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I. Summary 

 

a. Program Name and Overall Goals/Objectives of Program  
 

The Public Education’s Teacher Leader Academy  

 Cultivate and amplify good-to-great teacher leadership capacity in Nevada 

 Enable teacher leaders to analyze and solve problems by building relationships within 

and across the system in order to be effective change agents 

 Aid retention of highly effective educators while expanding effective models of school 

improvement 

 Support a strong Academy alumni network whereby participants remain connected 

horizontally to a larger professional community of like-minded teacher leaders and 

vertically to other school-based and district-based leaders 

 Connect Teacher Leader Academy alumni to national education reform experts, ideas 

and resources 

b. Abstract and Results Overview  

 

The Teacher Leader Academy is modeled after The Public Education Foundation’s Executive 

Leadership Academy model. However, the Teacher Leader Academy has a distinct focus—to 

create a network of teachers who can rethink the teaching profession in a way that creates 

transformational change. The Teacher Leader Academy network represents excellence within 

and beyond the classroom. Participants develop a holistic skill set including strategic problem-

solving, advocacy, and understanding of education policy, utilization of technology and data, 

and collaboration with community stakeholders. 

 

In 2017-18, 67 teachers in Cohort 3 completed the Teacher Leader Academy experience. All 

participants participated in the following components: 

 

 Nine monthly course modules which included two days (8 hours) of face-to-face dialogue 

and instruction led by an expert faculty member 

 Eight community leader sessions (1 hour/session) in which Academy participants met 

with community leaders ranging from state senators to local advocacy/policy experts 

 Monthly sessions in which participants identified and developed site-based problems of 

practice, resulting in the completion of a group Capstone Project (15 projects total for 

Cohort 3). Projects will be shared publicly and posted on The Public Education 

Foundation website.  

 Monthly mentor sessions in which participants met with Academy Alumni from Cohort 2 

for guidance and project management support as needed 
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Knowledge capital includes personal assets such as skills and knowledge, social capital in 

terms of relationships and connections, as well as tangible capital in the form of resources 

and intangible assets such as reputation of a network or status of the profession. 

Changes in practice come from leveraging knowledge capital and applying it to a specific 

situation. Adapting and applying knowledge capital in different contexts can lead to changes 

or innovations in actions, practice, tools, approaches, or organizational systems. 

Growing cohorts of invested teacher leaders across Clark County and Nevada is crucial to 

improving the trajectory of student achievement. The Public Education Foundation’s Teacher 

Leader Academy now has 164 teacher leader graduates to strengthen the collective impact of 

the profession.  

 Of the 34 teachers who completed Cohort 1, 32 (94%) continue to teach in Clark County 

schools, and one has moved into administration in Clark County.  

 Of the 63 teacher leader graduates in Cohort 2, 62 (98%) are continuing to teach in 

Clark County for the 2017-18 school year, while one has moved out of state (with the 

intent to remain in education.)  

 Of the 67 teacher leader graduates in Cohort 3 65 (97%) are continuing to teach in 

Clark County for the 2018-2019 school year.   

 

Teacher leaders collaborate with Dr. Frederick Hess to     Teacher leaders Bringing It All Together with Dr. Hess  
to implement Cage-Busting Teaching.                        in reviewing the impacts of the Teacher Leader Academy.   
 

c. Next Steps  

The Public Education Foundation has secured funding for FY 19 to launch Cohort 4 (up to an 
additional 70 teachers). With the secured funding, the Teacher Leader Academy will focus on 
the following areas: 
 

 Continue to evaluate impact of course content and adjust instructors/course focus 
accordingly 

 Produce and share final projects with school and system leaders and the community 

 Facilitate quarterly Teacher Leader Academy Alumni and Executive Leadership 
Academy Alumni professional development opportunities to support collaboration 
between teacher leaders and administrators 
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 Highlight and publicize work of Teacher Leader Academy Alumni in their schools at the 
local and state levels 

 Collect cohort retention and impact data and share with stakeholders 

 Continue to procure potential partners in order to provide experiential visits to innovative 
schools outside of Clark County and the state 

 
            Teacher Leader Academy Cohort 3A                                            Teacher Leader Academy Cohort 3B 

 

 

 

II. Grant Funded Activities 

a. Name of Activity and Overview  

The Public Education Foundation’s Teacher Leader Academy builds each cohort of 

participants from a pool of highly effective teachers nominated for the Academy by his/her 

school administrator. School administrators provide a completed Leadership Behavior Grid, 

rating nominees in 10 areas of skills/qualities including Results Orientation, Influence and 

Collaboration, Change Leadership and Respect for Others. Nominees also complete an 

application, and their responses to selected questions are scored with a rubric. The Academy is 

committed to including teachers with diverse backgrounds and areas of teaching 

expertise/experience. 

