provide
additional reseurces, modet and support sound teacher strategies, and use reflection to strengthen teachers’ instructional practices.

The TLC systern will assure teachers that initiatives that are adopted will not be dropped if data supports success with the inifiatives, Having
teacher leaders will provide the necessary professional development and ongaing support for full implementation and sustained use. Teacher
leaders will ensure necessary and targeted professional development is provided for all staff. They will support teachers as they observe and
learn from model teachers and implement the new strategies In their own classrooms. This wilt be done through observations, feedback,
planning, demonstrations, and reflective dialogue. The teacher leadership system will create a multi-tiered system of support for teachers and
ensure the vision is realized.

Using Part 4 application narrative from No
Year 17

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

Analysis of the Effectiveness of the Current induction and Mentoring Program

The present new teacher induction program is a one day orientation with the PK-12 Principal held during the first contracted day of the school
year. The agenda includes a review of district poticies and procedures, the evaluation process, the Master Contract, an avenview of the district
professional development initiatives and time to work on setting up the classroom. Litlle time is provided for the mentor/mentee to meet, fet |
alone begin to build a positive, professional refationship. Currently, the mentoring program, Journey to Excellence, is a two year program that
addresses personal and professional needs and provides guidance on the lowa Teaching Standards and Criteria. A mentor is assigned fo a
new teacher and will ehserve, critigue, and provide support o the mentee. Although Tri-County has effectively used this program, gaps remain
i the present system that have caused some frustrations among beginning teachers and mentors.

Some of the more noticeable gaps according to a susvey of past and present mentor/mentees indicated that:
« 80% recognized there was a lack of time to meet and/or observe
« 50% felt the time for mentors/meniees to meet was insufficient
+ 90% agreed there was a need for more opporiunities for initial teachers to chserve high-quality instruction and feedback
« 40% felt mentors need additionat meaningful professionat development on how to work with and support beginning teachers
» 80% agreed that new teachers need assistance in classroom management
+ B0% felt the program needs increased attention to planning and reflacting on practice
» 50% agreed the program needs more focus on pedagogy :

Additionally, new teachers do not have ready access 1o a teacher or district leaders for support. Even with PLCs, new teachers continue o
work in isolation with little fime for quality conversations with their mentors. New teachers are expected to hit the ground runaing with littie ime
to understand district goais and initiatives.

Description of the TLC new teacher orientation and mentoring process

The district’s TLC Plan includes a two-day new teacher orientation and induction schedule. Time will be aliowed for new teachers to work with
teacher leaders to discuss classroom policies and procedures, grading, lesson plans, PLCs, FAST, technology, Skills lowa, eStoria, and
sludent achievement in reading and mathematics. This will also provide time for new teachers to develop refationships with feacher leaders
pricr to the beginning of the school year. After schoot begins, teacher leaders wilt be available fo discuss, model, and provide feedback to
support the needs of the beginning teacher. Substitules will he provided monthly to aliow time for meetings, co-planning, observations, and
reflective learning conversatiens. The additional funding wilt aliow the district to pay teacher leaders and provide a stipend to new teachers for
the additional days of preparation prior to the upcoming scheot year.

Enhancements to the mentorfmentee program through the TLC plan
The new TLC system will provide mentors with professional fraining to develop their ability 1o facilitate constructive but challenging
conversations, demonstrate effective teaching, use effective observation skills, provide constructive feedback, anaiyze and reflect on evidence
of learning, and how to advocate on behalf of the mentee. Tri-County will build upon the foundation provided by the AEA or Teaching Center
and create support for new teachers as they learn and grow in their first fwo years. This will improve entry into the profession and atlow Tri-
County to recruit and retain high-guality teachers. )

e
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Narrative

Using Part 5 application narrative from

Year 17 Yes

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:

2} 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 rofe will spend performing teacher leader duties.

b} A description of how each of the new roles fit tegether, as well as with any existing teacher Jeadership roles, fo create a coherent instructional improvement
strategy that witl strengthen instruction and improve student learing and student achievement throughout the district.

