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Abstract/ Executive Surnmary

Pravide an cverview of the schoot district's proposed Teacher Leadership and Compensation {Ti.C) plan, This summary should highfight yaur vision and goals and
describe how the primary components of the plan connect to one another. (5,000 characters maximum)

Personalized. Innovafive. Global. Van Meter Schools.

The mission of Van Meler Schools is to persenalize learning for each student's success both today and tomorrow. Though our mission speaks
specifically to sludents, we believe in the personalization of learning for al learners in our organization—-adults and students altke. To this end,
we have grounded ourselves in the practices that align most closely to our vision:

+ Professional Learning Communities (PLCs)

+ Authentic Inteliectual Work (AlW)

+ Muiti-tiered System of Supports (MTSS)

+ Standards-Based Grading (SBG)

+ K-12 Spanish

+ lowa Core

+ Project-Based Learning (PBL)

+ Competency-Based Education (CBE)
Taken individually, these practices may seem overwhelming, but our efforts to integrate have served o create a more cohesive vision of
personalization. This integration speaks to our need for additional teacher leadership. Our teachers are each in different places along their
learning continuum regarding each approach, and our vision for {eacher leadership would provide opportunities to meet them where they are.
We have a sense of urgency and commitment to providing a more effective educational systemn for our students; and to do this, cur teachers
must have models, supporis and resources, Our Teacher Leadership and Compensation: Plan developed by parents, board members,
leachers, and administrators expands our current system to provide additional levels of supports for learners in our district.

We have seen the impact teacher leaders can have on teaching and learning. When our district embarked upon increasing technology access
in 2008-2010, we saw how the work of informal teacher leaders influenced and informed {he change in other teachers’ practices. In 2012-2013,
we added an instructional strategist position at both the elementary and secondary levets. Student leaming irproved as evidenced by results
on the lowa Assessments and the increase in the number of students meeting course standards within our standards based grading system.
Teacher feedback was positive and indicated support for additionat teacher leadership opportunities. In 2013-2014, we increased our teacher
leadership capacity by adding two more instructional leadership positions and adjusting the amount of time mentors spent in the classroom to
create more time for them to support their mentees. Our history speaks to our capacity to implement an expanded Teacher Leadership and
Compensaticn System, under Option 3, a Comparable Plan. This plan builds on current structures and is grounded in our vision and mission.
For us to accormplish our goals, we believe we need to empower teachers te be the leaders of our mission to personalize learning.

Vision of the Van Meter TLC Plan
Our vision is to improve student learning through the development of a teacher leadership system that emphasizes personalized instruction
and support for all students and staff.

Goals of the Van Meter TLC Plan

Improve learning experiences by perscnalizing teaching and learning for each individual (students and aduits).

Provide leadership opportunities across the system for a minimum of 25% of our staff.

+ Reward professional growth and effective teaching by providing pathways for career opportunities that come with increased leadership
responsibiliies and increased compensation. '

Attract and redain quality teachers through competitive compensation, quality professional development and support, and a work

environment that is second fo none.

Use teacher leadership to provide quality prefessional development and instructional improvements to personalize learning for ail

siudents and adults in the learning organization.

Use distributed leadership opportunities for more effective implementation of district initiatives.

°

.

.

Leadership Roles
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After meating with our stakeholder groups, we determined the following positions would best build upon the current teacher leadership
structure and support student and adult learning:

+ Instructional Strategist/PD Coordinator {1 posifion)- .5 time working with students, .5 time working with individual teachers and
planning/providing professionat develapment, supporting the learning of teacher leadership roles.
15 day exiended contract
$7,500 salary suppiement
« Instructional Strategist (3 positions)- .5 fime working with students, .5 time wilf be working with teachers to improve teaching and
learning.
10 day extended contract
$5,000 salary supplement
+ Mentor {1 or 2 positions)- .75 time will be instructing students, .25 of their time supporting, observing, coaching, and modeling to support
ihe mentees enfry into the professicn.
5 day extended coniract
$2,500 salary suppiement
+ PLC Leader {8-10 positions)- Facilifators of our PLCs.
1 additional confract day
$1,250 salary suppiement

Communication Structures for Continuous improvement

District and building level teams meet regularly fo discuss, collaborate and provide feedback about various school improvement efforts, The
School Improvement Team (SIT) has members from both buildings, general education, special education, fine arts/refated aris, teachers’ union
and administration. This team is responsible for planning professicnal development aligned fo the lowa Professional Development Model,
supporting lowa Core implementation and informing the direction of the district, which will include additional ways to retain and recruit staff.

With additional leadership roles being added through the TLE plan, we are adding an Instructional Leadership Team (ILT) that will focus on the
professional learning of the newly added teacher ieadership positions, reviewing implementation data and evaluating the impact of the TLC
plan as it relates to improved student and adult learning.

Please select the TLC modet number that most.closeiy resembles your district plan.

TLG Model Number Modei 3 — Comparabie Plan

Narrative

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

a) Pescrption of how the planning grant and available planning time was used to devetop a kigh-quality pfan
k) Description of how each stakehoider group (teachers, atministrators, and parents} engaged in the process and contributed to the devefopment of the plan
¢} Pescription of the support for and commitment to the plan from each stakeholder group {teachers, administrators, and parents)

van Meter Schogls inciuded a variely stakeholders to develop its TLC plan including two adminisirators, two teachers of the 12 Van Meter
Education Association member teachers, 2 non-union teachers of 36, and parents within our community of 1000 citizens. The process
centered around deveioping a plan that would meet our current and fulure needs. Having established several components of a system of
{eacher leadership when we launched our 1:1 initiafive, we wanted 1o develop a plan that could build upon cur current structure.

Our committee typically met on Wednesday afternoons from 4pm - 5:48pm in the months of October, November, and December, and al}
members had opporiunities to communicate digitaliy about our plan through our use of Google Drive. Members of the commiftee agreed {o
dedicate $3,200 to be used yet this spring for the professional learing of those selected for the teacher leadership roles, The remaining $4,006
was used to pay eight of the members of the committee $500 each for their work in the process.

Because we already have postitions called Instructional Sirategists, we initially discussed the effectiveness of these positions. After analyzing
student leaming data and interviewing teachers, administrators, and parents, the team agreed that aithough the positions we currently have are
effective, we need more capacity to meet needs of each teacher requesting support. We then asked, "What do we want to accomplish with
additional ieadership roles?" To help us answer thaf question, we reviewed information provided by the lowa Department of Education, SAl,
Hearftand AEA, and resources that the district had collected about the impact of teacher leadership. We alse reviewed literaiure about
characteristics of effective teacher leaders to help us consider supports teachers and teacher leaders would need. To improve our current
struciure, we decided fo have one of our Instructional Strategists also focus on professional development and to add another mentor position
for teachers riot only new to the profession, -bul also new to our district, .