The Academy brings to Nevada a roster of faculty that includes renowned scholars and 

leading practitioners from across the country. Participants are able to practice teacher leader 

skills and competencies focused around leadership, engagement, influence/advocacy and 
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problem-solving as they work closely with Academy faculty and interact with their peers. Each of 

the nine monthly course sessions, facilitated by different national guest instructors, runs 10 

hours. 

The Teacher Leader Academy also incorporates local or state leaders in each course 

session. These leaders come from the corporate, business or public policy sectors. This 

component of the program exposes teacher leaders to Nevadans making a difference in the 

community who share a passion for education. It gives participants an opportunity to grow their 

network and engage with stakeholders beyond their schools and school community.  

The program culminates with a capstone project where participants work collaboratively 

to identify and design solutions to a challenge faced in their educational contexts.  

   

b. Participant Information   

 67 CCSD K-12 teacher leaders (representing 42 different schools) participated in the 

Teacher Leader Academy in 2017-18 

 82% of participants taught in Title I eligible schools 

 36 participants worked in elementary schools, 13 in middle schools and 16 in high 

schools 

 2 teacher leaders worked in positions in Psych Services and CTA central offices 
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c. Area(s) of Effectiveness Measured 

When exploring areas of effectiveness to assess it is first important to identify the levers that 

directly impact those elements. The most important aspect of improving student achievement is 

the teacher in the classroom. To improve student achievement, it is important that a school 

consist of persistent, high quality teachers. 

The urgency and importance of the Teacher Leader Academy is driven by both the teacher 

shortage crisis experienced by the Clark County School District and the extremely high teacher 

turnover rates that exist in Nevada. 

 

Figure 1. 

 

 

 

 

 

 

 

 

 

 

 

 

One of the stated goals of the Teacher Leader Academy is to “aid retention of highly effective 

educators while expanding effective models of school improvement”. Figure 1 charts the most 

recent national data available regarding teacher turnover rates, and illustrates the dire situation 

in Nevada where teacher turnover rates at schools run on average at 20%. 

There are far reaching implications to not only teacher turnover rates but also to the teacher 

shortage crisis. At the time of this writing, in October 2018, there are just over 500 licensed staff 

vacancies in the Clark County School District.  

As illustrated in figures 2, all students are not equally impacted be the teacher shortage.  

Students who attend schools with high FRL (Free or Reduced price Lunch eligible) or ELL 

 

Figure 1. 
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(English Language Learner) rates are twice as likely to have a long term sub than those 

students who attend schools with low FRL rates. 

 

 

 

 

 

 

 

 

 

 

 

 

 

High numbers of long-term subs in a school are strongly associated with negative student 

outcomes. An analysis of data from the Nevada Report Card website revealed that students 

who attend schools with higher numbers of long-term subs significantly underperform students 

who attend schools with less long-term subs. This holds true for achievement in both Math and 

Reading. 

The chart in figure 3 illustrates these findings. For this chart each elementary school was 

designated in one of the three following categories: 

1. Low Long-Term Subs 

2. Mid Long-Term Subs 

3. High Long-Term Subs 

Each category contains approximately one third of Nevada elementary schools, and each 

school is placed in a category based on the number of students enrolled per long term sub at 

the school. 

The SBAC assessment is a vertically aligned assessment, which means that a student’s score 

should increase from grade level to grade level. Depicted in the chart in figure 3 is the average 

SBAC scale score in Math across each grade level for the schools in each of the long-term sub 

categories. 

Figure 2. 



 

9 
 

What we see is that students in schools with more long-term subs significantly underperform 

students in schools with less long-term subs. As indicated by the dotted line, 5th grade students 

in school with high amounts of long-term subs are performing approximately year behind 

students in low amounts of long-term subs. In other words, the average scale score of 5th 

graders in schools with high amounts of long-term subs is approximately equivalent to the 

average scale score of 4th grade students in schools with low amounts of long-term subs.  

Figure 3. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The measures of this report aim to demonstrate that the Teacher Leader Academy: 

 Retains high quality teachers. 

 Supports teachers in schools of the greatest need. 

 Is associated with improved student achievement. 

 Is associated with improved teacher evaluations. 

 Enhances leadership qualities of participants. 

 Is valued and appreciated by participants. 

The results overview section of this report (p.3) has already established that teachers who 

complete the Teacher Leader Academy have a retention rate well over 90%. The following 

section will review the remaining measures. 

 

 

 

 

Figure 3. 