Tri-County wit have three differentiated teacher leadership roles; two mentor teachers, two model teachers, and three professional development
(PD) leaders. Fach teacher in a leadership rofe will continue to teach in the classroom full time {100%). Twenty-five percent of Tri-County's
teaching staff will become teacher leaders under the TLC plan. Mentor teachers will serve an additional 10 days, model teachers will serve an
additional 13 days, and PD facilitators will serve an additional 15 days. :

There will be one elementary and one secondary mentor teachers who will work with new staff within their teaching area. Due (0 the size of Tri-
County and the overlap of K~12 positions, elementary and secondary mentor teachers and mentees will work together to create a i-12 cohesive
mentoring and induction program, Mentor teachers will 1) support the professionat development of probationary teachers in years 1-3 as well as
teachers in their first year at Tri-County; 2) meet with probationary teachers on a regular basis to provide instructional and collegial support; 3}
spend leave days with probationary teachers during the year to support them through instructional strategies and curriculum resources; 4) assist
probationary teachers te self-reflect and support a commitment to the profession; 3) attend mentor workshops with or without probationary teachers
during the vear and when scheduled for this category of leadership; 6) work collaboratively to maintain productive relationships and encourage the
participation of all related teachers; 7) introduce probationary teachers to the evaluation process and schoot responsibilities and procedures, and 8)
organize activities with mentecs. A cohesive program will retain professionals who deliver qualify instruction e students.

There will be one model teacher at the clementary level and cne at the secondary level. Model teachers will meet the requirements of a career
teacher, have met the requirements established by the school district that employs the teacher, and are evaluated by the schoo! district as
demenstrating the competencies of a model teacher. They will serve as models of exemplary teaching practice and will attend leadership trainings
hosted by the DE or ABA to strengthen instruction leadership of model teachers, Modei teachers will: 1} model new instructional
strategics/frameworks; 2) “field test’ instructional strategies that are later shared during PLCs (ex: Power Writing); 3) be prepared for observation
by their peers al any ime so as to authenticate the process; 4) meet with teacher observers to answer questions; 3) work well with team members,
maintain productive relationships and encourage the participation of all related teachers; 6) post iesson plans/schedule (and changes them
accordingly throughout the week if needed) so other ivachers that are coming in to observe will know what Iesson/activity they will observe, 7)
have online grading current twice a week; and 8) demonstrate frequent parent/leacher communication. Each teacher will be required to observe
model teachers no Jess than onee a quarter (four times a year) for no less than thirty minutes. Afier each observation, teachers will complete ontine
feedback forms and submit them to their PD facilitators.

There will be three professional development (PD) leaders; onc Jower elementary, one upper elementary, and one secondary, PD leaders witl
support PLCs in anatyzing stadent data and accessing resources to aid in Jocating and identifying evidence-based strategies to improve instruction
and increase students achiovement, assist PLCs to focus on student learning, use data fo inform decisions, build shared knowledge, share
instructional practices, receive input from PLCs to determine PD needs, identify and resolve challenges within the PLC, and altend workshops
specific to this category of leadership. In addition to PLC responsibilities, PID leaders will collaborate logether with the PK.-12 Principal to: 1)
provide and demonstrate teaching strategies on an ongoing basis, 2) routinely work strategicaily with teachers in planning, monitoring, reviewing,
and implementing best instructional practice, 3) support teacher growth and reflective practices, 4) work with and train classroom teachers (o
provide interventions atigned by subject area and deficiencies, 5) support instruction and learning through the use of technology, 6) actively
participate in coflaborative probiem solving and reflective practices which include, but are not limited to, professional study groups, 7) conduct
peer observations, 8) participate in grade span planning, 9) facilitate monthly leadership team meetings, 10} plan and deliver professional
development activities designed to improve instructional strategies, 11) document PD activities and Jearning opportunities for staff, and 12) engage
in the development, adoption, and implementation of curriculum and curricuiar materiais.