While expanding some roles we already have was an easy decision, we engaged in considerable discussion regarding the leadership
opporiunities that would benefit the most teachers. Our goat is to have a minimum of 25% of our teachers in leadership positions. This plan will
engage over 1/3 of our staff in a position of leadership. We discussed a variety of positions including mode! teachers, instructional coaches,
and lead teachers. Teachers and parents on the committee suggested adding a position fo help Taciltate the work of our collaborative feacher
{eams. This came after conversations about the impact additional leadership rofes could have on our culiure. We settied on PLC leaders
because it would support more teachers without faking time away from working with students.
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Using a protocol learned ir AIW training in which each member shares hisfher score and the rationale for that score, members arrived at
consensus regarding the needs for the various leadership roles. The discussions that fiowed from the consensus protocoi alfowed the group to
build a better understanding as to the rationale for each position. Once we agreed to the roles of each position, compensation, and contract
fength, our focus moved to describing in more detail the responsibilities each would have. Al groups (parents, teacher, and administration)
were sensitive to the notion that our best teachers might be out of classes more than they are now, but it was agreed that we needed to
empower our best 1o help improve learning opportunities for students and staff alike.

Input from our parent members was beneficial as they provided perspective from their careers as well as their role as parents and community
meambers. All three parents on the committee were somewhat aware of our current instructional strategist framework, but as they became
more informed about initial successes, there was a clear commitment to build upon the framework we had begun.

Our teachers on the committee were selected by our Van Meter Education Association President and the Superintendent. It was agreed that
we needed te have representation from union and nonunion staff with a mix of veteran teachers and those newer to the profession. The four
teachers involved played a key role in helping the group formaiize the skilis and expectations of identified leadership pesitions. After
discussions about the dispositions identified by the teachers, aill members of the group came o clear consensus regarding the job
descriptions.

We had fwo administrators on the commitiee. One of the unigue aspects to our district is that we have a Superintendent who is aiso our
Secondary Principal, and we have an Elementary Principal who is also our Director of Teaching and Learning. Both agreed that having more
instructional leaders 1o distribute leadership responsibilities would greatly benefit our staff and improve student learning opporiunities. By
identifying a Professional Development Coordinator role and establishing PLC Leaders, the planning committee is convinced that the level of
support needed for Van Meter teachers to be successful will improve significantly.

The roles in the TLC plan our district is proposing align to our mission of personalizing leaming. Each member of the committes demonstrated
commitment to the process and implementation of the proposed pian. Parents, teachers, and administration at Van Meter Schools are
supportive of the direction of providing leadership opporiunities for teachers and commitied fo doing what is best for the students in our disirict.
The propesed TLC plan effectively meets the needs of students, teachers, and administration.

Narrative

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

In your description, please explain the focal context (including relevant student achievement data and existing goals) and how the plan wifl be taitored to that context
while also working toward the statewide goals of the system (atfract able/promising new teachers; retain effective teachers; promete collaboration among teachars;
reward professional growth and effective teaching; imprave student achievement).

We developed a Teacher Leadership and Compensation pian that was moedefed around our philosophy of creating a feaming system that
meefs individual needs. For us to accomplish our goals, we believe we need to empower teachers to be leaders of our mission to personalize
tgarning. The vision and goals of cur plan are outlined pelow: v

Vision of the Van Meter Teacher Leadership and Compensation Plan

Our vision is improved student learning through the development of a teacher teadership system that emphasizes personalized teaching and
learning for all students and staff.

Goals of the Van Meter Teacher l.eadership and Compensation Plan
+ improve learning experiences by personalizing ieaching and learning for each individual (students and adults) in our system.
+ Provide leadership opportunities at multipie fevels for a minimum of 25% of our staff.
* Reward professional growth and effective teaching by providing pathways for career opportunities that come with increased leadership
responsibilities and involve increased compensation.
* Aftract and retain quality teachers through compeditive compensation, quality professional development and support, and a work
environment that is second fo nope.
* Use {eacher leaders 1o provide quality professional development and suppert instructional changes that improve learning for all students
and staff. ‘
- Distributed leadership opportunities to better enable our district 1o implement effectively and sustain the following, each of which helps us
persenalize learning for ail staff and students:
+ PLCs
o AW
o MTSS
o SBG
e K-12 Spanish
« CEl
° PBL

https://www.lowagrants.gov/getApplicationProposal.do?documentPk=1390504984334&o0...  3/10/2014




IowaGrants | Page 5 of 15

+ CBE
The goats of our system align closely with fhose of the state. Components of the plan have already been put in place by our district, We have
established four Instructional Sirategist positions (ftwo in each building) and mentors serving K-12 teachers new to the profession as needed.
This is the 2nd year of our program, We increased the number of Instructional Strategists because of the feedback we received from teachers
and because of the impact on student learning. Though alt of our improvements can't be fied fo our use of two instructionat strategists in the
2012-2013 school year, we did see some posifive results on the lowa Assessmenis as indicated below:

2012-2013 Yowa Assessments

District Goal: 90% Proficlent andfor show L1+year's growth and 25% advanced proficient
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In 2012-2013, our district goal was for 80% of our siudenis to be proficient or show more than one year's growth and 25% of our sfudents to be
advanced proficient in Reading, Math, and Science. As our numbers indicate, we had multiple grade ievels achieve both of those goals in at
least cne of the core areas. Though some of the grade levels did not achieve both parts of the goal, each grade level was within a few
students of meeting our district goal. This is why in the 2013-2014 school year, we have added two more instructional strategists, and why we
believe with even more supporis as described below, we will be able to impact student feamning at Van Meter Schools to an even greater
degree.

One of the challenges we have faced is providing adequate support for new staff members. We have a mentor program for teachers new {o
the profession and it has been effective as evidenced by feedback from new teacher and mentoss alke, buf we do not have a formalized plan
for providing support to teachers new fo our district. Being an innovative district, we are engaged in work that differs from most districts. A goal
for us is to provide layered support for those new to Van Meter by having mentors and other teacher leaders assist in the induction of alt new
employees regardless of the number of years {hey have been teaching. The Teacher Leadership and Compensation system we have
deveioped will allow us fo provide that support.

PLC Leaders are another layer of support in our plan that help us provide the professional development needed for each teacher to learn in a
collaborative process, PLG Leaders will be responsibie for leading and facililating our collaborative teams. If quality leadership is provided to
our PLCs, teachers will have the support and guidance needed to impiement district initiatives effectively and to provide personalized
instruction for all of our students.

By providing mutlliple leadership opportunities not only to increase feacher compensation, but also to support teacher growth and development
in implementing initiatives within our district, the TLC plan we have put together effectively meets the goals of cur district and state to Improve
and personalize learning for all of our students and staff.

Part 3) Describe how the TLC plan will connect to, support and strengthen the district’s key school improvement structures, processes, and
initiatives (e.g. RTI, K-2 Literacy, Iowa Core implementation, etc.}). {5,000 characters maximum)}

Amidst our work to implement the lowa Core within the structure of our PL.Cs, Van Meter Schools is also engaged in two staie iniliafives, both
focused on personalized learning. Competency Based Education (CBE) and Mutti-Tiered System of Supports (MTSS) are both changes to the
system focused on the individual student student. By emphasizing quality core instruction for all students and the use of data to make informed
decisions for each individual student, these personalized approaches to instruction play into one of our district’s greatest strengths and core
beliefs: We need to know each child well to make sure we prepare him/her for success. Each teacher leadership position outlined in our plan
directly aligns to the district vision of personalization while supporting implementation of these two system changes.