Figure 4. 
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d. Effectiveness Measure for Each Area, Including Rationale for Chosen Measure 

It is the intent of the Teacher Leader Academy to cultivate and amplify good-to-great teacher 

leadership capacity in Nevada. Figure 2 of the preceding section illustrates that there is no 

greater need for this than in high poverty, high ELL schools.  

The chart in figure 4 demonstrates that the Teacher Leader Academy serves teachers in 

elementary and middle schools that have significantly higher FRL and ELL rates than the state 

averages.  The chart in figure 5 indicates that the Teacher Leader Academy serves teachers in 

high schools that have significantly higher ELL rates than the state average. The levels have 

been broken out this way to correspond with the achievement data to be reviewed in the next 

section. 

 

 

 

 

Figure 4. 

Figure 5. 
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It has been demonstrated that the focus of the Teacher Leader Academy is directed at those 

schools most in need.  Additionally, it has been established that schools with high FRL and ELL 

rates score significantly lower than those with lower FRL and ELL rates.  

We now examine the outcomes of those schools who employ teachers who participated in the 

Teacher Leader Academy. Even though the Teacher Leader Academy served teachers in 

schools with significantly higher rates of FRL and ELL students, figures 6 and 7 show that TLA 

participant schools significantly outperformed the state in 9 of the 12 assessed grades and 

subjects. 

 

 

 

 

 

Figure 6. 

Figure 7. 
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Another important measure of student learning is academic growth. The Nevada Growth Model 

assigns each student with at least two consecutive years of SBAC testing with a student growth 

percentile. 

A student growth percentile measures how a student performed on the SBAC exam compared 

to their academic peers. An academic peer is a student with the same scoring history on the 

state exam. A student’s growth percentile indicates how a student’s growth on the SBAC 

compared to students with the same historical. In other words, a student with a growth 

percentile of 60 performed better than 60% of students with the same scoring history.   

The student growth percentile considers where students started and when aggregated at the 

school level helps differentiate where students are growing the fastest. This measure is critical 

in evaluating student performance associated with TLA participating schools because by 

considering where a student starts the measure provides a better “apples to apples” comparison 

across schools.   

As shown in figure 8, 61% of TLA participating schools have a reading median growth percentile 

above the state median of 50. No TLA participating school had “low growth” which the state 

defines as a median growth percentile below 35. 

This data tells us that on average, students at schools with teachers who participated in the 

Teacher Leader Academy grew more than their academic peers across the state.   

 

 

 

 

 

Figure 8. 
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Similarly, figure 9 shows that 61% of TLA participant schools had a math median growth 

percentile above the state median of 50.  

Like reading, this data shows that on average, students at schools with teacher who participated 

in the Teacher Leader Academy grew more than their academic peers across the state. 

 

 

High schools with Teacher Leader Academy participants are also associated with significantly 

higher academic achievement. In high school, Nevada administers the ACT to all 11th grade 

students. The average ACT composite score for 11th graders in TLA participant schools was 

18.4, significantly higher than the state average of 17.5.  

These results, shown in figure 10, represent the results across 8 TLA participating high schools 

which tested almost 4,000 students. 

  

Figure 9. 
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Another aim of the Teacher Leader Academy is to aid the retention of highly effective teachers. 

Teacher quality in Nevada is measure by the Nevada Educator Performance Framework 

(NEPF). Not only does the Teacher Leader Academy aim to retain highly effective teachers, but 

they also strive to expand their capacity. To explore the effectiveness of TLA participating 

teachers we now review their NEPF results. 

The NEPF Teacher and Administrator protocols put out by the Nevada Department of Education 

outlines the following goals of the NEPF system: 

Goal 1: Foster student learning and growth. 

Goal 2: Improve educators’ effective instructional practices. 

Goal 3: Inform human capital decisions based on a professional growth system. 

Goal 4: Engage stakeholders in the continuous improvement and monitoring of a 

professional growth system. 

Additionally, the protocols document identifies the following purposes of the NEPF: 

● Establish criteria to determine whether educators are: 

o Using data to inform decision making (goals 1, 2, & 4) 

o Helping students meet achievement targets and performance expectations (goals 

1 & 4) 

o Effectively engaging families (goals 1 & 2) 

o Collaborating effectively (goals 1, 2, & 3) 

 

It is believed that the NEPF provides the most uniform, reliable, and valid data that can assess 

the Teacher Leader Academy outcomes pertaining to teacher leader practices. Those standards 

which best align with the intended outcomes of the Teacher Leader Academy are the following 

Professional Responsibilities Standards: 

● Standard 1: Commitment to the School Community 

● Standard 2: Reflection on Professional Practice and Growth 

Figure 10. 
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● Standard 3: Professional Obligations 

● Standard 4: Family Engagement 

 

Figure 11 displays the year over year NEPF scores for TLA participating teachers in the 

aforementioned standards along with their score on the performance of their student learning 

goals. TLA teachers saw an improvement in their NEPF rating across all standards and the 

improvement was statistically significant for both standards 1 and 2. 