Each of the teacher leadership roles address continuous school improvement. The mentor teachers will support the development of beginning
teachers new to the profession and new to Tri-County. Through the mentoring and induction program mentors will assist beginning teachers to
become quality instructors. Model teachers model exemplary feaching practice and through observation and discussions in PLCs, other teachers
will begin to embed these practices into their instructional routines and procedures. The PD leaders will support ali teachers in Rtl continuaily
working with the four essential questions: 1) What do we expect students to learn? 2) How will we know when they have leamed it? 3) How wili
we respond if they don't learn? and 4) How will we respond when they already know it7 The lowa Professional Development Model is a
continuous cycle to improve student learning.

Using Part & application narrative from N
Year 12" °

Part 6 - Describe how teacher feaders will he selected. (5,000 characters maxintem)
Please include descriptions of how the district will determine and evaluate the following in sefecting teacher leaders:
a) Prior demonsirated measures of effectiveness.

b} Prior demonstrated professional growth.
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To have a successful Teacher Leadership and Compensation Program, it is necessary to fill these positions with teachers who demonstrate
ieadership characteristics, strong instructional practices, reflectiveness about their teaching practice, a desire to grow professionally, and a
willingness to serve in a leadership capacity. The selection process wili examine all applicants form multipie measures/perspectives.

The leadership positicns will be posted with information regarding minimum requirements: at least fhree years of teaching experience and one
year of experience in the district. Each position will have a job description laying out the responsibilities, extra workdays, supplemental salary,
and the requirement to complete an annual review of the leadership position. A selection committee comprised of an equal baiance of
teachers and administrators will accep? and screen candidates, conduct interviews, and make recommendations to the supermtendent Any
teacher applying for a leadership commifiee cannot serve on the selection committes.

Interested candidates will submit a resume. The resume will be sereened for, but not limited to, evidence of professional development,
past/present leadership roles, conferences alfended, additional educational ciasses, certifications, andfor endorsements, and involvement in
professional organizations.

Candidates will determine a time to be cbserved (or submit a videc) by the members of the selection committee which will focus on
instructional practices. The selection committee will observe teachers for qualities such as flexibiiity, student engagement, lowa Core
alignment, the riger of the lesson, guestioning technique, feedback, studentiteacher relationship, and differentiation.

All teacher candidates will write a response fo the following prompt; "After reading the job description for the specific role you are applying for,
please explain the experiences, expe{tlse and attributes you have that would enable you to be effective and which would allow you and others
to grow professionally in this role.” The focus will be {o ensure teachers have a strong teaching pedagogy. are reflective of their practices, and
understand coilaboration, relationships, the characteristics needed to be a positive leader.

The final step will be an interview. The interview will seek to understand the teacher as a leader and as a person who continues to grow
professionally. How are they an effective teacher? Why are you seeking this leadership position? How do you motivate your peers? How
can you make the district move forward? How do you envision yourseif as a leader? What have you done to grow? How have they continued
to grow professionally throughout their career? Interviewees will also describe their peer reviews and how they learned from one another
during the procass. '

Candidates will be screened for their capabilities, desire to fearn, reflectiveness, and people skills. The selection committee wilt seek peopie
who are coachable, and have the ability and desire to learn the new feadership role with vigor.

Narrative

Using Part TIapplicaticm narrative from No
Year 12

Part 7 - Describe how the TLC plan wiil utitize teacher leaders to improve the district’s current professional development program. (5,000
characters maximum})

Please include the following information in your narrative:
a) A description of the role teacher leaders will play in the creation and detivery of professional development.
b} A description of how the district's TLC plan aligns with and incorporates the key elements of the lowa Professional Devetopment Modet (IPDM).

Click here To actess the fowa Professional Development Model page.