CBE is a system redesign that challenges previously held beliefs about how learning takes piace. Students in this system are enceuraged to
pursue leaming opportuniies that engage their personal interests and o take ownership of their learning process while they are provided
individual supports along their learning pathway. This new approach for our state will take additional support for teachers In our district. No “one
size fits ali” applies to the implementation of CBE, so supporfing collaborative inquiry through various feacher leader roles will be criticat in the
cycle of this improvement process. The leadership model outlined in our TLC plan ulilizes mulliple fayers of supperis for teachers and students
to help move our system to one based on showing what a student has learned rather than sitting through what has been taught.
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Principles of MTSS are central to our district efferts as we work to meet district goals of 95% proficient {or making mere than one year's growth)
and 25% of students advanced proficient as measured by the lowa Assessments. Teacher leaders support teachers in their core instruction
and help them analyze formative assessment data. Being informed by data also allows instructional sirategists to provide interventions for
students showing intensive need (those who need remediation and those students who need additionat challenge and advancement). This dual
role keeps our best teachers working with students most in need, and allows them to madel instruction and collaborative conversations.

Prior fo our designation as a Phase 1 school in the state’s C4K - MTSS work, four years of work for teachers focused on lowa Core
implementation. We first focused on understanding the Characteristics of Effective Instruction and then unpacking the standards themselves.
This year, our district has delved info the Universal Constructs as part of our district vision and mission work. While our lowa Core Seif Study
data has indicated a strong feeling of shared leadership, the additional TLC roles serve 1o increase the opportunities staff members have to
share in moving our district forward.

Grounding our teaching and learning in the lowa Core standards is an ongoing process. Assessment data and qualifative data collected from
teachers, student and parents have indicated succass in the implementation of the math lowa Core standards K-12 and work continues with
literacy instruction. Current instructional strategist roles have supported this work through their collaboration with teacher tears, modeiing and
co-{feaching with individual teachers, and vetting reseurces and research for classroom teachers, but we know more support is neeided.
Expanding teacher leadership roles will continue fo support this area of growth and get our district prepared to implement the requirements of
the early literacy legislation recently funded.

Because reading data indicate only slight improvemenis and other measures indicate feacher readiness for professional development in the
area of literacy, elementary building plans are embedding literacy instrucfion as a focat point of team coliaboration and support. Research is
clear about the impact of being a proficient reader by grade 3, and our collaborative teams use the first question of MTSS, “Is our Care
sufficlent?”, to plan building professional learning opportunities. [nstructional strategists are key in providing support for this work. Not only do
they share information with staff from trainings, they also find rescurces, colaborate arcund student concerns, and problem solve instructional
strategies. This work helps support building and district goals of increasing student proficiancy and closing the gaps in learning.

As indicated, instructional sirategists have had a positive impact on student leaming at Van Meter. An innovative district, we are engaged in
initiatives that differ from most districts. A goal for us is to provide more support for those new to Van Meter by having mentors for all new
employees regardless of the number of years they have been teaching. The TLC system we have developed will allow us to provide that
support.

The final layer of our plan, the addition of PLC Leaders for each of our teams, heips the Van Meter District provide the professionat
development support needed for each teacher to leam in a coliaborative process. The PLC Leaders will be responsible for providing leadership
and faciiitation of our collaborative teams, If quality leadership is provided 1o our PLCs, teachers will have the support and guidance needed o
implement district initiatives effectively and {o provide personalized instruction for all of our students.

By providing rultiple leadership opportunities with appropriate compensation and supporting teacher growih and development in implementing
initiatives within our district, the TLC plan we have put together effectivety meets the goals of our district and state to improve and personalize
learning for all of our students and siaff,

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

Because Van Meter Schools is growing in the number of students served, hiring new sfaff is a continual consideration. Our proximity to larger
metro schools also lures teachers from our district because they can often have fewer preps. Our TLC plan includes the sfrengthening of a
rmentor teacher position to support any new teacher to our district; and as described in other components of this plan, it makes our collaborative
schoot culture enticing to teachers who want to see the impact of their work through 2 personaiized learning environment.

Beginning teachers at Van Meter already make over $33,500, so the funds generated from our plan will be used fo support professionat
learning, hire staff to fill the instructional time gaps created by teachers moving to new leadership positions oullined in this plan, and {o fund the
stipends of our newly created leadership positions. The money we receive will greatly enhance the opportunities available for feachers in our
district.

What we Have Now

Currently we partner with another district, Dalias Center-Grimes, fo provide the majority of the explicit mentoring and induction program for
teachers new to the profession through “Instruction for All” class. The strengths of this approach include sharing ideas with people outside the
district, receiving quality instruction around issues facing new teachers, and accessing a broader network of colleagues for ideas and support.
Though the current framework used for mentoring is sufficient in many ways, the outside mentor training alone does not meet ail of the needs
of new teachers to our district. A natural mitation of using an outside district fo provide programming includes lack of opportunities to
understand district-specific initiatives. Finding time for our menters o suppert cur mendees is a challenge as well. With our current system, we
do not have a formal support system for experienced teachers new fo our district. Though the current instructionat strategists may check in
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more frequently with those new teachers, no formal process of induction for new staif has been established. With the TLC plan we are
proposing, we believe we will develop a highly effective mentoring program for ALL new teachers in our district.

Supporting Al Teachers New to our District
Providing support for new teachers to our district is critical not only to individual feacher development, but also to cur progress as a district. The

varied roles in the TLC pian all play a part in supporiing new teachers at Van Meter. In addition to the direct connection with a mentor, new
teachers will have the support of instructional sirategists who will provide assistance through modeling instruction and data driven
conversations, for example. During Instructional Leadership Team {ILT} meetings, leaders will coflaborate around the various levels of supports
these new teachers receive and may need. The PD Coordinator role added in this TLC Plan will also be responsible for providing tearning
opportunilies for mentees to attend with their mentor.

Mentees will have the following supports:
+ Teach 75% of the #ime
+ Scheduled time for collaboration with mentor (mentors will also teach 75% of the time})
+ Regular cbservation of teachers modeling effective instructional practices
+ Dally extended preparation time
+ Regular reflective conversations with mentor
+ Opporiunity to continue mentor support beyond two years if needed

We will continue to use the “Instruction for AIl” training oufside our district as one layer of support for teachers new to the profession. While we
have also supplied new teachers a mentor in the past and will continue to do so, teachers new to the profession will not teach a fuil class load
at Van Meter. They will be able to use the time in which they are not providing direct instruction to observe other teachers teaching, collaborate
with their mentor and peers, and reflect on and plan for instruction.