 

 

 

Changes in administrative practices of TLA participants are measured by a pre/post survey 

administered to participants to assess their perceptions of leadership. The survey consisted of 

scaled items measuring constructs including: 

 Team Leadership 

 Influence and Collaboration 

 Strategic Orientation 

 Change Leadership 

 Information Seeking 

 Developing Others 

The survey was adapted from a leadership behavior rubric developed by the University of 

Stanford Graduate School of Business.  

Each leadership question was followed by a continuum of five possible responses that could be 

considered as part of a Likert scale from 1 to 5, where 5 would demonstrate the highest strength 

of leadership qualities. 

 

Figure 11. 
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Figures 12 through 17 display each leadership question and the response rates for each of the 

possible answers. In the displays the possible responses for each question are listed in 

descending order of the strength of leadership they represent. In other words, the higher the 

response in the display the stronger the leadership quality that response represents. 

For example, figure 12 contains the analysis for the question regarding team leadership. The 

response with the strongest leadership qualities is, “I recruit others into duties and roles based 

on insights into their individual abilities and talents and I recognize when others exceed 

expectations.” 

The response representing the weakest leadership quality is, “I’m not currently engaged with 

leadership responsibilities.” The bars and labels in the display represent the response rate in the 

post-survey that was administered at the conclusion of the Teacher Leader Academy. The red 

line in the display represents response rate in the pre-survey administered prior to the Teacher 

Leader Academy. 

Again, looking at figure 12, the response rate in the post-survey for, “I recruit others into duties 

and roles based on insights into their individual abilities and talents and I recognize when others 

exceed expectations”, was 30.4%. While the response rate for that answer in the pre-survey 

was just under 10% in the pre-survey. 

Converting the possible responses to a Likert scale of 1-5, the responses to the team leadership 

question saw significant improvement on the leadership quality of TLA participants on this 

construct. 

 

 

  

Figure 12. Team Leadership 
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Figure 13. Influence and Collaboration 

Figure 14. Strategic Orientation 
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Figure 15. Change Leadership 

Figure 16. Information Seeking 
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An analysis was conducted on the leadership self-assessment survey by converting all 

responses to a Likert scale of 1-5. A paired t-test was conducted to compare the pre- vs. post-

assessment responses of the TLA participants. The change in results were statistically 

significant with positive gains across all six leadership constructs demonstrating improved 

administrative practices. 

Finally, to assess the support and assistance of teachers provided by the Teacher Leader 

Academy surveys were sent to participants at the end of each course to gather their perceptions 

asking: 

 How relevant was the course to you as a teacher leader? 

 How likely are you to implement something from this course to improve your practice? 

 How much impact do you think this course will have on your work as a teacher leader? 

 Was this course a good use of your time? 

 Did this course meet its stated objectives? 

Figures 18 through 21 show the responses to the questions that were common across courses, 

while figures 22 through 37 illustrate participant perceptions of the courses meeting their stated 

objectives. 

 

 

 

 

 

 

Figure 17. Developing Others 



 

20 
 

 

 

 

 

Overwhelmingly, participants felt the program was relevant to their work and they would be 

likely to implement something from the program to improve and/or support their practice. 

Participants felt those courses that focused more on the classroom and school, course 1 - 

“Teachers Driving Change” and course 8 – “Leading Great Instruction” were the ones most 

relevant to them with over 94% indicating the courses were very or extremely relevant. 

Similarly, over 93% of participants indicated it was very likely or extremely likely they would 

implement something from those courses to improve and/or support their practice. While, 

participants were slightly less enthusiastic regarding courses that focused more on aspects 

external to the classroom and school, such as course 7 – “Engaging Communities”, a large 

majority of respondents, over 66%, still felt the courses were very relevant and likely to produce 

changes that would be implemented in their practice. 

Figure 18.  

Figure 19.  
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Figure 21 shows that participants of the Teacher Leader Academy felt the courses were 

extremely valuable and a great use of time with at least 64% and up to 96% indicating the 

courses were a very good use of time or a great use of time. 

Like the prior questions, respondents viewed those courses that focused on aspects internal to 

the school most favorably with over 95% indicating the courses were a very good or great use of 

their time. Classes that focused on aspects external to the classroom were also viewed very 

favorably, however slightly less so.  

Figure 20.  

Figure 21.  
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Participants felt the courses were a great use of time and they indicated they were likely to 

implement strategies from the courses into their practice. Now we explore if participants 

believed the courses met the stated objectives of the courses. 