Distributive leadership is one of the operation principles of the lowa Professicnal Development Medel (iPDM) and the teacher leadership and
composition system is designed to make teacher feaders the backbone of the professional development system. Teacher leaders, along with
administrative direction and the Professional Leadership Team, will be responsible for planning and implementing district professional
deveiopment. They will continue o use the IPDM in planning professional development.

All professional development goals need io analyze student needs through data anaiysis, Teacher leaders will study research based
instructional strategies that have been identified {o close achievement gaps. The content selected for professional development will be based
on data.

The leadership roles will provide the needed support for teachers to effectively implement and embed professional development into their
instructional practices. All the roles will facilifate professional deveiopment from the school fo the individuat classroom,
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Student Data: Datals collected and anaiyzed from multiple measures, Data walls are in place and data is used lo create annual goals.
Student needs will always be fargeted. Data includes, but is not limited fo FAST, lowa Assessments, ACT, Skills iowa, and unit assessments,
PLC Leaders will use current formative assessment data to make instructional decisions, including student interventions. All data will be used
to drive the district's professionat development plan.

Selecting Goals: PLC leaders will facilitale goal-setting and use dala to set new goals that strengthen instructional practice. Leaders will work
to assure the goals support the attainment of the lowa Core.

Selecting Content: From the data, content for professional deveiopment is selected. Leaders wili study potential professional development
content to offer feedback on the best way to achieve all facets of the lowa Core. They wilt help identify and select learning strategies that will
be helpful for teachers. Mode! feachers will be involved in demonstrating requested strategies and providing good learning opportunities for
staff.

Design Process for Professional Development: The teacher leaders play an infegral role in this process. The leaders will work fogether fo
develop a dalivery system for professional development. They will provide input on curreni initiative and how it aligns to the lowa Core,

Ongoing Cycle of Professional Development: Teachers analyze data, share implementation, identify areas of need, and student work samples.
Teachers have rulliple opportunities throughout the school year to meet and learn from each other. in the TLC system, all feacher leadership
roles are engaged in ongeing training and learning opporiunities for teachers. Teachers will have many opportunities {o see demonstrations,
plan tegether, address concerns, plan and develop new lessens, and give feedback {o improve student learning. Leaders will work with all
teachers {o field questions.

Collaboration/lmplementation: Leaders will work together to determine the next steps for each group, They will work with PLCs 1o make
changes o implemeantation based on feedback from observations and staff discussions. All feaders will serve on the District Professional
Deveiopment Leadarship Team to analyze the impact of PD.

Evaluation: All professional development opportunities will be evaluated to measure their effectiveness. This will include direct teacher
feedback, walkthroughs, and observations. Implementation and its impact on student achievement will be monifored by the use of ongoing
data, program goals, and student achievement.

In the past there has been a concem for the district to maintain previous inifiafives while implamenting new cnes. The teacher leadership
system will provide a venue fo keep infliatives if they are successful in the current area of student needs. They will also support teachers in
making connections between initiatives and see how they are infertwined and support one another.

Under the TLC system, teacher leaders will enable the district to provide coordinated, high quality professicnal development in a variety of
seifings with varying support to meet the needs of all teachers. )

Using Part 8 a2pplication narrative from N
Year 17* @

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

a) A description of how the district will determine the impactieffectiveness of the TLC plan, including short-term and the long-term measures.
b} A description of how the district will monitor and adjust the TLC ptan based on the results of these measures.

Part 8
The Tri-County Community School District established these goals for our Teacher Leadership and Compensation System:
1. Hire, develop, and retain high quaiify teachers
2. Develop and expand the instructional skills of the existing staff {hrough coliaboration, leadership, and coaching
3. Increase the number of students who show academic proficiency
We have pianned for muitiple qualitative and quantitative measures that will assist us continuously monitor and make formative adjusiments to
our TLS and cther programs we are evaluating. This data will be collected, analyzed, reported, and continuously examined by cur
leadership teams.