Beina Inpovative Means More Personalized Approaches

Van Meter's work with MTSS, 1:1 technology access and standards based grading are often areas to which even experienced feachers have
had little exposure. The additional mentor teacher role will helfp teachers new 1o our district learn about instructional practices our district
implements as we continually strive fo personalize education for our students. New teachers in our district will be assigned a mentor for two
years (or as needed) to support their growth and development in cur schools. This additional fayer of support for our new staff wili provide
regular opportunities for collaboration centered on district initiatives and instructionat practices. Along with the supports of other teacher leader
positions including insiructional strategists and PLC leaders, new staff members at Van Meter will have multiple levels of suppert personalized
to meet their individual needs. These improvements {o our current mentering system wilt not only improve instruction and student learning, it
wilt improve entry into the profession and help Van Meter Schools retain quality teachers.

Narrative

Part 5) Describe each of the proposed teacher leadership rofes in your plan. {10,000 characters maximum) Please include the following
information in your narrative:

a)lescription of the responsibilifies and duties for each leadership role as weli as the percentage of tima each rofe will spend engaged in student instruction and the
percentage of time each role will spend performing teacher leader duties.

b)Bescription of how each of the roles fit together to create a coherent instructional improvement strategy that will strengthen instruction and improve student
learning and student achievement,

Teacher teadership roles created in Van Meter's plan are designed to personatize learning for students, improve the quality and
responsiveness of professional learning opportunities for staff and develop a coherent instructional improvement strategy that supports
effective implementation of various district initiatives.

Teagher Leadership Before TL.C Plan
Van Meter values the role of teacher leaders, best evidenced by the intentional reduction in administraiion and increase in teacher leadership

rofes, Even with increasing enrollment, Van Meter Schools had five full time administrators three years ago; and today we have only three.
Student learning data, staff surveys, and community feedback provides evidence in support of the effecliveness of our current instructional
leadership structure which includes the foliowing positions:

= Superintendent/Secordary Principal

» Director of Teaching and Learning/Elementary Principal

« Instructional Sirategist (2 in the elementary & 2 in the secondary)

+ Mentor (1 for new teachers fo profession oniy)

Student learning resuits have been posifive as evidenced on the chart below:

https://www.iowagrants.gov/getApplicationProposal.do?documentPk=1390504984334&o...  3/10/2014
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2012-2013 lowa Assessments

District Goal: 90% Proficient and/or show L+year's growth and 25% advanced proficient
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More Leadership Opportunities for Teachers

We believe that an even more distributed leadership system wili positively affect teacher practices and improve student learning. The
Instructional leadership support the teacher leaders provide will be build upon the teacher leader foundation for the district moving forward,
The framework we have developed in our plan with the teacher leadership roles, including a PD Coordinator/instructional Strategist, three
Instructional Strategists, two Mentors, and up to ten PLC Leaders, will help our district build the leadership capacity needed to improve
iearning opporiunities for students and teachers.

Each role in the TLC plan supports our district goals and initiatives through layers of support. The PD coordinator/instructional Strategist will
help organize the learning cpportunities for teacher leaders in a way that builds upon the district professional development outiined for the
entire staff. Instructional strategists will stiil be able to work with teachers around idenlifying and addressing individual student needs while
also working directly with students. These roles have supported district initiatives around MTSS and lowa Core impiementation and also serve
as a resource for the personalized learning approach the district believes is at the heart of its work. Mentor teachers will be a critical
component as our district continues to see growth and hires new staff. Although this role is already in place in the district as well, the TEC pian
calls for additional responsibitities like supporting all tieachers new to the district (veteran and new to the profession). Finally, the additional
layer of PLC leaders provide supports for structured learning conversations {(an area our implementation data suggests needs help). These
leaders, while in a new position, will help facilitate a well-embedded structure for professional fearning in place in our district since 2010.

The teadership positions along with the full time teaching positions added through the Teacher Leadership Suppiement, will enable us to
impact the quality of support for teachers, which enhances instruction, improves student learning, and increases opportunities for teachers and
students alike.

Proposed Leadership Structure
{fthe plan is approved, our new Instructionat Leadership Team (ILT) wili include the foliowing:

+ Superintendent/Secondary Principal
» Director of Teaching and Learning/Elementary Principal
+ PD Coordinatorfinstructional Strategist (1)-
= Complete the job responsibiliies of Instructional Strategists (See below) in addition to:
« Support the instructional leadership of principals, instructional strategists, mentar teachers and PLC leaders through co-facilitating
the instructionat Leadership Team (ILT) .
+ Contribute to the creation of the district professional development plan collaborating with the School Improvement Team (81T} and
the Director of Teaching and Learning,
« Help plan, facilitate and assess effectiveness of district professional development.
= FYPICAL WORK DAY:.5 time working with students .5 time working with feachers and teacher leaders
= CONTRACT: 15 day extended contract at a stipend of $7,500
+ Instructionai Strategist (3)-
* Atterd, observe and provide feedback to Instructional Leadership Teams (ILT) regarding Professicnal Developmenit procedures,
coaching skills, bes instructional praciices and facilitation of PLC’s.
¢ Support teachers through researching and modeding appropriate instructionai strategies, best praciices, protocols, and coaching
practices during staff developrent, meetings and with: other members of the [LT. :
= Assist with using lowa Assessments, FAST, and other assessment results in the developrment and refinement of curricuium
documents to improve instrugtion and supports.
+ Enhance instructional effectiveness through the support and delivery of a multi-iered system of supports (MTSS).
° Provide leadership and support to feachers in the areas of curriculum, assessment and instruction.

hﬁps://www.iowagrants. gov/getApplicationProposal.do?documentPk=1390504984334&o0... 3/10/2014
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°

Work with teachers in the development and impiementation of Individual Career Development Plans and with bulding level long-
range plang.
Provide field tested andfor research based demonstration lessons that apply District best practices, educational innovations, and
state standards to new learnings to improve instruction,
Conduct regular observations to gather information that will lead to instructional improvement through regular feedback.
Participate in the development and enhancement of a district-wide culfure that promotes professional growth and student fearning.
Es{ablish and demonstrate positive human relations with colieagues, parents, staff and community.
Maintain an ongoing program of professional growth that meets District expectations and personat professional goals.
Provide excellent instruction and communication with an understanding of how to faciiitate growth in aduits.