Figure 22 indicates that almost 94% of respondents said that course 1, “Teachers Driving 

Change”, did very well or extremely well at demonstrating strategies to influence colleagues and 

administrators. And almost 80% of respondents felt the same way about the course’s ability to 

demonstrate strategies to stretch the use of community impact. 

One participant commented, “I was able to start using what I learned from the session right 

away!” While another said, “I feel like this made me see the bigger picture of being a leader. I 

have been thinking about my platform a lot since the training. I also feel better equipped to 

handle conflict.” 

Figure 22.  

Figure 23.  
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Course 2, “The Cage-Busting Teacher”, was also overwhelming perceived to meet its stated 

objectives of demonstrating strategies to create schools where teachers can do their best work 

as well as strategies to negotiate within school systems. 

One respondent commented:  

“It helped me realize that I am not alone in my room. I need to be an advocate for all in 

my school and not be afraid to go to someone to solve a problem. I also need to be more 

willing to shout from the rooftops when something great is happening at the school as 

well.” 

While others commented that the course was “practical” and “gave us information we could 

immediately use”.  

Figure 24.  

Figure 25.  
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Like the courses before it, participants overwhelming felt that course 3, “Teachers as 

Innovators”, did very well or extremely well at demonstrating its stated objectives of improving 

problem solving abilities and strategies to think big and test small. 

One participant commented, “I fell like Matt made things seem very doable. This session made 

the first two sessions more relevant.” 

There were also participants who indicated, “This session seemed focus on bigger educational 

reform than I am interested in. It was good just not completely relevant to what I am looking for.” 

This type of response was more likely for courses that attempted to focus on issues more 

outside the standard comfort zone teachers were accustomed to. 

 

Figure 26.  

Figure 27.  
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Despite respondents indicating that course 4, “Policy and Teachers”, was slightly less relevant 

to their work as a teacher leader, they decidedly felt that the program did very well or extremely 

well at meeting its stated objectives with over 90% of respondents feeling that way. 

Although this course focused on aspect outside of what teachers typically focus on day to day, 

respondents indicated the session was “eye opening”. One participant quipped, “Great 

information for teachers in helping gain perspective on the big picture of education and the view 

from outside the field.” 

  

Figure 28.  

Figure 29.  
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Like the sessions that preceded, course 5, “Collective Leadership”, was perceived to do very 

well or extremely well at meeting its stated objectives by a large majority of respondents, over 

76%. 

Once perception of this course that came up multiple times was that participants felt there was 

an overwhelming amount of content. Two of the observations regarding the course included: 

“Almost too much information to fit into the time given.” 

“It seemed that they had more content to cover than we had time.” 

This session may be served by narrowing the scope of the content to better meet teachers 

where they currently are regarding collective leadership topics. 

Figure 30.  

Figure 31.  
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Over 78% of TLA participants felt course 6, “Expanding Spheres of Influence”, did very well or 

extremely well at demonstrating strategies to reframe issues as problem-solving questions and 

improving participants’ understanding of interest-based negotiations. 

Like some of the other courses, participants indicated this course exposed them to some very 

new ways of thinking about issues. Some participants remarked: 

“Learning strategies on how to effectively negotiate and how to understand both sides of 

issues were eye opening.” 

“Having a training on negotiation was a first in my career and highly impactful.” 

Although participants were less likely to indicate they would implement something from this 

course in their work, they did indicate it helped change their thinking.  

Figure 32.  

Figure 33.  
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Approximately 78% of participants felt course 7, “Engaging Communities”, did very well or 

extremely well at demonstrating strategies to utilize parents as partners. However, only 61% of 

participants felt the same way about the session’s ability to demonstrate strategies to work with 

non-profits and other stakeholders to build bridges to the classroom. 

A perspective that was expressed by one participant was that should be acknowledges was: 

“Teaching and leadership in my building and district is already very challenging and time 

consuming for me. I’m not sure how I could possibly add more responsibility and 

continue doing good work with my own students.” 

Overall, participants understood the importance of engaging communities, but there seemed to 

be concern that it could be overwhelming. 

Figure 34.  

Figure 35.  
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Course 8, “Leading Great Instruction”, was one of, if not the most, popular courses offered in the 

program. Participants overwhelmingly felt the course accomplished its stated objectives and felt 

confident the course was an excellent use of their time and they would implement strategies 

from the course in their work as a teacher leader. 

Participants remarked:  

“The instructional core and development of teachers/students/content was excellent. I’m 

looking forward to holding on to this pedagogy going forward in working with staff and 

students.” 

“I’ve already used some of the structures in my classroom.” 

Figure 36.  