Goal 1; Hire, develop, and refain high quality teachers

Tri-County witl only be as good as the skills shown by our staff in the classroom. Hiring, developing, and retaining the people who can create
excellent classroom conditions will

help our students reach high levels of success. We will use the following areas to measure our success:

Measurements Used to Monitor Impact and Effectiveness:
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a. Job satisfaction survey- We wnl admlmster a survey each samesier 1o learn
the needs of our staff,
b. Analysis of individual Teacher Professicnal Development Plan: Monthly analysis of individual teachers professiocnal development
" plans wilt assist us in assessing the needs of new and experienced teachers and differentiating support. Seif -assessments of practices
are continuously examined through the year. This will help to retain high quality teachers.

Geal 2: Develop and expand the instructional skills of the existing staff through collaboration, leadership, and coaching

Measuremeants Used to Moniter Impact and Effectiveness:

a. Feedback from ail PD events: Typed minutes from each PLC facilitator will be sent to
each PLC member and the principal. Monthly PLC leadership meetings will be heid
to review and discuss any issues.

h. Survey of all teachers: A mid-year survey will be given to ail PLC participants tc
determine the effectiveness of professional development. Changes will be made
on an as needed basis.

c. Self-Assessment by Teacher Leaders: The seven newly created positions wili

_complete a self-assessment questionnaire once each semester. They will then
use this information fo strengthen their skifls and to ultimately improve student
achievement.

d. Peer Feedback from recipients of Teacher Leader Services: A mid-year survey of menior, leacher leaders and all ieachers will help us

to make immediate improvements
in all programs and give us guidance in our short-term development opportunities.

Goal 3: Increase the number of students who show academic proficiency

Review of Student Achievement data :

a. A protocol will be foliowed, data examined, and a rationale for strengths and areas of  growth presented. Data will drive all decisions.
The peer review team will examine final resulls for alf data sources and agree as fo areas of strengths or areas for growth. The
assessments used are: Gold Assessments (Pre-K}, FAST (K-6), Skills lowa (3-11), lowa Assessmenis (2-11), and Jamestown Reading
Comprehension Probes (7-12). After the data is collected it will be reviewed by PLCs monthly. This will allow for both instructional and
program adjustments te maximize our impact.

Addressing the Roles and Responsibilities of Leadership Positions:

The leadership positions will alse be reviewed semi-annually. A teacher feedback survey will help determine teacher perspective of what is
working and how we can adjust the roles. This may include additionat job duties, shifting of duties, amount of time spent during the school day,
and necessary compensation. Conferences will take place with the leaders to review the feedback and adjust practice to the suggestions that
have been offered. If additional roies are needed in the system, they will be discussed at these times.

Using Fart 9 application narrative from No
Year 17*

Part 9 - Describe the schoot district’'s capacity to implement the TLC plan. Cite an exampie or examples of the successful implementation of

a past district initiative or initiatives. Include how the TLC pian will move into the future systemically as a part of the district’s school
improvement efforts including descriptions of the rofes and responsibilities of district personnel responsibie for ensuring the success of the -
plan. (5,000 characters maximum)

Qur sustainability ptan is comprehensive to assure that its key points are fully developed and prepared te implement on day one and continues
to be viable. These elements inciude the following:
+ AEA assistance to provide training on educational coaching and professional development
+ Feedback data on an individual and group basis
+ Criteria for hiring and evaluation, o assure fair access to the positions and treatment of staff who step into these roles
« An effective communication system fo ensure everyone understands their roles and how the system is functioning. This includes ail
staff, administration, and community members who have a stake in the success of the program.