= TYPICAL WORK DAY:.5 time working with studenis .5 time working with teachiers and feacher ieaders

o

@ & 9 a8 w

= CONTRACT:10 day extended contraci at a stipend of $5,000

+ Mentor (2)-
Create and foster positive professional relationships with colleagues 1o support new teachers,
Madel the use and application of exemplary practices and provides examples of exemplary student work and evidence of learning
as defined through District rubrics.
Consistently expand and individualize professional growth to accomplish the goals of PLCs, building plans and Individual PD
Plans.
Assist teachers in developing and ufilizing standards based iesson design that increases student learning.
Provide field tested demonstration lessons that apply best District praciices, educational innovations and state siandards through
new learning, to improved instructional delivery.
Provide new learning that applies to PLC goals and action planning and provides support for mentees fo help improve their
instructional practices.
Conduct regular observations of mentees io gather information that wilt fead to instructional improvement through regular feedback,
Support mentees in creating and maintaining systems for communicating student goals, successes and methods to the community
and parents.
Participate in the development and enhancement of a school-wide cuiture that promotes professional growth and student learning.
Provide support and knowledge that inspires and encourages the professional growth of teachers at PLC and school-wide
meelings as resources are utilized for enhancement of student leaming.
Promote and maintain student and ieacher behavior expectations that are conducive fo learing, maximize learning time and
increases the probability of advancing student achievement,
Fstablish and demonstrate positive human relations with students, parents, other staff members, and the community.
Maintain an ongoing program of professional growth that meets District and team expectations and personal, professional goals.
initiate and maintain the involvement of the community and parents in the lgarning processes at the school and ensure the
accuracy, completeness, confidentiality, and security of all student information.
o TYPICAL WORK DAY-.75 time working with students and .25 fime working with mentees
o CONTRACT- 5 day extended confract af a stipend of $2,500

= PLC Leader (up fo 10 positions)
Lead a grade level, subject area or intervention {eam
Facilitate PLC/AIVY fo make informed decisions about cusriculum and instruction based on research and the analysis of student
work
Help determine the essential or guarameed curriculum {lowa Core) for the level or courses assigned fo them, set learing targets
and assessments {0 measure student achievement, examine student work, and modify instructional practices to meet the needs of
their students
Provide an agenda for PL.C meetings
Facilitate PLC/AIW meetings
Serve as a lizison with the LT
Fnsure PLC/AIW notes are up fo date and posted to the shared folder
Review material from PLC/AIW research
Serve as a member of the Van Meter Instructional Leadership Team

o TYPICAL WORK DAY: Normal teacher day. Supports and facilitates PLC/AIW teams

= CONTRACT: 1 day extended coniract ai & stipend of $1,250
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Supporis TLC Provides
One of the challenges we have faced Is providing adeguste support for new staff members, We have a mentor program for teachers new fo

the profession and it has been effective, but we don't have a formalized plan for providing support to teachers new to our district. An innovative
district, we are a part of initfatives that differ from those in most districts. A goal for us Is 1o provide more support for those new to Van Mater by
having mentors for all new employees regardless of the number of years they have been feaching. The Teacher l.eadership and
Compensation will ailow us te provide that support.

By hiring PLC Leaders for each of our Professional Learning Communities and AIW teams, Van Meter will be able to provide the PD support
needed for each teacher to learn in a collaborative process. This aspect of our plan helps the Van Meter District provide the professional
development support needed for each teacher to learn in a collaborative process by hiring PLC Leaders for each of our Professional Learning
Communities and AIW teams. These roles will provide another leadership opportunity for those interested, and help our district ensure that ail
teachers are receiving the support and guidance needed to provide personatized instruction for all of our students.

By providing multiple leadership opportunities not only o increase teacher compensation, but also to support teacher growth and development
in implementing iniiatives within our district, the TL.C plan we have put together effectively meets the goals of our district and state to improve
and personalize learning for all of cur students and staff,

Part 6) Describe how teacher leaders will be selected. (5,000 characters maximum} Please include descriptions of how the district will
determine and evaluate the following in sefecting teacher leaders:

3/10/2014
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a)Measures of effectiveness
bProfessional growih

Choosing the most effective teachers for the leadership positions we have developed will be critical to the success of our program. Using a
process simifar {o how we hire any teaching posifion, we will have a committee of teachers, administraiors, and other stakeholders interview
each candidate. The commitiee of teachers will include equal representation of teachers in the Van Meter Education Association and teachers
not in the VMEA. Each will focus on the applicant's skills within the following areas used from the Teacher Leadership Skills Framework {maore
detailed info can be found here: hitp:/fhit iv/19.J8ij4 ) created by the Center for Strengthening the Teaching Profession;

Working with Adult Leamers
Communication

Collaboration

Knowledge of Content and Pedagogy
Systems Thinking

+ » 5 o ©

Candidates for each position will be asked to model teacher ieadership characteristics within the interview process by orgénizing and running a
PLC meeting in which the candidate discusses instructiona practices with members of the interview commiitee.

The applicants will be scored on a rubric aligned 1o the Teacher Leadership Skills Framework which takes into consideration their effectiveness
on the performance task, in leading the PLC meeting around the above areas, and in their responses to interview questions. To determine
professional growth, teacher leader applicants witl provide individual professional development plans and answer interview questions to
describe how they have evolved as teachers througheut their career. Using this information along with the rubric scores from the interview, the
committee will then compile and review the results. This interview process and any other artifacts provided by applicants will be used to heip
build agreement on the best candidates for each position. Once consensus is achieved by the interview committee a recommendation will be
given to the superintendent. This information along with previous performance reviews and the superinterident interview of the candidates will
be used in determining who will be offered the position.

Once selected, individual plans and goals will be established within individual professional development plans for each teacher leader. Data
will be collected through reflections, observations, and surveys arcund the teacher's effectiveness in working with adults, communication,
collaboration, content and pedagoegical knowledge, as well as systems thinking in relation to their respective teacher leader position. Student
learning data wili aiso be collecied and reviewed to defermine the {eacher leader's impact on teacher effectiveness in relation to student
learning. The teacher leader will do quarterly self evaluation and reflections on his/her effectiveness in the assigned position. This information
will be used in collaboration with the administrator to evaluate the averall effectiveness of the individual in the teacher leader role throughout
the year. Regular and timely feedback provided te the teacher leader by staff and administration along with personai reflections will help
provide the support and ongoing data needed te perform af the highest level.

The teacher leaders will meet regularly as a PLC to review student learning and instructional data. By using formative and summative student
tearning data fror Skills lowa, teacher prepared assessments, and towa Assessmenis, the teacher leaders will determine what supports
teachers might need fo improve student fearning. Instructionai Practices Inventory data, other walkthrough data, and observations will be used
to determine the impact of instructional strategies used. By participating in a professional learning community, teacher leaders will have the
opporiunity o collaborate and grow professionally both as individuals and as a team.

Bimonthly meetings will be planned with administration and the Professional Development Coordinatorfinstructional Strategist to determine
what suppords the teacher leaders may need in refation to the district and building goals established. Professional development will be
planned ir atignment with the IPDM. We will use student learning and instructional practices data collected by the teacher ieaders, surveys
completed by staff, and observations from peers and administration to inform our professional learning for teacher leaders throughout the year.
At the end of each year, the cycie of continuous improvement, as cutlined in the IPDM, will come full circle by our iILT collectively reviewing
teacher leadership data collected from the Teacher Leadership Skills Framework. This review will inform future professionat learning plans for
the district, buildings, and for each individual filing a teacher ieadership role.

This cycle of professional growth and supports will be persenalized to each teacher leader's needs. The Professional Development
Coordinator/Instructional Strategist wili facilitate and lead the professional development with support from administration as needed. The focus
will be or: personal growth and impact of each individual teacher leader using an ongeing cycle for improvement outlined in the IPDM.