Figure 37.  
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From the perceptions of participants “Leading Great Instruction” combined relevance to their 

work with new strategies making the course, as one participant said, “practical and actionable”. 

In conclusion, it has been established that the Teacher Leader Academy is focused on a clear 

and urgent need of cultivating and retaining teachers in some of the most at risk schools in 

CCSD.  Despite the elevated rates of FRL and ELL students, the TLA participant schools are 

associated with: 

 Higher proficiency rates on the SBAC. 

 Higher growth on the SBAC. 

 Higher average composite ACT scores. 

Teachers who complete the Teacher Leader Academy are more likely to continue to teach Clark 

County schools compared to their peers. Given the current teacher shortage crisis in CCSD and 

high teacher turnover rates in Nevada, these results are both remarkable and desperately 

needed. 

Teachers who completed the program also saw changes in their instructional and administrative 

practices that resulted in: 

 Significant improvement on Nevada Educator Performance Framework (NEPF) ratings. 

 Significant improvement in leadership qualities such as: 

o Team Leadership 

o Influence and Collaboration 

o Strategic Orientation 

o Change Leadership 

o Information Seeking 

o Developing Others 

Finally, participants indicated that the program assisted them by providing courses that they felt 

were relevant and actionable. Overall, the effectiveness measures utilized to evaluate the 

Teacher Leader Academy provide evidence the program is successful at: 

 Improving the achievement of students. 

 Assisting and supporting teachers. 

 Changing leadership practices. 

 Improving the retention of highly effective teachers. 

 

e. Implications for Future Implementation 

We will continue to grow cohorts of teacher leaders with future Academies and will support the 

Alumni base of Academy graduates with networking opportunities and resources within and 

beyond schools. We will do this by creating the space for creative problem-solving and by 

championing leadership models with teacher leaders at the center. We will continue to amplify 
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teacher leaders’ knowledge and skills to help them create the schools/systems where they can 

do their best work for students.  

In addition, we will promote teacher leadership within the district, across the state and at the 

national level. We intend to work with other professional development providers working to align 

teacher leadership efforts across the state. Finally, we expect to explore partnerships with 

national organizations such as the National Network of State Teachers of the Year (NNSTOY), 

Teach Plus, National Center for Teaching Quality and 4.0 schools to further promote teacher 

leadership in Nevada.     

f. Optional – Supporting Materials (See Appendix) 

 

 

III. Budget Summary 

a. Narrative Overview of Use of GTL Funds Awarded 

In summary, the Great Teaching and Leading Funds (GTLF) awarded were utilized in four 

program cost areas: 1) Salaries for Teacher Leader Academy (TLA) staff, 2) Purchased 

Professional Services to pay honoraria for Teacher Leader Academy Faculty and consultants to 

support the program, and 3) Staff travel to attend a state conference supporting teacher 

leadership, and 4) Books and Periodicals, which were pre-read assignments for select course 

sessions as well as leadership simulations.   

 

b. Brief Description of Expenditure Categories and Description 

Expenditure Category    Description 

100 – Salaries      Funded percentage of Teacher Leader 
       Academy staff salaries 
 
300 – Purchased Professional Services  Funded honoraria for Teacher Leader  
       Academy faculty 
 
       Funded consultants to provide program 
       support, data collection, analysis, and 
       reporting 
 
500 – Staff Travel     Funded Academy staff to travel to a state 
       conference supporting teacher leadership 
 
600 – Books and Periodicals    Funded pre-read books for select  
       course sessions as well as leadership 
       simulations 
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c. Awarded Funds vs. Unexpended Funds, Including Narrative of All Unexpended 

Funds 

There were approximately $28,793 in carryover funds requested from 2017-18 to 2018-19 due 

to unexpected fluctuations in spending of the various line items in the grant. The most notable 

fluctuations in spending of funds came from Object 300 (Purchased Professional Services) in 

which we budgeted $12,000 more than was needed, which was then re-allocated to Object 300 

(Support Services) to cover the cost of consulting services. Note: we do expect to utilize all of 

the Object 300 funds in 2018-19. Budget line 600 (software) was also not needed in 2017-18, so 

the $5,000 was also re-allocated to Object 300 (Support Services) toward consulting support. 