Sustainability Roles:
The Superintendent and PK-12 Principal will have the following roles to create a supportable plan:
« Monitor the hiring, progress, and renewal of leadership roles
+ Provide training for new leadership positions through the AEA or additional sources
+ Plan and facilitate reguiar collaborative meetings to support implementation of the new leadership team
« Create and implement survays for needed data
+ Facilifate the evaluation system for leadership positions
+ Allocate funding for those in leadership roles
o+ Plan and facilitate community correspendence
» Provide regular updates {o the Tri-County Board of Education.
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Wodel teachers, mentors, and professional development leaders will execute the foliowing aspects of Tri-County’s plan to sustain
the program:

- Staff members wili apply and interview with a selection commitiee of adminisiration and staff for one of the three designated roles.

» Teachers in leadarship roles will receive fraining in areas reievant o their role and will meet all expectations of that job description.

« They will altend regular leadership team meetings.

» Model teachers will mode! and present educational strategies daily, in which other staff will observe no fess than four times a year.

+ Mentors will coach teachers that are new fo the profession so they become competent instructors.

= PP leaders (with the assistance of the curricuium coordinator} will plan and sustain collaborative meetings and data analysis efforts to

enhance instructional quality, thereby positively impacling sfudent performance.

Sustainability is also ensured due to these additional elements:
+ Collaborative plan development and extensive input from all stakeholders
« Confinued growth and support through our active PLC teams
= Development of an enhanced professicnal development team that foliows the lowa Professional Development Modet
= Support from the Area Education Association and the local Education Association

+ Enrichment to our teacher mentoring program
» Formative and summative moniloring of all paris of the plan in order o make immediate and long-term improvements.

Grant Allocation

Enfer the district enrollment as reporied on Line 7 of the 2013 Certified Enrollmant Report, Actual funding will he based on the 2014 CE once it is spproved by the SBRC. An
amended budaet will be submitfed if the apelication fs approved.

To enter the district's cerified enrofiment number, seiect "Edit" af ihe top of the screen. Once the enroliment fiaid is completed, select "Save” fo view the Grani Alfocalion. Then
enter the Budget ftems and Other Budge! Uses in the space provided,

Certiffed Enroliment Number* 260.0
The district enroliment-based aliocation is equal to the cedillad enroliment number x $308.82.

District Enroliment-Based Allocation $80,293.20

Total Allocation $80,293.2C
Part 10 - Budget ltems
Use of TLC Funds Amount Budgeted
Amourt used to raise the minimum saiary lo $33,500. $15,800.00
$30,000.00

Amcunt designated 10 fund the salary supplements for teachers in leadership rofes.

Amount to cover the costs for the time leachers in leadership roles are nol providing direct instruction in a
classroom and to cover the costs when teachers are out of their tlassroom to observe or co-teach with $11,360.00
another teacher fe.g. hiting emeriius, parttime, of fulltime teachers).

Amounl used to provide professional development related 1o the leadership pathways.

Amounl used to cover olher costs associated with the approved leacher leadership and compensation plan,
Thase costs must be ifemized and described below and be approved by the lowa Deparfment of Educafion prior $3,600.00
to implementation of your plan.

$20,093.20

Totals $80,293.20

Other Budgeted Uses - Description
itemn description Amount budgeted
Teacher Leadership Seiection Commiltee $3,000,00
$3,060,00

Total Allocation Budgeted

Total Projected Amount to be
Expended $80,293.20

{f the amount shown below is {negative), (he sum [otal of the doliar ambunts budgeted exceeds the enroliment-based allocation.

Remaining Aflocation fo be Budgeied $0.00

Budget Alignmenil :
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Using Part 10 appdication narvative frorm No
Year 12°

Describa how the TLC budget is ajigned to the schaatl district's goals for the propnseci LG system The budget narrative should make clear connections hetween
costs, roles and goals. {8,000 characters maximum)

We believe that the implementation of the Teacher Leadership Compensation Plan at Tr-County Schools will provide many more leadership
opporunities for our teachers and enabde them to make a greater impact on our student's achievement. We believe this grant will provide us
the opportunity te further enhance the initiatives we already are implementing, including the alignment of our instruction with the lowa Core and
a focus on early literacy instruction.