Narrative

Part 7} Describe how the TLC plan will utilize teacher leaders to improve the district’'s current professional development pragram. (5,800
characters maximum) Please include the following information in your narrative:

a)Description of the role teacher leaders wilf play in the creation and delivery of professional development,

byDescription of how the district's TLC plan aligns with and incorporates the key elements of the lowa Professionat Developmént Maodel {IPGM).

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

https://www.iowagrants.gov/getApplicationProposal.do?documentPk=1390504984334&0...  3/10/2014



lowaGrants Page 11 of 15

We believe that If we have professional development that is aligned, differentiated and of appropriate intensity, then instruction provided to
each student witl be engaging, meaningiul, personalized, rigorous, and cognitively demanding. The goal of implementing the proposed feacher
leadership model is to improve the quality and responsiveness of professional learning opportunifies for staff and improve instruction through
the implementation of various district strategies and initiatives. If we improve PD, then we can improve instruction whih wiil improve student

learning.

Analyzing various dala sets, the school improvement team (SIT) along with district/buiiding administration has established district goals and
mapped out a two year professional development plan focusing on personalizing learing. This work has been taken to the building level
leadership teams {0 be operationalized.

The data trends indicate we need to address individualized needs of students more effectively. Although we have roughly 10-16% of students
who are not proficient in math, reading or science, we also have 20-30% of students in the same grade level who are advanced proficlent. in
tight of these data, the district's work with MTSS aims at meeting siudents’ needs wherever they are. Aligned with this work is the work of
Competency Based leaming. Both are significant to the district's professionat deveicpment plan.

Delivery of professional learning opperiunities occurs through 10 fulf days throughout the year which are divided between district and building
level PD. We also have weekly collaborative PLC or AW team meetings lasting for one hour. Fuil days often include {he deiivery of theory and
new learning. Weekly collaborative team meetings aiternate between AW scoring sessions and PLC team created agendas. [nstructional
strategists support the delivery of PD by modeling instructional practices and lessons, planning fessons collaboratively, co-teaching, and
providing a sounding board for reflective conversations. Besides coming info classrooms, they can also film other teacher’s instruction, and
cover classes to aliow teachers fo observe instruction in other classrooms within the distiict, ali the while engaging in reflective conversations
with individual teachers.

The engoing cycle of professional learning is where the additional teacher leadership roles propesed in this plan will have the most significant
impact. PD data reveal collaborative teams have varying levels of comfort in sharing and providing feedback to peers regarding instructional
practices. We also see that some {eams of feachers are more ready o implement learning from PD than others. PLC leaders will be key in
keeping coflaborative {eam meetings focused on student learning and can connect the district work with AW te improving instructional
practices of the collaborative team. This designated team feader will also be responsible for bringing back guestions and concerns of & team to
leadership so suppert can be provided in a more timely and differentiated manner. With a background in AW, the PLC leader will be
responsible for working wilh external AIW coaches to pian for district site visits. .

Each of the leadership roles outlined below have a part in the annual evaluation of professional development. Using the IPDM rubric, the semi-
annual PLC survey and formative data pieces shared in monthly instructional Leadership Team (ILT) meetings, teacher leaders contribute to
the overalt evaluation of the professional learning cppertunities planned and delivered for Van Meter staff, Collaberation between the ILT and
SIT will take place at the end of each professional development cycle to review the data and consider adjusiments to goals and direction of
fidure PD, thus coniinuing the cycle of continuous improvement outlined in the lowa Professionai Development Modet.

Merntor teachers address a gap in our current professional development that was maost noted this past year when the district hired more
teachers to address increased enroliment than in the previous five years. Given the continued projection for increased enroliment, our teacher
teadership plan addresses a significant need in supporiing teachers new to our district (whether they are new to the profession or not). Van
Meter's work with MTSS, 1:1 technology access and standards based grading is moving more quickly than teacher preparation programs can
prepare graduates. New feachers from other districts have commented on a similar feeling of being unprepared for these types of instructional
demands.

Professionat development coordinalor is an instructional strategist who has additional responsibilities to support the fearning of leadership
positions added through this plan. This position wil work directly with the Director of Teaching and Learning to plan and deliver professional
development for teacher leaders on a regular basis.

For their own professional development, teacher leaders have cpportunities to learn related to this plan. The PLC Institute in Minneapolis on
June 11-13, 2614, and the AEA “Faciiitating Adull Learners” class are two opportunities we anticipate wili provide initial professional learning
for all fleaders included in our plan, In addition, instructional strategists have their own coliaborative team time with other support teachers
throughout the year. This is in addition to the regular Instructional Leadership Team (ILT) meetings that will be aftended by the teacher leadess
outiined in this pian and the district/building administration. Regutar leadership learning opportunities will also be pianned and defivered by the
PO Coordinator.

Part 8) Given the state and schoef district goals, please provide the following information: {5,000 characters maximum}
ajDescription of how the district will determine the impact/effectiveness of the TLG Plan, including short-lerm and the long-term measures,
bilrescription of haw the district will monitor and adjust the TLC plag based on the resuits of these measures.

Teacher leadership roles created in this plan are designed fo personatize learning for students, improve the guatity and responsiveness of
professional learning opportunities for staff, and improve instruction through the implementation of various district strategies and initiatives.
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Each role supports these goais in slightly different ways. The use of surveys, implementation rubrics, achievement results and observations
will help us monitor, evaluate and adjust the TLC plan. ' :

Data Informed the Plan

An annual use of the IPDM 26 point rubric combined with the semi annual use of “Tracking and Assessing Culiural Changes” (The Power of
Professlonal Learning Comynunities at Work, Solution Tree, 2007) have been used since 2007 and fall of 2010 respectively. The data are used
1o plan professionai development and were also used to inform the creation of the TLC plan. These tools will continue to help measure long
term goals and change in various components of professional leaming opportunities. For exampie, the two lowest scores in [PDM 26 point
tubric: “Collaborative team meetings structured” and “An implementation plan describes what the teacher will be studying and putting in place
in the classroom” were specifically addressed in the creation of the PLC feader role in our district's TLC plan. -

The Professional Learning Community (PLC) model, which uses an inquiry approach to PD supported by coliaborative teaming, is one which
our district implements fo support teachers’ learning. PLC agendas, notes and SMART goal reflections are formative data regutarly reviewed to
assess the quality of professional learning experiences. Reviews of the PLC notes and agendas reveal conversations focused on pianning
instead of learing and offen nof informed by any student data. inconsistencies exist between teams and some feams’ notes and agendas
show fitfle connection te district and building PD. This plan adds leadership roles to support collaborative teams more specifically through the
roig of PLC Leader. : )

Resaarch about strong social skills and assets as they relate to maximizing professional capital is a practice to which our district adheres.
While strengthening content and bedagogy has an important place in professional learning, so does the ability tc coillaborate and share ideas
with colleagues. Results from the InsighteX Culfural Assessment conducted by HumaneX Ventures was part of the district's data set used to
evaluate the sodial capital of our staff and to set goals for continued support for collaborative teams. Informal tools and surveys administered
via GoogleForms allow us to view data quickly and are regularly used, too. These data help us understand staff perception of culture and
climate of our learning environment.

