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Teacher Leadership & Compensation System

Division VIl of HF 215 created the Teacher Leadership and Compensation System,
as well as the Teacher Leadership Supplement (TLS) categorical funding stream.

* @Goals:
e attract and retain effective teachers
* promote collaboration
* reward professional growth and effective teaching
* improve student achievement by strengtheninginstruction

* Planning Grants: $3.5 million available in 2013

* Phased-in Entry: $50 million available per year for the 2014-15,
2015-16, and 2016-17 school years. Funding is cumulative and includes
a growth factor, so in 2016-17 and beyond TLC will be $150 million+
initiative.
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Teacher Leadership & Compensation System (cont.)

Division VIl of HF 215 provides school districts three models to consider in developing a
local teacher leadership and compensation plan.

Teacher Career Instructional

Paths Model Coach Model

(284.15) (284.16) Comparable Plan Model (284.17)

Based on the work Includes three Includes minimum criteria all plans

of lowa’s Teacher leadership roles: must meet: (1) minimum salary of

Leadership and model teacher, $33,500 for all full-time teachers;(2)

Compensation Task | instructional coach, increased support for new teachers;

Force and creates and curriculum and (3) differentiated, multiple teacher

model, mentor, and professional leadership roles; (4) rigorous selection

lead teacher roles. development leader | process;(5) aligned professional
development system.
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All Participating Districts

In 2014-15,the Commission approved applications from 76 districts for implementation in year
two and 83 additional districts in year three. They join 39 districts from year one.

urx
{'7 !lf%'
‘#~ *@é

\
%

uﬁn‘
!.Ml

Year TLC Plan Approved
Year 1(2014-2015) - 39 198 districts out of 338 (58 6%) have been accepted i
Year 2 (2015-2016) - 76
Year 3 (2016-2017) - 83
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What We’re Hearing - Strengths

TLC implementation is off to a strong start. Stakeholders in all roles have expressed
enthusiasm and have highlighted tangible results in the first few months of implementation.
These early positive results are common across all districts, regardless of size or geography.

/" “A teacher’s day is full, so

" “This is the firsttime in my\ to be able to ask for
career I've been involved support from a coach has
“TLC lets our teachers be ] in creating professional been an awesome
the leaders they are.” development.” ) experience.” Y,

Superintendent, Colo-Nesco  Teacher Leader, Cedar Rapids Teacher, Benton CSD

/ “TLC has strengthened \
collaboration and has led to
the better use of data to

/" “TLC has exponentially
increased the

(u

= DE : , development of teachers... I've noticed a really good
drive instruction... We're and has accelerated their vibe since we’ve
already seeing big gains in work in delivering better implemented TLC. It has
Rtudiachievement.” / \ﬁcruction." /\_ reenergized the staff” )
~
Principal, Sioux City Asst. Supt., Southeast Polk Board Member, Colo-Nesco
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What We’re Hearing — Challenges

While implementation is proceeding smoothly, districts have also shared challenges in
implementing their TLC plans.

* The fast pace of change can be difficult for schools.

e School districts have found that clearly defining each leadership role is critical,
but this can be difficultto do when the roles are new to the system.

* TLC changes the role of the principal, and in many cases this can spark difficult
conversations.

* Implementing TLC can shrink the pool of available substitute teachers. For
example, the Sioux City School District hired 27 teachers this year who were
formerly substitutes.

* Rural school districts may face additional challenges, including filling all of their
leadership roles from within and managing the logistical challenges of teacher
leaders serving schools in multiple communities.
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Creating a System of Support

*|dentify/revisit the needs of the system (students,
teachers, teacher leaders, administrators, community

Phase 3

stakeholders) *Engage in training
o Coaching (teacher
*Establish and communicate a vision for teacher leaders of teachers, *Monitor ?nd
leadership in the greater context of school principals of teacher evaluate impact
improvement (ground the work in a strategic plan, the leaders, and effect
IPDM, MTSS, or some other improvement model) superintendents of
principals)
*Determine/revisit the goals for a system of teacher
leadership and identify indicators of success (attend o Content Knowledge
to impact and effect) and Pedagogy
*Understand and engage in learning about the change o Adult learning

process
o Systems thinking

*Create structures and schedules conducive to
collaboration and professional learning *Cultivate collaboration

*Monitor progress via
analysis of indicators

IOWA Department of Education




T1LC

Jeacherlleadership
& Compensation

| Argeting Supponit

Engagm_g In | &
Professional L'earning &

Planning to Implement

TLC - Layered
Approach

Wellgeine) ko) TES for SUPPOIT

Regional Meetings
» Answer Questions
* Plan for Support

January  J

IOWA Department of Education



Creating a System of Support

The Department of Education is working with stakeholders across lowa to identify,
coordinate and provide opportunities for teacher leaders and school leaders to build
the knowledge and skills they need to be successful in these new leadership roles.

Adult Collaborative | Communication Content, Systems Data Organizational
Learning Culture Pedagogy & Thinking Leadership
Assessment
Focus | Design and |Facilitation of |Cultivation of [Implementat |Integration |Facilitation |Facilitation
Areas | delivery of |group skills ion of and of data and
professional |processes and |associated research and |alignment |analysis enactment of
learning. development |with effective |best practice|of district |and data- |a vision for
of necessary |dialogue with |in content |and informed |school
structures for |colleagues. (lowa Core),|statewide |decision |improvement
professional instruction |educational | making. with teacher
learning and improveme leadership as a
environments assessment. |[nt efforts. point of
to be effective. leverage.
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Information and Support

The Agora Community on the AEA PD Online website will serve as the one-stop-
shop and collaboration hub as districts implement their local TLC plans.

COMMUNITY RESOURCES EXPLORE BY FOCUS AREA
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Principal Support

The Department of Education is partnering with the New York City Leadership Academy
and with stakeholders across lowa to develop an administrator support system to help
principals and other district leaders effectively leverage teacher leadership.

Purpose

To equip and support principals to form a cohesive school leadership team that is aligned to
a singular mission as embraced by the district, and is able to collaboratively plan
instructional change that leverages teacher leaders for school-wide improvement.

TLC Administrator Support Program Description

The TLC Administrator Support Program will be a comprehensive, year-long professional
development program focusing on building the capacity of the principal to develop and
facilitate distributed leadership in their school, namely by supporting and leveraging
teacher leaders as part of the leadership team.

The program includes:

e Three-day summer intensive for the principal and members of district leadership.
* On-going workshops during the school year for the principal and TLC team.

* One-on-one school-based coaching.
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TLC Evaluation

The central focus of the Department’s evaluation plan is on ensuring the TLC system
achieves the goals of attracting and retaining effective teachers, promoting collaboration,
rewarding professional growth and effective teaching,and improving student achievement by
strengthening instruction. Our approach to evaluation includes four key components.
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lowaTLC Web Site

https://www.educateiowa.gov/teacher-leadership-and-compensation-system

or
http://bit.ly/1cQou67
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