Cur pian for the budget of 260 students muﬂlphed by $308.82 per student, equaling $80,293.20 for our teacher leadership program, would be
the following:

+ Tri-County will have three differentiated teacher leadership roles: two mentor teachers, two model teachers, and three professional
development (PD) leaders. Each teacher in a leadership position will continue te teach in a classroom full-time (100%). Twenty-five
percent of Tri-County's teaching staff will become teacher leaders under the TLC plan.

+ We would first budget for the minimum salary requirement, by making sure ail full-time teachers would receive a salary of 333,500, The
current starting pay for our district is $28,000 and we will need to spend $15,900 to ensure everyone is at the required minimum salary.

= We have allocated $3000 for each mentor teacher (fotai of $6000). Mentor teachers will have an additional 10 days added onto their
contracts to attend professional development opportunifies and work with peers to increase knowledge in the area of teaching practices.
Cur model teachers will each receive $4500 (lotal of $9000). Model teachers will have their contracts extended by an additional 13 days
to attend professional development opporiunities, coltaborate with peers, and prepare quaiity instruction. Professional development
leaders will each receive $5000 (total of $15,000). Professional development leaders will have an additional 15 days added onto their
centracts to attend workshops, professional development fraining, and plan PD instruction for the upcommg school year. The total to
fund these positions will be $30,000.

* The amount budgeted to cover the costs associated with teachers in leadership positions being out of the classreom to observe or attend
trainings will be $11,300, The rationale behind this figure is the cost associated with hiring substitutes at $110 per day.

+ Qur pian allocates $20,093.20 to be used for professional davelopment in connection to the leadership pathways. We have 7 teachers in
leadership reles and this amount reflects roughly $2850 per feacher. At this time, the trainings for the leadership positions are unknows,
but it is our intention to team with the AEA and the Department of Education for professional development that pertains {o leadership
rales included in our TLC plan.

The final cost in our TLC plan is compensation in the amount of $3008 for the teacher who resides on the selection and evaluation
committees. The Local Education Association president (or designee) wili sit on the selection committes for the teacher leadership
positions. He/She will also serve as an integral part of the TLC evaluation process, inciuding analysis of Individuat Teacher Professional
Development Pians, feedback from ail PD events, mid-year survey of all teachers, and peer feedback from recipients of teacher
leadership roles. While this is not a teacher leadership position, he/she will work alongside the PK-12 Pringipal to organize and compile
necessary information for both the selection and evaluation of teacher leadership positions and the TLC Plan.

Qur plan spends $80,293.20 of the allocated funds with a remaining balance of $0. We strongly believe these funds will help increase
the leadership opportunities in our district and will lead to more coliaboration among staff and help reach our ultimate goal of increased
student achievement.

.

Assurances

Please check each of the boxes below. Your plan wull not be considered for approval unless each of the boxes are checked, indicating your
agreement to meet these requirements,

Minimum Salary ~ The school district
will have a minimum salary of $23,50¢ Yes
for all full-tivae teachers.”

Selection Commmittee - The selection Yes
pracess for teacher ieadership roles

will include & selection commitiee that
includes teachers and administrators

whao shall accept and review

apptications for assignment or
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reassignment to a teachar leadership
rale and shall make recommendaticns
regarding the applications to the
superintendent of the school district*

Teacher Léader Percentage - The
district will demonstrate a good-faith
effort to attain participation by 25
percent of the teacher workforce in
teacher leadership roles heyond the
initial and career teacher levels.*

Yes

Teacher Compensation — A feacher
employed i a2 school district shall not
receive less compensation in that
gistrict than the teacher received in the
sehook year preceding implementation
of the district's TLO plan®

Yes

Applicability - the framework or
comparakle system shall be applicable
ta teachers in every attendance center
operated by the scheol district.*

Yes

Return to top
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