An MTSS implementation rubric (created by the district referencing Colorado Dept. of Ed Ril implementation Rubric) has provided basaline
data for the implementation of MTSS8. Founding principtes of MTSS are in place, but implementation at the classreom level is not happening on
a wide scale. Having teacher leader roles that can mode! and suppori the implementation of MTSS will be an important part of the work.

Monitoring and Adiusting Plan

We believe that If we have professional development that is aligned, differentiated and of appropriate intensity, then instruction provided to
each student witl be engaging, meaningful, personalized, rigorous, and cognitively demanding. The schoo! improvement team {SIT) plans
professional development monthly using the formative results from the previous learning experiences {informal surveys, exit tickets, group
discussion, and ohservations). This helps ensure the learning experiences planned for staff are aligned to need and district vision. The
Instructional Leadership Team {ILT) made up of the teacher leadership roles added in this plan will review summaries of the informal data
coliected by SIT. They will alsc consider teacher retention data and the number of applicants for open positions and analyze formative student
achlevement data from district wide assessments to measure the effectiveness of TL roles and use ihese data to make changes as needed
throughout the year. This tearn along with SIT wilt be valuable In reviewing district and school level data as they relate to the shori and long
terms goals and make suggestions for school improvement planning including the overall TLC plan.

Short term goals for the implementation of the TLC plan would include:
+ better identification of students needing suppori and the areas in which they need it.
» Increase in teacher survey results around differentiated PD supports
= new teachers o district would be pulled out for specific analysis
+ More descriptive PLC notes documenting more consistent, learning focused team conversations

Long term goals for the implementation of the TL.C plan inciude the following:

* improved responsiveness of PD (measured annually by IPDM 26 component rubric, Change in IPl walk through data and feedback from
ST

» better implementation of district initiatives (measured by the annual use of the IPDM 26 component rubric, MTSS implementation rubric,
and district walk throughs),

+ increase in student achievement (measured by FAST early lleracy assessment, iowa Assessments and District wide assessmenis),

+ more immediate and prescriptive interventions that help students close achievement gaps in place for students {TIER system data
intervention data)

Ultimately, the TL.C Plan submitted by our district seeks to improve student learning. Besides state required assessments, we will measure
effectiveness by growth in standardized, disfrict wide assessments {(namely, Skills lowa reading and math benchmark assessments, FAST
early literacy assessments and other common grade leveled assessments). While this growth and feedback is less immediate, we expect to
sae quantitative and gualitative examples of improved student leaming.

Part 9) Describe the school district’s capacity to implement the TLC plar and what the district will do to sustain it ever time. If you intend to
partner with another district or an AEA to implement your plan, please describe that partnership in this section. {5,000 characters
maximum)
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Van Meter Schools is commilied to providing feacher leadership opporiunities. We currently employ four Instructionat Strategists as a district
{two in the secondary, and two in the elementary.} Currently, feachers filling these roles work with {eachers as models, collaborafors and co-
teachers; they also work directly with our students whe show the most need. We see the TLC plan as a way to enhance our current system.
We have adjusted roles for sfaff to best meet student and teacher learning needs, so cur long term objective is to increase leadership
opporiunities in our teacher leader system.

Teacher leadership roles created in this plan are designed 1o personalize learning for students, improve the quality and responsiveness of
professional learning opportunities for staff and improve instruction through the implementation of various district strategles and initiatives. The
use of surveys, impiementation rubrics, achievement resulls and observations will help us menitor, evaluate and adjust the TLC plan,

Van Meter values the role of teacher ieaders, best evidenced by the intentional reduction in administration and increase in feacher leadership
roles. Fven with increasing enroliment, Van Meter Schools had five full ime administrators three years ago and today we have only three.
Student learning data, staff surveys, and community feedback provide evidence in support of the effectiveness of our current structure. We
believe that an even more distributed ieadership system will positively affect teacher practices and improve student learning. The instructional
leadership support the teacher feaders provide wif be a pari of the foundation for the district moving forward. The framework we have
developed in our plan with the teacher ieadership roles including a PD Goordinator/Instructional Strategist, three Insiructional Strategists, two
Mantors, and up to ten PLC Leaders wili help our district build the leadership capacity needed to Improve learning opporiunities for students.

Each role in the TLC plan supports our district goals and initiatives in stightly different ways. The PD coordinator wilf help organize the learning
opportunities for teacher leaders in a way that builds upon the district professional deveiopment outlined for the entire staff, Instructional
strategists, a position we have currently, will still be able 1o work with teachers around identifying and addressing individual student needs while
aiso working directly with students. These roles have supported district inifiatives around MTSS and fowa Core implementation and also serve
as a resource for the personalized learning approach the district befieves is at the heart of its work. Mentor teachers will be & critical component
as our district continues to see growth and hires new staff. Although this role is already in place in the district as welt, the TLC plan calis for
additional respensibilities like supporting all teachers new to the district (veteran and new to the profession). Finally, the additional iayer of PLC
teaders provide supports for structured learning conversations (an area our implementation data suggests needs heip). These leaders, while in
a new position, will help facilitate a well-embedded structure for professional iearning in place in our district since 2010.

This plan allows us to create several more leadership positions, and it better enables us to hire staff to replace the direct instructional ime we
are currently using general fund dolars to support. Though we would envision our district maintaining what we currenily have for the
foreseeable future, the Teacher Leadership Supplement witl allow us to hire 2-3 more fuli ime teachers, another mentor teacher, and up fo ten
PLC leaders. The leadership positions aleng with the full ime feaching positions added, enable us to impact the quality of support for feachers,
which enhances instruction, improves student fearning, and increases opporiunities for feachers and students alike. Because much of the
foundational work of this plan is aiready in place and supported by general education funds, Van Meter Schools is well positioned t6 sustain the
implementation of this TLC plan and the additional roles and responsibiiities it outlines.

Our current systenn is fully supported by the Van Meter Community District Schoot Board as evidenced by the approval of the exiended
contracts for our current Instructional strategists and 3/4 instructional time of our mentor feacher. Administration has worked with ihe district
and buiiding ieadership teams to devise a system that can be susiained over fime through the general fund. However, the Teacher Leadership
Supptement will allow us to promote current staff to feadership positions to support teacher professionat development and instruction, as well
as hire new teachers {o provide a more perscnatized learning experience for Van Meter students.

Ultimately, the VMCSD Board of Direclors, district administration, the Van Meter Education Association, and the pecpie hired for the leadership
positions wilt be responsible for the success of the plan. We have created and developed a cellaborative work environment that our TLC plan
would effectively support. As with all pians, it is only as effective as the people implementing it, and we believe we have a staff of high gualily
individuals willing to work together to continue to improve learning epportunities for students.