Finally, Object 500 (Staff Travel) was reduced by $3,000 and Object 800 (Dues and Fees) was 

reduced by $3,000 as the Academy teaching calendar did not allow staff to travel during the 

year as was originally budgeted. The Dues and Fees were re-allocated to Object 300 (Support 

Services) to further cover the cost of consulting services for a total re-allocation to this line item 

of $20,000.   
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Appendix 

Teacher Leader Academy Course Content – Cohort 3 
 

October 4-5, 2017 
Course 1 – Teachers Driving Change 
Instructor – Alex Kajitani (State Teacher of the Year) 
Outcomes – Defining teacher engagement 

      Utilizing the world beyond your classroom 
Influencing colleagues and administrators 
Stretching the use of community impact 

 
November 15-16, 2017 
Course 2 – The Cage-Busting Teacher 
Instructor – Dr. Rick Hess (AEI, Harvard, Rice, Georgetown, Penn, Virginia) 
Outcomes – Creating schools where teachers can create great schools 

Mobilizing teacher authority grounded in expertise and professional    
responsibility 
Learning to negotiate in both school systems and the larger currents 
of policy 

Community Leader Speaker:  Nevada Succeeds/Meredith Smith 
 
December 6-7, 2017 
Course 3 – Teachers as Innovators 
Instructor – Matt Candler (Founder, 4.0 Schools) 
Outcomes – Teaching and problem-solving 
                      Supporting teachers as innovators 
                      Thinking big and testing small 
Community Leader Speaker:  Senator Valerie Wiener (Retired) 
  
January 17-18, 2018 
Course 4 – Policy and Teachers 
Instructor – Celine Coggins (Founder, Teach Plus) 
Outcomes – Understanding policy context and policy makers  

      Influencing policy and using voice effectively 
      Examining the role of unions in the context of policy 

Community Leader Speaker:  Caryne Shea/Vice President HOPE for Nevada 
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February 7-8, 2018 
Course 5 – Collective Leadership 
Instructor – Kristoffer Kohl/Jennifer Barnett (Center for Teaching Quality) 
Outcomes – Building collective leadership to elevate the teaching profession 
                      Engaging all leadership styles and empowering all teachers 
                      The power of networks 
Community Leader Speaker:  Clark County Commissioner Chris Giunchigliani 
 
March 7-8, 2018 
Course 6 – Expanding Spheres of Influence/Negotiating Your Agenda 
Instructor – Dan McCray, J.D. (Cornell University) 
Outcomes – Reframing issues as problem-solving questions 
                     Creating value for other stakeholders 
                     Understanding interest-based negotiations 
Community Leader Speaker:  Dr. Mike Barton/CCSD 
                       
April 11-12, 2018 
Course 7 – Engaging Communities Beyond the Classroom Walls 
Instructor – Jeana Preston (San Diego State University/Center for Family, School 

Community Engagement)     
Outcomes – Utilizing parents, communities, and partnerships 
                      Working with non-profits and other stakeholders to build bridges to 
the classroom 

Creating opportunities through the mobilization of stakeholders 
Community Leader Speaker:  Legislative Advocacy/Amanda Haboush, Jared 
Busker 
 
May 2-3, 2018 
Course 8 – Leading Great Instruction 
Instructor – Dr. Liz City (Harvard) 
Outcomes – Influencing quality instruction beyond the classroom 

Utilizing data to improve learning for students 
Improving the quality of PD, PLCs and meetings 

Community Leader Speaker:  CCEA/Vikki Courtney, Theo Small 
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May 30-31, 2018 
Course 9 – Teaching and Leading/Capstone Workshop   
Instructor – Maddie Fennell (State Teacher of the Year/Exec Director Nebraska 
State Education Association) 
Outcomes – Synthesizing learning outcomes throughout the Academy 
                      Capstone coaching from national expert 
  Capstone coaching from peers 
Community Leader Speaker:  Richard Steele 
 
August 2018 
Course 10 – Bringing It All Together  
Instructor – Dr. Rick Hess (AEI, Harvard, Rice, Georgetown, Penn, Virginia) 
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Teacher Leader Academy Cohort 3A/3B 

FINAL Capstone Summaries 

Cohort 3A  

Master Teachers to Leverage Teaching Quality and Promote Student Achievement 
 

This team explored how teachers might leave the profession if they lack non-

administrator leadership pathways, mentorship from colleagues (especially if the 

teacher is new), and supports in content-specific strategies. To address these issues, the 

team proposed the establishment of a Master Teacher position that would provide a 

new leadership opportunity, expand mentor-mentee opportunities, and expand peer-

to-peer support in instructional practice. 

Clark County Family and Community Engagement Week 

This team explored common family-engagement initiatives that CCSD as a whole could 

implement to promote positive relationships between schools and families. The team 

proposed a district-wide Family Engagement Week in which schools could host activities 

tailored to their school community’s needs, including open houses, information 

sessions, social gatherings, and volunteer opportunities. 

Better Serving English Learners Through a Zero-Year Policy 

This team explored the challenges that English Learners who are new to the country 

face when entering schools with English as the language of instruction. To promote 

equity for these students, the team proposed a zero-year policy, which would allow 

these students the time for intensive immersion in English and acclimation to the school 

climate; funding newcomer academies; and amending the graduation rate formula to 

account for the zero year. 

Structured Collaboration Between General and Special Education Teachers 

This team explored lack of communication between special and general education 

teachers in serving students with disabilities. To promote more effective collaboration, 

the team proposed structured collaboration time between these teachers at individual 

school sites, coupled with a toolkit to provide teacher opportunities to organize their 

work, track their progress weekly, and improve their practice over time. 
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Full STEAM NV 

This team explored the lack of a centralized access point for the multitude of resources 

for science, technology, engineering, arts, and math, or STEAM. To address this, the 

team proposed Full STEAM NV, a wiki-style online resource in which educators can 

curate and access various high-quality STEAM resources for their students and practice. 

Expanding Project Based Learning 

This team explored how project-based learning, or PBL, can challenge students to learn 

about, develop, and practice both hard and soft skills, from required academic content, 

to skills like verbal communication, problem-solving, and team collaboration. The team 

proposed developing PBL curricula in several elementary schools and sharing model 

curricula and professional development with other schools for wider PBL 

implementation. 

Improving Professional Learning Communities 

This team explored how educators could better use professional learning communities, 

or PLCs, to analyze data and plan their lessons, promote teacher buy-in, and expand 

teacher voice in decision-making. To address these, the team proposed a PLC structure 

that provides weekly opportunities for teachers to collaboratively analyze data, uses an 

agenda to discuss lesson planning and track planning over time for accountability, and 

grants teachers greater autonomy in decision-making to drive their practice at the 

school site. 

 

Cohort 3B 

N.E.E.D.: Nevada Education Equity Deficit 

This team explored the opportunities for school organizational team (SOT) members to 

better understand how Nevada’s public school are funded, given the critical role that 

SOTs play in site-based funding and program decisions. Therefore, the team developed a 

presentation to deliver to SOTs that describes the Nevada Plan, its history, and 

proposals for new funding mechanisms to support today’s students and public schools. 

The presentation also answers frequently asked questions about funding, such as how 

the state has allocated funds from voter initiatives like the marijuana tax. 
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Parent Liaisons for Family Engagement 

These teams explored the importance of building stronger relationships with families in 

the local community in order to improve student achievement, and also considered 

provisions in the State Improvement Plan and the Every Student Succeeds Act that call 

for family and community engagement plans for schools. To address these, the team 

proposed that schools hire a position who would serve as a key liaison, trainer, and 

facilitator among teachers, administrators, CCSD FACES, and local families and 

community partners. 

A Better Approach to Funding Nevada Schools 

This team explored how the top-down approach to school funding, from the state to 

districts to individual schools, does not provide a strong feedback mechanism for the 

state to make informed funding allocations that account for schools’ actual projected 

needs. To address this, the team proposed a system by which individual schools would 

determine their total projected funding needs, and from which the district, with a total 

districtwide budget, could inform the Nevada Economic Forum and Nevada Legislature 

on projected needs from the school level. 

Centralizing Information about Student Enrichment Opportunities 

This team explored how teachers might face difficulties in researching, identifying, and 

securing funding for student extracurricular and enrichment activities. To address this, 

the team proposed creating an online resource, curated by teachers, that contains 

information about various enrichment opportunities for students. 

Grant Program to Fund Social Emotional Learning (SEL) Implementation 

This team explored how CCSD, pursuant to state guidelines, is currently implementing 

social emotional learning, although there is a lack of sufficient funding for expanding SEL 

districtwide by the deadline 2019-2020 school year. To address this, the team proposed 

the creation of a grant program, facilitated and operated by The Public Education 

Foundation, to which individual schools and SOTs could apply for funding to implement 

SEL programs. 
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Thrive, Not Survive: Making the Most of Mentorship Opportunities for New and 

Experienced Teachers 

This team explored the lack of consistency within CCSD for teachers, especially new 

teachers, to access mentoring opportunities. Further framing their project was the 

positive relationship between effective mentoring and teacher retention rates. To 

address this, the team outlined various existing and proposed mentorship opportunities 

that teachers could access and principals could implement. Furthermore, the team 

highlighted steps to effective mentoring by the American Association of School 

Administrators. 

Alternative Routes to Leadership 

This team explored how existing school and central-office administrative positions in 

Nevada are limited in number and require several years of teaching experience, even 

though there might be other licensed personnel who would be great candidates for 

administrative positions but have not taught. To address this, the team proposed 

revising state administrative licensure requirements to be more inclusive of all 

educators by requiring licensed experience generally, partnering with colleges and 

universities to offer coursework, and providing opportunities for aspiring administrators 

to have mentors and on-the-job training in school and central-office capacities. 
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