Grant Allocation

Enter the district envoliment as reported on Line 7 of the 2013 Ceriified Enroliment Reporf. The number entered is subject to verification by the DE. To enfer the district's certified
enrofiment number, select "Edit" sf the tap of the screen. Once the enroliment field is complefed, sefect "Save” fo view fhe Grant Alfocalion. Then enter the Budgaf ffems and Other

Budget Uses in the space provided,
Certified Enroliment Number* 578.0

The district enrofiment-based allocation is equal fo ihe certiffed enrofiment number x $308.82.

District Enroliment.Based Altocation $178,497.96

Total AHocation $178,437.96

Fart 10 - Budyget Ifems
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Use of TLC Funds _ o ‘ Amount Budgeted

Amount irsed to raise the minimum salary to $33,500 . $0.00
Approximate amount designated to fund the salary supplements for teachers in leadership roles ’ $40,000.00
Amount to cover the costs for the time teachers in leadership roles are not providing direct instruction in a
classroom and to cover the costs when teachers are out of their ¢lassroom to observe or co-teach with Lo $128,497.98
another leacher (e.g. hiring emeritus, part-time, or full-time teachars)
Amount used to provide professional development refated to the lsadership palhways $10,000.00
Amount used to cover other costs assoclated with the approved teacher leadership and compensation ptan. ’ ’
Thase cosla must be itemized and described below and be approved by the lowa Department of Educafion prior $0.00
te implementation of your plan,
Totals $178,497.96
Other Budgeted Uses - Description

ltem description Amount budgeted

‘ $0.00

Total Allocation Budgeted

ézija;ni;"giected Amount to be $178,457.96

If the amount shown below is (negative), the sum total of the dollar smounts budgsted exceeds the enroliment-based allocation.

Remaining Allocation {o be Budgeted 30.09

Budget Alignment

Describe how the TLC Budget is aligned to the school district’s goals for the proposed teacher Jeadership and compensation system, (5,000 characters maximum)

The budget for the Van Meter Community School District Teacher Leadership and Compensation Plan will be used fo supplement pay of
teacher feaders, hire new staff to cover instructional class time for teacher leaders removed from full-tme classroom loads, and to provide
professional development for teacher leaders,

Our current satary for starting teachers is $35,057. With the money received from the state in the Teacher Salary Supplement (TS8) we are
able to meet the minimum salary cutiined by the TLC guidetines.

Van Meter values the role of teacher leaders best evidenced by the intenfional reduction in administration and increase in teacher leadership
roles. Even with increasing enroliment, Van Meter Schools had five full time administrators three years ago and today we have only three.
Student learning data, staff surveys, and community feedback provide evidenca in support of the effectiveness of our current structure. We
balieve that an even more distributed leadership system will positively affect teacher practices and improve student learning. The instructional
teadership support the teacher leaders provide will be a part of the foundation for the disirict moving forward. The framework we have
developed in our plan with the teacher leadership roles including a PD Coordinator/insiructional Strategist, three Instructional Strategists, two
Mentors, and up to ten PLC Leaders will help our district build the leadership capacity needed to improve learning opportunities for students.

We will have four leadership pesitions identified with an estimated number of individuals for each position outlined below:

Instructional Strategist/PD Coordinator (1)- Half of this person's time will be working with students and the remaining fime will be
divided between working with individual teachers and planning/providing professicnal development as needed. This wili be a 15 day
extended contract at a stipend of $7,500.

Instructional Strategists (3)- Half of this persori's time will be working with students and the remaining time wili be working with
teachers ta improve instruction. This will be a 10 day extended contract at a stipend of $5,000 totalling $15,000 of pay for the three
positions. '

Mentor (1 or 2)- This person or peopie in this position wili be working with initiat teachers to the profession and our disirict. .75 of thair
time will be providing instruction fo students and .25 of their time will be working with mentees. These individuals will not have a full
teaching schedule. The position will have a & day extended contract at a stipend of $2,500 totalling $5,000 of pay if there are two
mentors.

PLC Leaders (8-10)-These people will serve as support and teaders for cur Professional Learning Communities. They will have a one
day extended contract and be paid a stipend of $1,250 totalling $12,500 if there are 10 PLC leaders.

.

We are eslimating a total cost for stipends at around $40,000. We will budgst $10,000 for professionat development, which includes training
for teacher leaders in, "Working with Adult Leamers” (class supported by AEA11) and attendance at the national PLC Institute in Minnesota
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June 11-13, 2014. Other local opportunities include classroom cbservations, PLC team meeting observations and instructional walk-throughs
where subs and/or release time will be provided. Fach of these opportunities, coupied with time for collaboration among the teacher leaders will
heip flesh out the strengths and roles of each new leadership position for our schoot district. While clearly identifying the roles of each positicn
continues throughout the year, the TLC planning commiftee saw this observation and reflection time for teacher leaders as an especiafly
important component for starfing the positions off on solid ground.

We are estimating our district to receive $179,180
$3106/ student X 678 (certified enroliment) = $179,180
Cost of stipends = ($40,000)

Professional Development = ($10,060}

Remaining funds = $129,180

The remaining funds will be used te hire approximately three teaching positions that will be needed to back-fili the classroom instruction
vacancies created by the teachers who fill leadership positions and instructional time missed by mentees not teaching a fuli schedule. The
funds used to hire additional teachers will allow us te provide more perscnalized instruction and learmning opportunities for students.

We believe that if we have professional development that is aligned, differentiated and of appropriate infensity, then instruction provided to
each student will be engaging, meaningful, persenalized, rigorous, and cegnitively demanding. The goal of implementing the proposed teacher
leadership model is to improve the quafity and responsiveness of professional learning opportunities for staff and improve instruction through
the implementation of various district strategies and initiatives. i we estabilish distributed ieadership opporiunities that provide quality PD to
suppost personatized leaming, reward professional growth and effective teaching, then we will atiract and retain quallly teachers, improve
student learning, and make Van Meter Schools a learning environment in which everyone wanis to join. We are committed to providing a
personalized leaming system at Van Meter.

Assurances

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

Minimum Salary — The school district
witl have a minimum salary of $33,500  Yes
for ali fufl-time feachers.

Selection Committee — The selection
process for teacher leadership roles will
include a selection commitiee that
includes teachers and administrators
wha shall accept and review
apptications for assignment or
reassignment to a teacher leadership
role and shall make recommendations
regarding the applications to the
superintendeant of the school district,

Teacher Leader Percentage ~ The
districy wiil demoenstrate a good-faith

effort to attaln participation by 26
percent of the teacher workforce in
teacher feadership roles beyond the
initial and career teacher levels.

Teacher Compensation — A teacher
empioyed in a scheol district shali not
receive [ess compensafion in that
dissfrict than the teacher received in the
school year preceding implementation
of the distriet's TLC plan,

Yes

Yes

Yes

Applicabilify — the framework or
comparable system shall be applicable
to teachers in every aftendance center
operated by the school district.

Return fo top
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